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Bosep

MNoyHyBajkv of OBOj AEBETTU NO peq,
6poj, PeBujata 3a coumjanHa nonutuka
npepacHyBa BO MeryHapogHO CTpPy4HO
cnucaHve. BakBata npomeHa cnegw kako
pesynTaTt Ha notpebata 3a 0be3benyBar-e
MororieMa jaBHOCT, Kako M noronema Kom-
napaTtvBHa AMMEH3Wja Ha CTPyYHUTE TPY-
foBKn kou ce nevarat Bo Pesuwjata. Opf
oBoj 6poj, TpyoosuTe BO PeBujata ke
GuaaTt ABoja3nyHKN, OQHOCHO 0b6jaBeHN Ha
MaKeLoHCK/ W aHrmnUCKkK ja3uk. Ha Toj Ha-
YMH, HE CaMo LUTO Ke ja 3ronemunme Hasata
Ha KOMNapaTUBHM CO3HaHMWja 04 AOMEHOT
Ha coumjanHaTa nonuTrKa, TyKy, MICToBpe-
MeHo, Ke obe3begume M noronema [Ao-
CTaMHOCT Ha CnyvyBawaTa Of Make[oH-
ckaTta coumjanHo-nonuTUYKa cleHa Ha
mMeryHapoaHO HMBO. 3apaaw crnefewe Ha
KBaAnMTETOT Ha objaBeHUTE TPydoOBM, MO-
CTOjJHMOT ypeaHu4kM ogbop ce AonosnHysa
CO MeryHapoaeH ypeaHuyku oabop, Koj ro
COYMHYyBaaT Npodecopu 1 BpBHU eKcnep-
TV Of PasnuyHN JOMEHM Ha coumjanHaTta
nonuTuKa.

OesettnoT no peg 6poj Ha PesujaTa
3a couujanHa nonutuka ja obpabotysa
npobnemartukata Ha HeBpabOTeHOCTa U
e(heKTUBHM NONUTUKM Ha NasapoT Ha Tpy-
[O0T: Npean3BuuUmM 1 nepcrnektTnen. Mimajku
ja npeoBua akTyernHoCTa Ha Hocedkata
Tema, 40 YPeaHWYK1oT oabop npucturHaa
orpomeH 6poj Ha anctpaktn. Cenak, u3-
HpaHu 6ea camo OHME KoW CO CBOjOT aHa-
NUTUYKN 1 ceondpaTeH NpucTan BO Hajao-
Opo CBETNO M NpuKaxysaaT coCTojoute

Introduction

Starting from this - ninth consecutive
issue, the Journal of Social Policy be-
comes an international scientific journal.
This change is a result of the need to pro-
vide greater publicity, as well as compara-
tive dimension of the papers published in
the Review. From this number on, papers
published in the Journal will be bilingual,
i.e. in Macedonian and English languag-
es. Thus, we will increase not only the
base of comparative knowledge in the
field of social policy, but we also provide
greater awareness about Macedonian so-
cial and political scene at international
level. For the purpose of monitoring the
quality of published papers, the existing
editorial board is supported by an interna-
tional editorial board, constituted of pro-
fessors and leading experts from various
domains in social policy.

The ninth consecutive issue of the
Journal of Social Policy discusses the
problems of unemployment and effective
policies on the labor market, emphasizing
immanent challenges and perspectives.
Considering the relevance of the main
topic, the editorial board received a huge
number of abstracts. Selected were, how-
ever, only those which, by their analytical
and comprehensive approach, represent
in the best way the situation of unemploy-

7
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CO HeBpaboTeHocTa BO crneumduyHn co-
LIMO-EKOHOMCKM KOHTEKCTW U HUBHWOT Of-
pas Bp3 crneumduyH1Te paHnmMBK KaTero-
pumn.

BosegHuoT Tpya Bo 0BOj 6poj (Moj-
cocka-bnaxecku n Kyptuwn) npaem geta-
NEeH OCBPT Ha crneumpuyHoCcTUTE N COoC-
TojéuTe Ha nmasapoT Ha TpyaoT Bo Peny-
6nmka MakegoHwuja. peky ucnutyBake
Ha eMnupuckuTe gakTopu Ko aenysaat
Bp3 BpaboTeHoCTa, TPyAoT npuaoHecysa
3a MaeHTUMKKyBae Ha dakTopuTe Kou
MoXaT da npuaoHecaT 3a 3roniemyBane
Ha cTankute Ha BpaboTeHocT Bo PM.
Bropwot Tpya ( Bykosuk w lMNMepuwmk) ru
aHanusupa npegussuuuTe 1 edpekTuTe oa
npMMeHaTa Ha akTuBHaTa MNonuTUKa Ha
BpabotyBatbe BO Cpbuja. [etanHata
aHanuaa nokaxysa Aeka v nokpaj 6pojHu-
Te aKTUBHW MEPKM, HUBHOTO (OMHAHCHPaH-e
Cé yLuTe € HUCKO, N UCTUTE He ro Hamary-
BaaT Op0ojoT Ha paHNMBK NULLA UCKIyYeHU
oA, nasapoT Ha TpyaoT. Tpetunot Tpya (Py-
XWH) NpaBW KOMMapaTMBHa aHanu3a Ha
TP MOZENW Ha NONUTKKM Ha BpaboTyBake
— benrvja, ®paHunja n P. MakegoHwja.
ABTOPOT 3aKny4yBa AeKka BO Cny4ajoT Ha
PM, akTtyenHute cTpaTeLlkv npuctanu ce
MHory nornobasnHu, a nomanky agantmpa-
HW Ha MakedoHcKaTa eKOHOMCKa, COLM-
janHa n KynTyponowlka peanHocT U Ha
UCTUTE MM He[ocTacyBa €NnemMeHTOT Ha
MOTUBMPaH-E N CTUMYNupake. YeTBpTHOT
Tpya (CpbuHocka) Hé BoBeayBa BO cneuu-
(hukute Ha kopnopaTuBHaTa couujanHa
OArOBOPHOCT KaKO BaXkHa anarka Bo cripa-
ByBaH€TO CO HeBpaboTeHoCTa Ha nokan-
HO HMBO. ABTOpKaTa M mAeHTUdKKYBa
no3uTMBHUTE Npumepu Bo PM Bo npmeat-
HWOT CeKTOp, KOW NpuaoHecysaaT 3a on-
LUTECTBEHO OArOBOPHU aKTUBHOCTU, CO

ment in specific socioeconomic contexts
and their impact on specific vulnerable
categories.

The introductory paper in this issue
(Mojsoska-Blazeski and Kurtishi) gives a
detailed review of the specifics and condi-
tions of the labor market in the Republic of
Macedonia. Through examination of em-
pirical factors that have impact on employ-
ment, the paper contributes to identifica-
tion of elements that can contribute to the
increase of employment rates in the Re-
public of Macedonia. The second paper
(Vukovic and Perisic) analyzes the chal-
lenges and effects of the application of ac-
tive employment policy in Serbia. Detailed
analysis shows that despite the numerous
activation measures, their funding is still
low, and they do not reduce the number of
vulnerable people excluded from the labor
market. The third paper (Ruzin) makes a
comparative analysis of three models of
employment policies — in Belgium, France
and the Republic of Macedonia. The au-
thor concludes that in the case of the Re-
public of Macedonia, the current strategic
approaches is much more global and less
adapted to the Macedonian economic, so-
cial and cultural reality, accompanied with
lack of motivation and incentives. The
fourth paper (Srbinoska) introduces the
specifics of corporate social responsibility
as an important tool in dealing with the un-
employment at local level. The author
identifies positive examples in the Repub-
lic of Macedonia in the private sector, that

8
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BMAONMBMK pesynTaTi BO JOMEHOT Ha Bpa-
6oTyBareTO. [MeTTnoT No pea Tpy4 (Kana-
MaTueB) NpeTCcTaByBa NpaBHa aHanM3a Ha
paboTHOTO BpeMe M hriekcMbunHocTa Ha
paboTHMOT ogHoc. ABTOPOT NpaBu aeTar-
Ha oncepsalja Ha NpaBHUTE OCHOBU BO
PM, ko ce opHecyBaaT Ha pabOTHOTO
BpeMe, Kako edumkaceH MexaHu3am 3a
3rofieMyBake Ha KOHKYPEHTHOCTa Ha pa-
6oTogaBauMTe, HO UICTOBPEMEHO, 1 33 pe-
anuaunpamwe Ha uHausuayanHute npede-
peHuM Ha pabotHuumte. [locnegHuoT
TpyA (Bapapescku) ja adpupmupa npobne-
MaTukaTta Ha QUrMTanHuoT ja3 Ha nasapoT
Ha Tpyaot Bo PM. ABTOpOT, aHan1aunpajku
ja pogosara nepcnekTvea, r naeHtTudu-
KyBa NpeausBuLNUTE Ha ,e-BKIy4vyBaHeTo"
3a NOrofieMo y4eCcTBO Ha XXeHUTe Ha nasa-
poT Ha TpygoT Bo PM, ocobeHo Bo VKT
CEKTOpOT.

Ce HageBame feka 0BOj BO30OHOBEH
dopmat Ha PeBujaTta 3a couujanHa nonu-
TKa Ke ro 3afpXX1 MHTEPecoT Ha NoCToj-
HaTa U, ICTOBPEMEHO, ke npuaobue HoBa
yutartencka nybnuka, kako BO HaLMOHa-
NeH, Taka 1M BO NOWMPOK BankaHcKkn 1 eB-
POMCKUN KOHTEKCT.

Co nouur,
Maja 'eposcka MuTeB
YpeaHuk

contribute to socially responsible actions
with visible results within the domain of
employment. Fifth consecutive paper (Ka-
lamatiev), is a legal analysis of working
time and flexibility of employment. The au-
thor gives a detailed observation of the
legal bases in the Republic of Macedonia,
concerning working time, as an effective
mechanism for increasing the competi-
tiveness of employers, but also realization
of the individual preferences of workers.
The last paper (Badarevski) highlights the
issue of digital gap in the labor market in
the Republic of Macedonia. Analyzing the
gender perspective, the author identifies
the challenges of “e-inclusion” for greater
participation of women in the labor market
in the Republic of Macedonia, especially
in the ICT sector.

We are hoping that this renewed for-
mat of the Journal of Social Policy will
keep the interest of the current audience,
but that it will also attract new one, both at
the national level and the wider Balkan
and European context.

Maja Gerovska Mitev
Editor in chief
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MakeaoHCKMOT na3ap Ha
TpyaoT: LTo ro npasu
TOJIKY MNOMHaKOB?

Huknua Mojcocka Bnaxescku'
Heuatu Kyptnwn?

Pe3sunme

Llenta Ha oBoj Tpya € Aa M wucnuTa
ABWXKeraTa Ha nasapoT Ha TpyaoT BO
Penybnuka MakegoHmja Bo nepuogoT
2006-2011, kako M Oa MpuKaxe Ccrno-
penbeHa aHanusa co 3emjute og Pe-
rMoHoT n 3emjute og EY. lNMoseke of
efHa [ekaga, MakefQoHCKMOT nasap
Ha TPyAOT MpeTcTaByBa €HWrma 3a Mc-
TpaxyBauute. Mako ce ouvekyBalle no-
pobpyBawe Ha anokatueBHata edu-
KaCHOCT Ha nasapute (BKIyYMTENHO M
na3apoT Ha TPyAOT) BO MNpPOLECOT Ha
TpaH3uumja, coctojbata Ha nasapoT Ha
TpygooT Bo MakefoHuja ce BrnowmM BO
TEKOT Ha TpaHsuumjata. Crankata Ha
HeBpabOTEHOCT Ha HaceneHMeTo Ha BO3-
pact og 15-64 gocturHa 37,7% Bo 2005
roguHa, u oTToraw ce Hamanysa no-
cTeneHo, gocturHyeajkm 31,6% Bo 2011.
CTankute Ha aKkTUMBHOCT M BpaboTeHOCT
on 64,2% v 43,9%, cooaBETHO, Ce HUCKN
BO cnopenba co 3emjute of PernoHorT, un

" Huknua Mojcocka BnaxeBcku (kopecnoHAeHTeH
aBTop), @akynmem 3a Oeflo8Ha €KOHOMuja U
opeaHu3ayuoHU Hayku, YHuesepaumem AmepukaH
Koney - Ckonje, ¥Yn. ,lll MakedoHcka bpueada“ 8,
1000 Ckonje, MakedoHuja, EnekTpoHcka nmowita: ni-
kica@uacs.edu.mk

2 Heyatun Kyptuwm, MuHucmepcmeo 3a gpuHaHcuUU Ha

Penybnuka MakedoHuja, Yn. ,Mumo Xayusacunes
Jacmun® 50, 1000 Ckonje, MakedoHuja

EnektpoHcka nowrTa: nedzati.kurtisi@finance.gov.mk

The Macedonian Labour
Market: What makes it so
different?

Nikica Mojsoska Blazevski'
Nedjati Kurtishi?

Abstract

The aim of this paper is to investigate
the performance of the Macedonian
labour market in the period 2006-
2011, as well as to provide a compar-
ative analysis with the countries from
the region and the EU. In particular,
for over a decade, Macedonian labour
market puzzles economic research-
ers. Despite the expected improve-
ment in the allocative efficiency of
the markets (including labour market)
in the process of transition to a mar-
ket economy, the performance of the
Macedonian labour market has dete-
riorated during the transition. Unem-
ployment rate for the population aged
15-64 reached 37.7% in 2005, though
has been declining modestly since
then to 31.6% in 2011. Participation
and employment rates of 64.2% and

" Nikica Mojsoska Blazevski (corresponding author)
School of Business Economics, and Management
University American College — Skopje, St. Ill Make-
donska Brigada 8 — 1000 Skopje, Macedonia
e-mail: nikica@uacs.edu.mk

2 Nedjati Kurtishi, Ministry of Finance of
Republic of Macedonia, St. Mito Hadzivasilev Jas-
min 50, 1000 Skopje, Macedonia

e-mail: nedzati.kurtisi@finance.gov.mk
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ywTe noseke, BO crnopeaba co 3emjute
Ha EY. XKenute Bo MakegoHuja ce BO
yLUTe NOHenoBosiHa nonoxba Bo ogHoC
Ha Maxure.

OTTyKa, OBOj TPyA MM WUCMUTYBa OCHO-
BHMTE NPEOU3BULM Ha MasapoT Ha Tpy-
0oT Bo MakegoHuja, BOOMWTO, Kako U
3a cneuncudHn rpynu Ha paboTHULM
(aMdbepeHumpaHn cnopen BO3pacT, poa
n obpasoBaHue). Micto Taka, BO TpyaoTt
e npecMeTaHo coBnaraweTo nomMery Be-
WTMHUTE N paboTHMTE MecTa, Kako M
NpUCYCTBOTO Ha Hagobpa3oBaHOCT M
nogobpasoBaHoCT (HecoBnarawe). [lo-
HaTamy, TpygoT M WCNUTyBa emnupu-
CKM hbakTopuTe KOM AdenysBaaT Bp3 Bpa-
6oTeHoCTa, OOHOCHO KOM (hakTopu MO-
XaT [a npuaoHecaT KOH 3roremyBarse
Ha cTankute Ha BpaboTEHOCT.

43.9%, respectively, are low com-
pared to the peer countries form the
region, and even more if compared
to the EU countries. This holds even
more so for Macedonian females.

In this regard, the paper examines the
main challenges in the labour market,
in general, but also does so for spe-
cific groups of workers (differentiated
by age, gender aHg education). We
also calculate the extent of the skill
match, as well as the presence of the
over/under-education phenomenon
(mismatches). Moreover, it empirically
tests the determinants of the employ-
ment, that is which factors might bring
higher employment rates.

12
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Nikca M. Blazevski, Nedzati Kurtisi

BoBen

MakegoHCKMOT na3ap Ha TpyaoT ce Co-
O4yBa CO HUCKM CTanKM Ha aKTUBHOCT U
BpabOTEHOCT M BMCOKa CTanka Ha He-
BpaboTeHocT. Crankata Ha HeBpabo-
TeHocT Bo 2011 rogmHa wu3Hecysalle
31,6%. Taa 6enexun TpeHn Ha onarawe
og 2005 roguHa HaBamy, HO HanpPegoKoT
e MHory 6aBeH. CTankute Ha aKTMBHOCT
N Ha BpaboTteHocT of 64,2% un 43,9%,
COOABETHO, Ce HWUCKM BO cnopeanba co
CnuUYHUTE 3emju o PervoHoT, kako u
co semjute of EY. OgpegeHn rpynu
Ha paboTHuum 6Genexar ywTe nonoLm
pe3ynTaTi Ha nasapoT Ha TpyaoT. Toa,
rmaBHO, ce Mnagu paboTHMLW, KEHU K
NMOHUCKO 06pa3oBaHn paboTHULN.

Bo oeaa cmwucna, uenta Ha OBOj Tpya
e Ja ce ucnuta edumKacHoOCTa Ha Make-
AOHCKMOT nasap Ha Tpy4oT BO NepuogoT
oa 2006 go 2011 rogmHa, Kako u ga ce
Aage crnopenbeHa aHanumsa co 3emjute
oa PervoHot u EY. CTtyanjaTta Bo getanu
janpoyyyBa edhmkacHOCTa Ha NasapoT Ha
TPYAOT Ha pas3nuyHuTe rpynn paboTHULK,
Kou, rmaBHO, Ce MnogeneHu cnopea: nor,
Bo3pacT u obpasosaHue. Co orneq Ha
cnabute pesyntatM Ha MakeOOHCKMOT
nasap Ha TPyZoT, BO TPYAOT € HanpaBeHo
€MIMUPUCKO UCTpaKyBare Ha rraBHUTE
[AEeTepPMUHAHTM Ha BpaboTEHOCT, CO KO-
pucTere Ha MeTogoT Ha 0buYHM Hajma-
nv ksagpatu (OHK).

CTpykTypata Ha TpygooT € Kako LWTo
cnepysa. [len 2 Bo getanu ja npoyyysa
aKTUBHOCTa BO MaKeJOHCKMOT nasap Ha

Introduction

Macedonian labour market is chal-
lenged by the low participation and
employment rates and high unem-
ployment rate. The unemployment
rate in 2011 equaled 31.6%. It has
been on a declining path since 2005,
but the progress is very slow. Par-
ticipation and employment rates of
64.2% and 43.9%, respectively, are
low compared to the peer countries
form the region, and the EU countries.
Certain types of workers experience
even worse labour market outcomes.
Those are mainly young workers, fe-
males and lower educated workers.

In this regard, the aim of this paper is
to investigate the performance of the
Macedonian labour market in the pe-
riod 2006-2011, as well as to provide
a comparative analysis with the coun-
tries from the region and the EU. The
study examines in detail labour mar-
ket performance of different groups
of workers, mainly differentiated by
gender, age and education. Given the
underperformance of the Macedonian
labour market, we provide an empiri-
cal investigation of the main determi-
nants of employment using an OLS
estimation method.

The structure of the paper is as fol-
lows. Section 2 examines in detail the
participation in the Macedonian la-

13
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TPYAoT, Aodeka fen 3 ce OCBpHyBa Ha
ABWMXenata Ha BpaboTeHoCTa BO 3eMmja-
Ta. [len 4 ja aHanu3npa HeBpaboTeHocTa
BO 3emjaTa, NOCneaHuTe OBMXKEeHa M
hakTopuTe KoM ja npuaBwxkyBaaT He-
BpaboTeHocTa. Bo gen 5 ce uctpaxysa
coBnaraweto Mefy paboTHuTe mMecTa u
paboTHULUMTE Ha MakedOHCKMOT nasap
Ha TpygoT. Bo gen 6 ce npoueHysaaT
rmaBHUTE JdeTepMUHAHTW Ha CcTankuTe
Ha BpabOTEHOCT BO €BPOMNCKUTE 3eMju,
BKNy4yBajku ja u MakegoHuja, a Bo gen
7 e 3aKny4oKoT.

bour market, whereas section 3 turns
to the employment developments in
the country. Section 4 analyses the
unemployment in the country, latest
developments and factors driving the
unemployment. In section 5 we ex-
plore the quality of the matches be-
tween jobs and workers in the Mace-
donian labour market. Section 6 esti-
mates the main determinants of the
employment rates across the Euro-
pean countries, including Macedonia,
whereas section 7 concludes.

14



Hukmua M. Bnaxesckn, Heyatn Kyptuwm

Nikca M. Blazevski, Nedzati Kurtisi

1. AKTMBHOCT Ha MaKegOHCKWOT
nasap Ha Tpyaor

AKTMBHOCTa Ha nasapoT Ha TpydoT BO
2011 roguHa wusHecyBawe 64,2%, wn
He e u3MmeHeTa BO crnopeaba co npert-
xogHata roguHa (Bugu Tabena 1). Me-
fyToa, TPeHOOT € pasnuyeH aHanusu-
paHo cropen non. KoHKpeTHo, mnome-
ry 2010 n 2011 roguHa, ctankata Ha
aKTMBHOCT Kaj MaxuTe ce Hamanu 3a
1,2%, nogeka crtankaTa Kaj XXeHuTe ce
sronemn 3a 1,6%. HamanyeBamweTto Ha
aKTMBHOCTA Kaj MaxuTe € pesynTaT Ha
3rofieMyBaHeTO Ha paboToCnocoOHOTO
HaceneHne, Kako U Ha HamanyBaHETO
Ha paboTHaTa cuna. AHanuanpaHo
croped Bo3pacTa, akTMBHOCTA Ha MIa-
ante pabotHuum (15 go 24 roguHn) e
HamaneHa 3a 3,7%, WTO HajBepojaTHO
€ pesynTaTt Ha 3roflIeMeHOTO y4eCcTBO BO
o6pa3oBaHMeTO, 0COBEHO BO BMCOKOTO
obpaszoBaHue. Taka, OpojoT Ha 3anu-
LIaHM CTYAEHTM BO npBaTa rogvMHa Ha
CTYOUM Ha YHMBEP3UTETUTE BO 3emjaTa
ce sronemun 3a 10% mery akagemckata
2009/2010 n 2010/2011 rogmHa. [lo-
ronemMmoT gen oA oBue CTygaeHTn (Hag
85%) ce penoBHU CTyOeHTW u, cnopen
TOa, HajBepojaTHO He Ce aKTUBHU Ha
nasapoT Ha TpyaoT.

Crankata Ha aKTMBHOCT BO 3emjata e
HWCKa cnoped MefyHapogHuUTe ctanaap-
AW, WTO, IMaBHO, Ce JOIMKN Ha: (i) MHOry
Manuot 6poj Ha BpabOTEHM LWITO camo
aenymHo ce objacHyBa co Bucokata
cTanka Ha HeBpaboTeHocT, (ii) edekToT
Ha 3HaYUTENHWUTE HETO-NMPWUIMBKU Ha JO-
3Haku (NpuBaTHW TpaHcdepun) o4 CTpaH-
CTBO, NPEeKy 3roriemyBake Ha pesepBa-
uuckarta nnata Ha npumadm JoMaKkuH-
cTBa/noeauHum, u (i) HuCkaTa akTMBHOCT
kaj »xeHuTe (Mojsoska-Blazevski, 2011).

1. Activity in the Macedonian
labour market

Labour market participation in 2011
was at 64.2%, unchanged compared
to the previous year (see Table 1).
However, there was a divergent trend
by gender. In particular, between 2010
and 2011, male participation rate de-
creased by 1.2%, whereas that of fe-
males increased by 1.6%. Declining
participation of males is both a result
of increasing working-age population,
as well as a shrinking male labour
force. From age perspective the activ-
ity of young workers (15-24) declined
by 3.7%, which most likely is a result
of increased participation in educa-
tion, especially in tertiary education. In
particular, the number of students en-
rolled in the first year of studies at the
universities in the country increased
by 10% between the academic year
2009/2010 and 2010/2011. Majority of
these students (above 85%) are full-
time students and hence most likely
inactive in the labour market.

Participation rate in the country is low
by international standards, which is
mainly due to: (i) the very low num-
ber of employed which is only partially
compensated by a high incidence of
unemployment, (ii) the effect of sizea-
ble net inflows of remittances (private
transfers) from abroad, by increas-
ing the reservation wage of recipient
households/individuals, and iii) low
participation of females (Mojsoska-
Blazevski, 2011).
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HeakTMBHOCTa Kaj XeHUTe e Hecpas-
MEpHO pacnpocTpaHeTa Mmery mnagute
KEHW, XEeHWUTe BO pypariHuTe CpeavHu
N HekBanuduKyBaHUTe, Npu WTO eaHa
00 HajBaXXHWUTE MNPUYMHM 3a KEHcKaTa
HEeaKTUBHOCT ce OOBpCKWTE BO [AoOMa-
knHctBoto  (Angel-Urdinola and Ma-
cias, 2008; ETF, 2008). Ha npumep,
nogatounte og Eypoctatr 3a 2011 ro-
OVHa NoKaXyBaaT [eka rnaBHaTta npu-
YMHa 3a KeHckaTa HeakTUBHOCT BO
MakenoHuwja e 3apagum ,Opyrv cemejHu
WU NWYHW  OAroBOPHOCTU®, €O Toa
wto 41,9% on HeakTUBHUTE XXEHW BO
MakenoHuja ro HaBegyBaaT TOa Kako
rmaeHa npuymHa. OBoj NpoueHT 3a EY-
27 e 11,3%. HononHutenHn 6,2% opn
XeHute Bo MakefoHuja ce HeaKTMBHM
OGuaejkn ce rpwxkart 3a geuata unum 3a
OHecrnocobeHn BoO3pacHM nuua, a Toa
ce ogHecyea 3a 14,8% op HeakTUBHUTE
XeHu Bo EY-27. OBa 3Haum geka okony
MoroBMHA Of, MaKEOOHCKUTE XEHU ce
HeaKTUBHM 3apaauM CeMejHu 06BpCKY,
nako eeKkToT Ha 0BOj (pakTop Bp3 He-
aKTMBHOCTa BepojaTHO € MOorofemMm Kaj
OHME XEHW CO MOHWUCKM HMBOA Ha obpa-
3oBaHue. [lokpaj TOa, ronemuor us-
HOC Ha [o3Haku bu moxen ga uma no-
ronem eekT Bp3 aKTMBHOCTA Ha XXeHUTe
OTKOMKY Ha MaxuTe (Kako 1 Ha Mnagute
W cTapute nuua) - Kateropum Kaj kou
W OHaka e nororieMa BepojaTHOCTa Aa
ouaaTt HeakTUBHM.

Female inactivity is disproportion-
ately spread among young, rural and
unskilled females, though the single
most important reason for female in-
activity is household responsibilities
(Angel-Urdinola and Macias, 2008;
ETF, 2008). For instance, Eurostat
data for 2011 show that the main rea-
son for female inactivity in Macedonia
is “other family or personal responsi-
bilities”, with 41.9% of inactive females
in Macedonia reporting that as a main
reason. The respective share for the
EU-27 is 11.3%. Additional 6.2% of
females in Macedonia are inactive
because of taking care after children
or incapacitated adults, whereas that
is true for 14.8% of inactive females
in the EU-27. This implies that about
half of Macedonian females are inac-
tive because of family responsibilities,
though the effect of this factor on in-
activity is likely to be magnified at the
lower levels of education. In addition,
the sizeable remittances might have
greater effect on participation of fe-
males than of males (as well as that of
youth and elderly persons) — the cat-
egories that are anyway more likely to
be inactive.
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Ta6ena 1 — OCHOBHM NoOKa3aTenu Ha nasapoT Table 1 - Main Labour Market Indicators,
Ha Tpygot oa 2006 no 2011 roguHa 2006 to 2011

2006 2007 2008 2009 2010 2011

Cranka Ha aKTUBHOCT 62,2 62,8 63,5 64,0 64,2 64,2

Participation rate

Mani 75,0 74,8 76,6 77,6 77,7 76,8
Kewn 49,2 50,4 50,1 50,0 50,4 51,2
Doopacr 15:24 35,8 35,8 35,9 35,0 33,3 32,1
poopact 2548 78,9 79,0 79,4 79,5 80,4 80,2
Doopacr 50-64 50,8 52,9 54,9 57,2 57,5 58,3

Crana na spaboteroct 39 g 40,7 42,0 433 43,5 43,9

Employment rate

Ma 48,3 48,8 50,8 52,8 52,8 52,3
wenn 30,8 32,3 32,9 33,5 34,0 35,3
Doopacr 15-24 144 152 157 157 154 144
oopacT 2969 520 530 543 554 558 565
Doopacr 50-64 364 37,8 396 424 426 430
oo 363 352 340 323 322 316
M 35,6 34,8 33,7 32,0 32,1 31,9
womn 37,4 35,8 34,3 32,9 32,5 31,0
Doopact 1524 597 577 564 551 537 553
SogpacT 2969 31 329 316 303 307 296
Doopacr 50-64 283 285 280 259 260 262
U3eop: lNpecmemku Ha asmopume 8p3 Source: Author’s calculations based on data
OCHoea Ha nodamouyume 00 [pxasHuom from State Statistical Office and Eurostat. '

3a800 3a cmamucmuka u Eypocmam.’

1 MopaTtounTe 3a MakeOHCKMOT nasap Ha TpyaoT L Data for Macedonian labour market for 2011 are
3a 2011 rogmnHa ce gocTtanHu camo of 6asara available only from the Eurostat database, but are
Ha nogaToum Ha Eypoctar u cé ywre He ce not yet published nationally.

ny6n|/|KyBaH|/| Ha HauMOHasriHO HMBO.
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Huckata aKkTMBHOCT Ha Mnagute BO
MakegoHuja (32,1% Bo 2011 roguHa)
MOXe Aa Ce MpUnuLLEe Ha HEKONKy gak-
TOpWU, Kako wTto ce: (i) Huckata Bepo-
jaTHOCT 3a BpaboTyBake BO 3emjaTta
N TELWKNOT NPEeMWH Of YYUNULUTE KOH
pabota; ii) HenogrotBeHocTta Ha pa-
b6otogaBaunte BO Makemowuja ga
CHocaT TpowouuTte 3a obyka Ha pa-
BOOTHOTO MeCTO Ha HEeWCKyCHUTe Mna-
AW, CO orfneg Ha MOCTOeHEeTo Ha WUcC-
KyCHW HeBpaboTeHn kaHaupaTtw; iii)
HecoBnaraweto Ha BeWTUHUTE Mery
notpebute Ha paboTogaBayoT U BELUTK-
HUTe O6GueHn o 06PasoBHUOT CUCTEM,
UTH.

Crankata Ha akTMBHOCT Ha fuuaTa co
BMCOKO obGpasoBaHne Bo 2011 roguHa
nsHecysawe 89,1%, WTO € ABOjHO MO-
BeKe of cTankaTta Ha aKTMBHOCT Ha pa-
OOTHULMTE CO OCHOBHO WIIM MOHWUCKO
obpasoBaHve (44,3%). Cenak, crtan-
KaTa Ha aKTMBHOCT Ha BTopaTa Kartero-
puvja Ha paboTHWUM perucTpupa 6nar
nopact Bo crnopegba co 2010 roguHa,
Aodeka oHaa Ha paboTHULUMTE CO BUCO-
kKo obpasoBaHue e HamaneHa 3a 1,4%,
Kako pesynrar Ha nagoT Ha cTankara Ha
aAKTUBHOCT Kaj MaxuTe.

The low participation of young per-
sons in Macedonia (32.1% in 2011)
can be attributed to few factors, such
as: (i) generally low employment prob-
abilities in the country, and the corre-
sponding difficulty of school-to-work
transition, which is relatively high and
maybe even increasing at these times,
ii) unwillingness of employers in Mac-
edonia to bear the costs of on-the-job
training of inexperienced youth given
the existence of experienced unem-
ployed applicants, iii) skills mismatch
between employer’s needs and skills
produced by the education system,
etc.

Participation rate of those with tertiary
education in 2011 was 89.1%, which
is more than double the participation
rate of workers with primary educa-
tion or less (44.3%). However, the
participation rate of the latter category
of workers registered a mild increase
compared to 2010, while that of the
workers with higher educational lev-
els declined by 1.4%. The latter has
been feed by a decrease of male par-
ticipation rate.
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pacdmkoH 1 — CTanka Ha aKTUBHOCT

Ha MaxuTte U XxeHuTe Bo EY 3emjute-

YNIeHKMU U 3eMjuTe-kaHanaaT (neeo)

W HUBHUTE Z- BpeQHOCTU (AeCHO) BO
2011 rogunHa

Chart 1 - Male and Female
Participation Rate in EU/Candidate
Countries (left) and their Z-Scores

(right) in 2011
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OCHoea Ha rnodamouyume o0 Eypocmam.

JasoT Ha aKTMBHOCTa Mery MaxuTe 1 xe-
HuTe BO Makegonuja Bo 2011 roguHa uns-
HecyBa 25,6 n.n., WTO NpeTcTaByBa marn
nag (oa6%)Bo cnopenbaconperxogHara
rogunHa. Cenak, Bp3 cnopenbeHa ocHOBa,
ponoBuoT ja3 Bo MakegoHuwja e 7 n.n.
MOBMUCOK Of OHOj Ha MpocekoT Ha EY.
lpadukoH 1 nokaxyBa [eka ronem
6poj oa 3emjute-uneHkn Ha EY wumaat
MOHWCKM CTanKu Ha akTUBHOCT Ha MaXuTe
BO ofgHOoC Ha MakegoHuja (XpBatcka,
YHrapuja, PomaHuja, byrapuvja, benruja,
Moncka, Utanuja, CnoeeHwuja, ntH.). O
apyra cTpaHa, MakegoHuja mma egHa
O HajHWUCKUTE CTankym Ha aKTUBHOCT
Ha eHu (cnopeanueo co Wrtanuja, a
noBucoka of oHaa Bo Typumja n Man-
Ta). OBa ja cmecTtyBa MakegoHuja nog
npoueHeTaTa NnHWja Ha O4HOCOT Nomery
aKTMBHOCTA Ha MallkaTa W XeHckaTta
nonynauuja (esugn pacdukoH 1, asete
CNMUKKM), Mako Taa He npeTcTaByBa
€eKCTpeMHa BpedHOoCT (oueHeTo cnopes
npecMertaHarta Z- BpefHoCT).

Source: Author’s calculations based on data
from Eurostat.

The gender participation gap in Mace-
donia in 2011 equalled 25.6 p.p.,
which is a slight decline (by 6%) com-
pared to the previous year. Still, in
comparable terms, the gender gap in
Macedonia is 7 p.p. higher than that
the EU-average. Chart 1 shows that
a number of EU countries have lower
participation rates of males compared
to Macedonia (Croatia, Hungary, Ro-
mania, Bulgaria, Belgium, Poland, Ita-
ly, Slovenia, etc.). On the other hand,
Macedonia has one of the lowest
participation rates of females (compa-
rable to Italy, and higher than that in
Turkey and Malta). This places Mace-
donia under the estimated line for the
relationship between male-to-female
activity (see Chart 1, both graphs),
though it is not outlier (as judged by
the calculated z-score).

19



PeBwja 3a counjanHa nonuTuka, rog. 5, 6p. 9, Ckonje, asryct 2012

2. BpaborteHocT

Bo 2011 rogmHa, nasapoT Ha TPyAoT BO
MakenoHuja reHepupawe 8.738 pabot-
HW MecTa (Bp3 HETO-OCHOBA), LUTO NpeT-
cTaByBa nopact Ha BpaboTeHocTa of
1,4%.2 MefyToa, Kako WTO MOXe Aa ce
BuaM of [padmKoHOT 2, nopacTtoT Ha
BpaboTeHocTa BO 3emjaTa e 3abaBeH
BO MocnegHUTe HEKOMKy roavHu, og 5%
(unn 26.640 HoBWM paboTHWM mecTa) BO
2006 roguHa, Ha 1,4% Bo 2011 roguHa.
TakBMOT HM30K pacT Ha BpaboTeHocTa
MHOry Marnky npuaoHecyBa 3a Hamarny-
BaHETO Ha HeBpaboTeHoCTa.

padmkoH 2 — MNMopacTt Ha BpaboTeHocTa
1 co3gaBakbe Ha paboTHM MecTa o

2006 go 2011 rogmHa
30,000
25,000
20,000
15,000
10,000

5,000

0]
2006 2007

Jobs created

2008

Useop: MNMpecmemku Ha asmopume 6p3
OoCHoga Ha rnodamouyume 00 AHKemama
3a pabomHama cuna, [pxaeeH 3a800 3a
cmamucmuka u Eypocmam.

2 Axanusata ce sacHosa Bp3 noaatoun of AHKe-
Tata Ha paboTHa cuna 3a nonynauujata Ha BO3-
pact og 15 go 64 roguMHW. OCBEH ako MOVHAaKy He
e HaBefdeHo. [lononHuTenHWTe nogatoun BO 0OA-
HOC Ha HeBpaboTeHocTa ce obe3bedeHn op cTpa-
Ha Ha AreHuujara 3a BpaGorysate Ha PM

2. Employment

In 2011, the labour market of the Re-
public of Macedonia generated 8,738
jobs (in net terms), with an employ-
ment growth of 1.4%.2 However, as
Chart 2 shows, the employment
growth in the country slowed down in
the last couple of years, from 5% (or
26,640 new jobs) in 2006 to 1.4% in
2011. Such low employment growth
contributed very little to a reduction of
unemployment.

Chart 2 — Employment growth and
jobs creation, 2006-2011

6.0
5.0
4.0
3.0
8,738 5
1.4

1.0

2009 2010 2011

e Employment growth {in %, rhs)

Source: Author’s calculations based on data
from State Statistical Office, Labour Force
Survey and Eurostat.

2 The analysis is based on data from the Labour Force
Survey for the population aged 15-64, unless otherwise
stated. Additional data, regarding unemployment, are
provided from the Employment Service Agency.
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Crankata Ha BpaboteHocT Bo 2011 ro-
avHa mnsHecysawe 43,9%, co WTo npo-
A0IKyBa nocteneHoTo nogobpyBare o
nperxogHute roamHun. Cenak, BO nocre-
OHWNOT KBapTan of roanHaTa Gelue 3abe-
NexaHo onarake Ha cTankara Ha Bpa-
ooteHocT oa 3% Ha roguwHo Hueo. Po-
[AOBVOT ja3 BO cTankaTa Ha BpaboTeHocT
e onagHat Ha 17 n.n. og 18,7 n.n. BO
2010 rogmHa, co orneq Ha 3rofniemyBa-
HEeTo Ha BpaboTeHOCTa Kaj XeHuTe
(3,8%) n onaraweTo Ha BpaboTeHoCTa
kaj maxuTte (0,9%). Ctankute Ha Bpabo-
TEHOCT MO NOS U CTApOCHW rpynu ce npu-
kaxkaHn Bo Tabena 1. Ctankarta Ha Bpa-
6oTeHoCT Ha Mmnagute paboTHUUM €
HamaneHa 3a 7,2% nomefy 2010 n 2011
roguMHa, goJaeka crankata Ha Bpabore-
HOCT Kaj npMMapHaTa Bo3pacHa rpyna u
HajcTapaTa BO3pacHa rpyna e 3roneme-
Ha. PaboTHMuuTe co BMCOKO 0OpasoBa-
HVe MmMaaT penaTtuBHO BMCOKa CcTanka Ha
BpaboTteHocT: Bo 2011 roguHa cTankara
Ha BpabOTEHOCT Ha BUCOKO 0Opa3oBaHu-
Te paboTHuMumM e 68,6%, wto e 2,5 natn
rnororieMa o OHaa Ha paboTHUUMTE CO
OCHOBHO WM CO MOHMCKO 0bpa3oBaHue.
[Mepajkun ja AauHamukaTa Ha cTankuTe Ha
BpaboTeHOCT crnopeq obpasoBaHue, Mo-
Xe ga ce 3abenexu penaTMBHO BUCOKO
HamanyBawe Ha cTankata Ha BpaboTe-
HOCT Ha paboTHMUUTE CO BUCOKO OOpa-
30BaHu1e, 3a pasnuka o4 3rofieMyBaHEeTO
Ha cTankata Ha BpaboTeHOCT kaj paboT-
HULUMTE CO OCHOBHO WS MOHUCKO OOpa-
3oBaHue (Bnam Tabena 1).

Employmentratein 2011 was at43.9%,
continuing the gradual improvement
from previous years. Though, the last
quarter of the year saw a decline in
the employment rate of 3% on year-
ly basis. Gender employment gap
declined to 17 p.p. from 18.7 p.p. in
2010, given the increasing female
employment (3.8%) and declining
male employment (0.9%). Employ-
ment rates by gender and age groups
are presented in Table 1. The employ-
ment rate of young workers declined
by 7.2% between 2010 and 2011,
whereas the employment rates of the
prime-age workers and older workers
increased. Workers with tertiary edu-
cation have relatively high employ-
ment rate: in 2011 employment rate of
tertiary educated workers was 68.6%,
which is 2.5 times that of workers with
primary education or less. Looking at
the dynamics of employment rates by
education, we observe, however, rel-
atively high decrease of employment
rate of workers with tertiary education,
as opposed to the increase of that
of workers with primary education or
less (see Table 1).
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MpachukoH 3 - Ctanka Ha
BpaboOTEHOCT BO €BPONCKUTE 3eMju
Bo 2010 rogmMHa (HaceneHue Ha
Bo3pacT Haa 15 roguHum)
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Useop: MNpecmemku Ha asmopume,
nodamouyu 00 MOT, docmanHu Ha http./
kilm.ilo.org/KILMnet/.

Crankata Ha BpaboTteHocT BO Make-
AOHMja e NPUNNYHO HUcKa BO cropeaba
CO OHWe oA 3eMmjuTe-urneHkn Ha EY. Taka,
cTankata Ha BpaboteHocT Bo Makeno-
Huja e 1,7 n.n. nomana og oHaa Bo [puu-
ja, 3emja kage WTO e perncTpupaHa Haj-
HMCKa cTanka Ha BpaboTeHOCT BO pam-
kute Ha EY-27 Bo 2011 rogunHa (Bugu
lpadhumkoH 3). OBa ce oaHecyBa 3a cTarn-
KaTa Ha BpabOTEHOCT 1 Kaj MaxuTe 1 Kaj
XEHuTe.

N nokpaj penatMBHO HuMckaTa BpaboTe-
HOCT BO 3emjaTa, Na3apoT Ha TpyaoT Bu-
COKO ro BpefgHyBa obpasoBaHmeTo. Ha
npumep, Aogeka O4HOCOT Ha cTankaTta
Ha BpabOTEHOCT Ha nuuarta co OCHOBHO
obpasoBaHue ncrankataHaBpaboTeHoCT
Ha nuuarta co BMCOKO obpasoBaHue BO
MakenoHwuja nsHecysae 39,9% so 2011
roaMHa, UCTUOT coodHocC Bo EY-27 n3He-

Chart 3 - Employment rate in the
European countries, 2010 (popula-
tion aged 15+)

Poland
Estonia
Romania
France
Slovakia
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Ireland
CzechR.
Slovenia
Finland
Portugal
Germany
Luxembourg
Austria
Denmark
Sweden
Switzerland

Source: Author’s calculations, data
from ILO, available at http:/kilm.ilo.

org/KILMnet/.

Employment rate in Macedonia is
fairly low compared to those of the
EU member states. In particular, em-
ployment rate in Macedonia is 1.7 p.p.
lower than that in Greece, a country
registering the lowest employment
rate within the EU-27 in 2011 (see
Chart 3). This holds both for male and
female employment rate.

Besides the relatively low employ-
ment in the country, the labour market
values highly the education. For in-
stance, while the ratio of employment
rate of primary educated individuals
to employment rate of tertiary edu-
cated individuals in Macedonia was
39.9% in 2011, the same ratio was
54.6% in the EU-27. However, this
relative disadvantage of low educat-
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cyBa 54,6%. Cenak, oBaa penatusHa He-
MOBOSTHOCT Ha HMCKooOpas3oBaHUTe nu-
ua Bo MakegoHwuja raBHo e 3apaau Ma-
NUTE MOXHOCTM 3a BpaboTyBakwe Ha
)KeHckaTa rnonyrnauuja co 3aBpLUEHO OC-
HOBHO oOpasoBaHue. Taka, 0AHOCOT Ha
cTankata Ha BpabOTEHOCT Ha XeHu Cco
OCHOBHO 1 OHME CO BUCOKO 0Opa3oBaHme
Bo 2011 roguHa wusHecyBawe 26,3%,
popeka 3a maxute 56,5%.

Cnopep nogatouute og Eypoctat (APC),
Bo 2011 rogmHa okony 14.700 paboTHK-
um Bo MakegoHuja ce usjacHune feka
umaart gomnonHuTenHa paboTta, WTo e
2,3% opa BkynHMOT 6poj Ha BpaboTeHw,
LUTO € 3rofniemyBate og 2,1% cnopeneHo
CO MuHaTaTa roguHa. MaxuTte wmmaart
MHOry MOrofieMu LWaHcK ga mMMaart go-
nonHutenHa pabota - oBa e cny4aj 3a
peuncu 3% og maxute, Hacnpotn 1,5%
3a XeHuTte. VICTOTO Baxun u 3a Bpabore-
HUTE BO €NeMEeHTapHU 3aHumara U pa-
BOTHMUMTE CO cpeaHo obpa3oBaHue.

ed individuals in Macedonia is mainly
driven by low employment opportuni-
ties for females with completed prima-
ry education. For instance, the ratio of
employment rate of primary to tertiary
educated females in 2011 was 26.3%,
but 56.5% for males.

According to the Eurostat data (from
the LFS), about 14.700 workers in
Macedonia reported to have a sec-
ond job in 2011, which is 2.3% of total
employment, up from 2.1% last year.
Males are much more likely to hold
a second job - this is the case for al-
most 3% of males, versus 1.5% for fe-
males. The same holds for workers in
elementary occupations and workers
with secondary education.
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MpachmkoH 4 - CTpyKkTypa Ha
BpaboTeHUTe cnopea BMAOT Ha
€KOHOMCKaTa akTUBHOCT BO 2011
roguHa

Chart 4 — Structure of Employment
by Type of Economic Activity, 2011
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OcHoea Ha nodamouyume 00 Eypocmam.

CtpykTypaTta Ha BpaboTeHoCTa Mo Cek-
Topy Bo MakedoHwja e cnMyHa Ha OHaa
B0 Typuuja n PomaHwja, kage y4ecTBoTo
Ha paboTHMLMTE BO 3eMjodencTBOTO BO
BKynHaTta BpaboTEeHOCT € penaTtuBHO
BMcoko. [lenot og paboTHUUMTE KOou ce
aHraxwpaHu BO YCryrute e noman BO
cnopegba co Cnoeenuja, byrapuja wu
npocekoT Ha EY-27 (FpadmkoH 4).

Source: Author’s calculations based on data
from Eurostat.

The employment structure by sectors
in Macedonia is somewhat similar to
that of Turkey and Romania, where
the share of workers in agriculture
in total employment is relatively high.
The portion of workers engaged in
services is smaller when compared
to Slovenia, Bulgaria and the EU-27
average (Chart 4).
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Ta6ena 2 - CTpykTypa Ha
BpaboTeHocTa BO MakeAoHuja

Table 2 - Structure of Employment
in Macedonia

2006 | 2007 | 2008 | 2009 | 2010 | 2011
ExkoHomcku cmamyc / Economic status

Bpa6oteH / employee 71,6 73,1 72,6 72,7 72,3 72,4
Pa6otopaBa4 / employer 5,9 55 5,0 5,2 54 5,7
CamospaGotenm / self- 120 | 17 | 124 | 122 | 126 | 127
employed
CemejHu paboTHuum / family 105 9.8 10,0 10,0 97 9.2
worker

ConcmeeHocm / Ownership (15-74)
MpueaTHa / private 66,1 69,0 71,4 73,6 73,7 74,9
Opyra®/ other 33,9 31,0 28,6 26,4 26,3 25,1

Bud Ha 0oz060p

e ttime, pacoTHo Bpete 63 | 64 | 56 | 53 | 56 | 60
flonto padorno spewe [ full- 937 | 936 | 944 | 947 | 944 | 940

Bud Ha dozoeop / Type of contract
MNocTojaH / permanent 91,5 90,8 89,4 88,8 88,1 89,2
MNpuBepemeH / temporary 8,5 9,2 10,6 11,2 11,9 10,8

WU3eop: MNMpecmemku Ha asmopume 8p3
ocHoea Ha nodamouyume 00 AHKemama
3a pabomHama cuna, [pxxaseH 3a800 3a
cmamucmuka u Eypocmam.

Kako wto e npukaxaHo Bo Tabena 2, Bo
2011 rognHa 6pojoT Ha paboTHUUMTE CO
ckpaTeHo paboTHO Bpeme ce 3ronemysa
3a 8,8% Bo cnopeanba co 2010 roguHa,
LWTO npeTcTtaByBa 6% o4 BKYMHUOT 6poj
Ha BpaboteHu. XKennte Bo MakegoHuja
Marky noBeke ro KopucrtaT CKpaTeHOTO
pabotHo Bpeme (6,7% oA BKynHaTa
BpaboTeHOCT Kaj xeHuTe), foaeka 13,5%
on BpaboTeHUTe Mnaau MMaar A0roBopu
3a ckpateHo paboTHo Bpeme. Bo EY,
OenoT Ha paboTHUUMTE Noa OOrOBOP CO
CcKpaTeHo paboTHO Bpeme u3HecyBa
18,8% Bo 2011 rogmHa. MopgaTouuTe Ha
Eypoctat nokaxysaaTr geka 41% og

Source: Author’s calculations based on data
from Labour Force Survey, State Statistical
Office and Eurostat.

As Table 2 shows, in 2011 the num-
ber of part-time workers increased
by 8.8% compared to 2010, repre-
senting 6% of the total employments.
Women in Macedonia make slightly
more use of part-time employment
(6.7% of overall female employment),
whereas 13.5% of the employed
youth have part-time contracts. In
the EU, the share of workers un-
der part-time contract was 18.8% in
2011. Eurostat data show that 41%
of total part-time employment in
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BKYMHWOT 6poj Ha BpaboTeHn co ckpare-
HO paboTHO Bpeme BO MakenoHuvja BO
2011 rognHa e of NpUHYOEH KapakTep,
nofeka Bo EY-27 Toa ce ogHecyBa 3a
26,1% op BpaboTyBararta CO CKpaTeHO
paboTHo Bpeme. [NpMHYAHOTO CKpaTeHo
paboTHO Bpeme e noBeke pacnpocTpa-
HEeTO Kaj MaxuTe u Bo MakegoHuja 1 BO
EY-27. Bo oBaa cmucna, kaj noronemMumot
Aen of XeHuTe kou paboTaT co ckpaTeHo
paboTHO BpeMe HajBepojaTHO Toa e pe-
3ynTart Ha HUBHWMOT n3bop, buaejkn kako
CeKyHAapHU 0gpXKyBayn Ha CEME|CTBOTO,
TMe MOXaT fa cu gossonat ga paborar
nomarnky, OTKOMKY  curHan fgeka
MOXHOCTUTE 3a M3Haorawe Ha pabota
3a XeHuTe ce cnabu.

[enoT Ha paboTHMUMTE CO NpMBPEMEH
Aorosop 3a BpaboTyBawe Bo MakegoHu-
ja e penaTtuBHO BMCOK, 1 BO 2011 rognHa
nsHecysa 10,8% opg BKynHMOT 6poj Ha
BpaboTteHn nuua. lNpvBpemeHOTO Bpa-
BoTyBare Ce KOpUCTU NoBeKe 3a Maxu-
Te, WTo npertctasyBa 11,6% of BkynHaTa
BPabOTEHOCT Kaj HUB, OTKOIKY 3a KeHUTe.
MHory noBepojaTHO e mnaguTte pabor-
HWUW Oa paboTaTt Bp3 NpyBpeMeHa OCHo-
Ba, €0 22,1% opf BKynNHMOT 6poj Ha Bpa-
6oTyBameTo Ha mnagute. Okony 3/4 of
npuBpemeHoTo BpaboTyBawe BOo Make-
[AOHWja € NPVHYAHO, a rMaBHaTa NpuyrHa
3a paboTta CO BpeMEHWN OOroBopu € He-
MOXHOCTa [a ce Hajae nocrtojaHa pabo-
Ta. CooaBeTHMOT aen 3a EY-27 e 60,4%.

CrankaTta Ha ,paHnuBOTO BpaboTyBamEe®,
Koja ro npeTcraByBa y4eCTBOTO Ha camo-
BpaboTeHNTE Nuua U HennaTeHute ce-
MejHM paboTHULUM BO BKynHaTa BpaboTe-
HOCT, penaTtmMBHo e ctabunHa n Bo 2011
rogMHa wusHecyea 21,9%. CseTckaTa
6aHka (2007 roguHa) Haora geka camo-
BpaboTyBat-€TO BO 3emjaTa, rMaBHO, €
NpUKpneHo BpaboTyBake a He NpeTnpu-

Macedonia in 2011 was involuntary,
whereas that holds for 26.1% of the
part-time employment in the EU-27.
Involuntary part-time employment is
more widespread across males both
in Macedonia and the EU-27. In
this sense, higher share of females
working on part-time contracts is
probably a result of their choice
where as a second breadwinner in
a family they can afford to work less,
rather than indicating poor job op-
portunities for females.

The share of workers with temporary
employment contract in Macedonia
is relatively high, at 10.8% of the
total number of employed persons
in 2011. Temporary employment is
used more across males, represent-
ing 11.6% of their total employment,
than for females. Young workers are
much more likely to work on tem-
porary basis, 22.1% of total youth
employment. About % of temporary
employment in Macedonia is invol-
untary, the main reason for working
with temporary contract being in-
ability to find a permanent job. The
respective share in the EU-27 is
60.4%.

The incidence of “vulnerable em-
ployment”, that is the share of self-
employment and unpaid family work-
ers in total employment is relatively
stable, amounting to 21.9% in 2011.
World Bank (2007) finds that self-
employment in the country is mainly
disguised wage-employment rather
than entrepreneurship with high-pro-
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€MHMLUTBO CO BMCOKO NPOAYKTMBHA ak-
TuBHOCT. Cnopen Toa, Tve TBpAaT Aeka
3a BpeMe Ha Kpusu, oBune paboTHM mecTa
Ha HMCKO NpOAYKTUBHO camoBpaboTyBa-
e HajBepojaTHO Ke ce yHWULWTaT, Taka
LWITO MOXEe WCTOBPEMEHO Aa Ce Cry4u
Hamanyeawe Ha B[l npocnegeHo co
3roneMmyBame Ha npoayktnHocTa. Ce-
nak, nocrnegHuTe criydyBawa BO CTPYK-
Typata Ha BpaboTeHuTe nuua crnopen
€KOHOMCKW cTaTyC He ro nogapxysaat
Toa TBpAewe. Ce YMHM Oeka camoBpa-
0oTyBakeTO € MNpPUIMYHO CcTaburHo,
Nako KOHLEHTPMPAHO BO HUCKOMPOAYK-
TUBHW aKTUBHOCTW, U € COOYeHO co ba-
pvepu 3a pact (Ha npumep, npuctanot
[0 KpeauT).

FpadnkoH 5 - YyecTBO Ha
HedopmarnHaTa BO BKynHaTa
BpaboTeHOCT, BKynHO 1 no non, 2007-
2009 roguHa

ductivity activity. Hence, they argue
that, during downturns, these low-
productivity self-employment or dis-
guised wage employment jobs are
most likely to be destructed, so that
declining GDP and rising productivity
is observed simultaneously. Though,
recent developments in the structure
of employed workers by economic
status does not support that claim. It
seems that the self-employment is
rather stable, although concentrat-
ed in low-productivity activities, and
faced with barriers to growth (for in-
stance, access to credit).

Chart 5 - Share of Informal in Total
Employment, National and by Gen-
der, 2007-2009
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Source: Author’s presentation based on
data from State Statistical Office, 2010.
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Cnopeg nocnefgHuTe nogatouu gocran-
HW BO [lpxaBHWOT 3aBOA 3a CTaTUCTUKA
(2010), ronemunHaTta Ha HecbopmanHaTa
BpaboTreHocT Bo MakenoHuja Bo 2009
roguHa e 26,4% op BkynHaTta BpaboTe-
HOCT (nogaToumTe ce objaBeHN camo 3a
nepuogot oa 2007-2009 rogmHa) w onara
crnopenbeHo co 2008 rogmHa. Bepojat-
HocTa da paborat BO HedopmanHuoT
CeKTop e nomara 3a XXeHuTe, OAHOCHO
24% op BpaboteHuTe xeHn Bo 2009 ro-
avHa pabotene 6e3 gorosop 3a pabota
(MpadomkoH 5).

3. HeBpaboteHocT

BpojoT Ha HeBpaboTeHMTe BO 3emjaTa e
HamaneH 3a 1,8% BO nepuogoT nomery
2010 n 2011 roguHa, npeaun3BUKyBajKu
Man nag Ha ctankata Ha HeBpaboTeHOCT
on 32,2% Bo 2010 rogmHa Ha 31,6% Bo
2011 rogmHa. KOHTUHYyMpaHWUOT nag Ha
cTankata Ha HeBpabOoTeHOCT 3anupa BO
YeTBPTUOT KBapTas, Kora crankata Ha
HeBpaboTeHOCTa Marky ce 3rofieMyBa
BP3 roauLiHa ocHoBa. BriowyBakeTo Ha
cocTojbarta Ha NasapoT Ha TPYAOT BO Ye-
TBPTUOT KBapTan (onarakwe Ha cTankara
Ha aKTMBHOCT U Ha BpaboTeHOCT, 3aegHo
CO 3ronemyBaH-€TO Ha CTankaTa Ha He-
BpaboTeHOCT) MOXe Aa buae pesynrat
Ha peuecunjata og 2009 roguHa, co
ornej Ha Toa LITO nasapuTte Ha TpygoT
nmaaT TeHOeHUmja Ha 3a4o0uHeTo npu-
narogysawe. ExkoHomujata BO nocneg-
HWTE OBE rOAMHWU Kpeupa MHOry marsky
paboTHM MecTa Bo cropeaba co nepuo-
Aot og 2006-2008 roguHa (TpadukoH 2).

[logeka crtankata Ha akTMBHOCT M Ha
BPabOTEHOCT Ha XeHWUTEe € MHOTY MOHWC-
Ka og OHaa Ha MaxwuTe, cTankata Ha He-
BpabOTEHOCT, peyncu, e enHakso pa-
cnpegeneHa nomery nonosute ([padwm-
KOH 6). OBa, moxebu, e ogpas Ha pena-
TUBHO BMCOKaTa MOArOTBEHOCT Ha XXeHW-

According to the latest available data
by the State Statistical Office (2010),
the size of the informal employment
in Macedonia in 2009 was 26.4%
of total employment (data are pub-
lished only for period 2007-2009),
and declined between 2008 and
2009. Women are less likely to work
informally, i.e. 24% of employed fe-
males in 2009 were working without
a work contract (Chart 5).

3. Unemployment

The number of unemployed in the
country fell by 1.8% between 2010
and 2011, triggering a small decli-
ne in the unemployment rate from
32.2% in 2010 to 31.6% in 2011. The
continuous decline in unemployment
rate stopped in Q4, when unemploy-
ment rate somewhat increased on
annual basis. Worsening labour
market situation in Q4 (declining
participation and employment rate
along with increasing unemployment
rate) might be a result of the 2009
recession, as labour markets tend
to adjust with some time lag. The
economy in the last two years is cre-
ating very little jobs compared to the
period 2006-2008 (Chart 2).

While participation and employment
rates of women are much lower than
those of men, unemployment rates
are almost equally distributed be-
tween the genders (Chart 6). This
may reflect the relatively high will-
ingness of women to take up low-
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Te Oa npudartaT HUCKO nnateHn, b6es-
6egHn paboTHM MecTa of jaBHUOT Cek-
TOp, UM paboTHM mMecTa BO HoBodop-
MUpaHWUTe Manu npueatHu pupmu (Mu-
nich et al., 2004), 6ugejkn, cnopen Tpa-
avuuvjaTta, TMe ce T.H. CeKYHAAPHU HOCK-
TEenu Ha npuxod BO cemejcTBoTo. CTtan-
KaTa Ha HeBpabOTEHOCT Kaj Maxute e
He3HaunTenHo HamaneHa Bo 2011 ro-
avHa Bo cnopegba co 2010 roguHa, Ha
31,9%, nogeka crankata Ha HeBpaboTe-
HOCT Kaj »xeHuTe nagHa 3a 4,6% Bo cno-
penba co 2010 rogmHa, Ha 30,6%.

pacdhukoH 6 - CTanku Ha
HeBpaboTEeHOCT cnopea pasnnyHu
Kapaktepuctukm Bo 2011 roguHm

paid, secure public sector jobs, or
jobs in newly created small private
firms (Munich et al., 2004), since by
tradition, they are second-income
family earners. Male unemployment
rate in 2011 was slightly reduced to
31.9%, while female unemployment
rate fell by 4.6% compared to 2010,
to 30.6%.

Chart 6
- Unemployment Rates by Different
Characteristics, 2011
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Source: Author’s calculations based on data
from State Statistical Office and Eurostat.
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CrankaTta Ha HeBpabOTEHOCT Ha Mnaau-
Te paboTHuum Bo 2011 roguHa ce 3ro-
nemu 3a 3% (Ha 55,3%), pogeka oHaa
Ha NnpumapHaTa Bo3pacHa rpyna onagHa
Ha 29,6%, a OHaa Ha NOBO3pacHUTE
paboTHMUM ocTaHa cTabunHa. Bakeute
OBWXeHa 4oBeaoa [0 3rofiemMmyBake Ha
COOOHOCOT Ha cTankata Ha HeBpaboTe-
HOCT Kaj mnaguTe n Bo3pacHuTte Ha 1,9
Bo 2011 rogmHa, oA 1,8 Bo 2010 rogunHa.
3a nuuarta co 3aBpLUEHO OCHOBHO MWK
NMOHMCKO 0Opa3oBaHMe NOCTON Noronema
BepojaTHoCT Aa bupat HeBpaboTeHu, o
OHWe co cpefHo obpasoBaHue, 0cobeHo
BO crnopeada co OHME CO BUCOKO oOpa-
3oBaHue (MpadmkoH 6). Taka, cTtankata
Ha HeBpabOTEHOCT 3a Nnuuarta co 3aBp-
LLIEHO OCHOBHO WMNK MOHMCKO 0OpasoBa-
Hue e 21% Hag HauMoHAaNHNOT NPOCEK, a
OHaa Ha nuuarta co BUCOKO obpasoea-
Hne e 27% nopg npocekot. Cenak, BO
2011 roguMHa umalle ogpedeHo BROLUY-
Batb€ Ha CTankata Ha HeBpabOTEHOCT
Kaj nuuara co BUCOkO 0bpa3oBaHue, LUTO
€ MOBpP3aHO CO 3rofieMeHarta NnoHyga Ha
BakBMTE paboTHULUM BO YCIOBU HA yme-
peHa nobapysayka. Ha npumep, nomery
2000 n 2011 rogmHa, 6pojoT Ha aunno-
MUPaHW CTYAEHTU Ha YHMBEP3UTETUTE
(T.e. HOBM y4YeCHUUM Ha NasapoT Ha Tpy-
00T) ce 3sronemu Tpunatn, og 3.338 Ha
9.944,

The unemployment rate of young
workers in 2011 increased by 3% (to
55.3%), whereas that of prime-age
working population declined to 29.6%,
and that of older workers stayed sta-
ble. Such developments have led to
increase of the youth-to-adult unem-
ployment ratio to 1.9 in 2011 from 1.8
in 2010. Persons with completed pri-
mary education or less have higher
probability of being unemployed than
those with secondary education, es-
pecially compared to those with ter-
tiary attainment (Chart 6). Thus, the
unemployment rate for persons with
completed primary education or less
is 21% above the national average,
and that of individuals with tertiary
education is 27% below the aver-
age. However, there was a certain
worsening of the unemployment rate
among persons with tertiary educa-
tion in 2011, which is related to the
increased supply of such workers in
an environment of moderate demand.
For instance, between 2000 and 2011
the number of graduated students
from universities (i.e. labour market
entrants) tripled, from 3,338 to 9,944.
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MpadukoH 7 - Auctpmubyumja Ha
BpeMeTpaeweTo Ha HeBpaboTeHocTa
Bo 2011 roauHa (Bo % oA BKYNHUOT
6poj Ha HeBpaboTeHM)

Chart 7 — Distribution of duration
of unemployment in 2011 (in % of
total unemployed)
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Cnaboto oTBOpaHe Ha paboTHM MecTa U
CTaTUYHMOT Mna3ap Ha TpyaoT Bo Make-
AOHWja, pesynTmpa co AONro Tpaeke Ha
HeBpaboTeHocTa (a CO Toa M BMCOKA
gonropoyHa HepaboteHocT). Taka, BO
2011 roguHa, 82,6% opn HeBpaboTeHuTe
BO 3emjaTa Gapaa pabota noseke of 1
roguHa, a 56,3% 6Gapaa pabota noeeke
og 4 roguun (MpacdukoH 7). BeywwHocr,
nocregHaBa kateropuja Ha HeBpaboTe-
HM MMa NoBeKe KapaKTePUCTUKN Ha ,He-
aKTUBHO HaceneHue“, OTKOMKY BWUCTUH-
cku ,HeBpaboteHn nuua“. Cnopea Eypo-
cTat, oHune Kou GapaaT pabora Bo Make-
OOHMWja NoBeKe cakaart Aa Hajoat pabota
CO MONHO paboTHO Bpeme, nako oKony
60% on HuB 6K NpudpaTnne kakea omno

Source: Author’s calculations based on data
from Eurostat.

The low job creation and static la-
bour market in Macedonia results
in a long duration of unemployment
spell (and consequently high long-
term unemployment). In particular,
82.6% of unemployed in the country
in 2011 searched for a job for more
than 1 year, and 56.3% searched for
a job for more than 4 years (Chart
7). Though this latter category of
workers are more likely to be “inac-
tive” than truly “unemployed”. Ac-
cording to the Eurostat, jobseekers
in Macedonia prefer to find full-time
employment, though about 60% of
them would accept any available job
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noHyaa 3a pabota, Co cKpaTeHo Unu co
nonHo pabotHo Bpeme. Camo 0,8% opf
cute HeBpaboteHn Bo 2011 rogmnHa 6u
cakane fga 3anoyHaT concTBeH GusHuc
(bapaat camoBpaboTyBame). CTpyKTy-
paTa Ha HeBpaboTeHoCcTa cnopes B1aoT
Ha bapaHoTo BpaboTyBak€e € NpuKaxaHa
BO [padomnkoHoT 8.

MpacdukoH 8 - Bua Ha pabora Koja ja
6apaaTt HeBpaboTeHuUTe
Bo 2011 roguHa

offer, part- or full-time. Only 0.8% of
all unemployed in 2011 would like
to start an own business (search for
self-employment). The structure of
unemployment by type of employ-
ment sought is shown in Chart 8.

Chart 8 — Type of Job that Unem-
ployed Search For, 2011
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Hajronemnot gen og oHve kou Gapaat
pabota Bo MakegoHwuja ro KopucTtaT KOH-
TaKTOT CO (pernctpaumja Bo) AreHumjata
3a BpabotyBawe (ABPM), kako metog
Ha B6apane Ha paboTa, nako moxe fa ce
3abenexun ogpedeH TpeHa Ha Hamany-
Bake Ha KOPUCTEHE HA OBOj KaHamn of
2008 roguHa HaBamy. Bo 2011 rogmHa
oBa e cny4aj co 78,2% o nvuarta kou
Gapaat pabota, WTO € cnopeanveo Co

Source: Author’s calculations based on data
from Eurostat.

Jobseekers in Macedonia are most
likely to use contact with (registration
in) the Employment Service Agency
(ESA) as a method of searching for
a job, although we see some down-
ward trend in the use of this chan-
nel from 2008 onwards. In 2011 this
is the case for 78.2% of jobseek-
ers, which is comparable to the EU
countries with the highest share
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3emjute oa EY co Hajronemo y4ecTBo Ha
nvua kon 6apaar pabota kou ce peruc-
TpupaaT BO jaBHUTE areHumu 3a Bpabo-
TyBawe (NutBaHuja - 87,7%, Yewka -
86,8%, XpBaTtcka — 84,6% u 'epmaHuja
-82,3%). MNpocekoT Ha EY-27 e okony
56% Bo 2011 roguHa. MegujaHaTta Ha
6pojoT Ha MeTOaM KOPUCTEHN 3a Bapare
Ha paboTta Bo MakefoHwja e 4. lonemarta
ynotpeba Ha jaBHaTa AreHuuja 3a Bpa-
6oTyBarbe BO MakedoHuja e nosp3aHa,
BEpojaTHO, CO fomnrata Tpaguuumja BO
Koja pernctpupaHuTe HeBpaboOTEHU ce
KBanudukyBaar 3a OecnnaTtHo 3apas-
CTBEHO ocurypyBawe, Ho Moxe fa buge
nokasarten u 3a penaTtmMBHO HUCKUOT WH-
TEH3UTET Ha Gapare Ha paboTa Ha He-
BpaboteHute (ako ABPM ce cmeta kako
KaHan co Hucka ecukacHocT 3a bapame
Ha paborta). Cuctemot Ha 06e3beayBar-e
Ha 34paBCTBEHO OCUTYpYyBaH-€ € U3MEHeT
on centemspu 2011 roguHa, Taka LWTO
®oHOOT 3a 34paBCTBEHO OCUrypyBahe
06e3benyBa 6GecnnaTtHO 34paBCTBEHO
ocurypyBare 3a cute rparaHn co HUCKU
npuxoam (nNog ogpeaeHo HMBO) mnn 6e3
HuKakBu npuxoan. MeryTtoa, npomeHaTa
Ha CUCTEeMOT focera He JoBede 40 o4ve-
KyBaHMOT edeKkT Ha HamanyBawe Ha
J12KHOTO* pernctpuparwe Bo ABPM Ha
HEaKTMBHOTO HaceneHue unu Ha Hedop-
ManHute paboTHULM.

Mogatounte og ABPM nokaxkyBaaT KOH-
TUHYWpaH TPeHA Ha onarakwe Ha peruc-
TpupaHnot 6poj Ha HeBpaboTeHu. Bo
anpun 2012 roguHa, 6pojoT Ha peruc-
TpupaHu HeBpaboTeHM nuua MW3Hecy-
Balle 272.392, lUTO NpeTcTaByBa nNag oA
14,7% Ha peructpupaHata HeBpaboTe-
HOCT BO ofHoc Ha anpwun 2011 roguHa.
Op apyra cTpaHa, NocTon Man TpeHAa Ha
onarawe Ha O6pOojoT Ha 3aCHOBaHWN HOBM
paboTHu ogHock (Buam NpadpmkoH 9).

of jobseekers that register with the
public employment agency (Lithu-
ania-87.7%, Czech Republic-86.8%,
Croatia-84.6% and Germany-82.3%).
The EU-27 average is about 56% in
2011. The median number of search
methods used in Macedonia is 4.
The high use of the ESA in Mace-
donia is probably related to the long
tradition in which registered unem-
ployed were eligible for free-health
insurance, though it might also be an
indication of a relatively low search
intensity of unemployed (if the ESA
is considered as a low effective
search channel). The system of pro-
vision of health insurance has been
changed from September 2011, with
the Health Insurance Fund provid-
ing free health insurance for all citi-
zens with low income (under certain
threshold) or no income. However,
the system change has so far not
brought the intended effect of reduc-
tion of “false” registration in the ESA
of inactive population or informal
workers.

Data from the ESA show a continu-
ous downward trend of the regis-
tered number of unemployed. In
April 2012, the number of registered
unemployed was 272,392 persons,
which is 14.7% decline in registered
unemployment compared to April
2011. On the other hand, there is a
slightly declining trend in the new
registered work contracts (see Chart
9).
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pachukoH 9 - Bpoj Ha peructpupaHu
HeBpabOTeHN U 3aCHOBaHU HOBU
paboTHu ogHocu, |. 2005 - IV. 2012

Chart 9 — Number of Registered
Unemployed and New Work Con-
tracts, 1.2005-1V.2012
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Trendline (new contracts)

U3zeop: MNpecmemku Ha asmopume ep3
ocHoga Ha nodamouu o0 AzeHyujama 3a
epabomyeare, WWW.avrm.gov.mk.

4. [anv BeWTUHUTE U pabOTHUTE
MecTa Ha MakeJOHCKMOT na3ap
Ha TPy[oT ce coBnaraar?

BucoknoT nopact Ha ctankuTe Ha 3anu-
lWyBake M 3aBpllyBate BO BUCOKOTO
obpasoBaHve Moxe da posede A0 doe-
HOMEH Ha Hagobpa3oBaHOCT [OKOSKY
Tne paboTHMUM noToa ce BpaboTata Ha
paboTHM MecTa kon GapaaT NOHWUCKW HK-
BOa Ha BewTuHU. Bo oBoj oen ce TBpam
[eKa 3ronemMyBarEeTO Ha cTankata Ha
HeBpaboTeHOCT Ha paboTHMUMTE COo 3a-
BPLUEHO BUCOKO 0bpasoBaHue 6u Moxe-
NO Aa yKaxe Ha Toa [eka eKkoHoMujaTa

HoBwu goroeopu (oecHa ckana)
New contracts (rhs)

Source: Author’s calculations based on data
from Employment Service Agency, www.avrm.

gov.mk.

4. Are matches between the
skills and jobs in Macedoni-
an labour market efficient?

The high increase in the enrolments
and graduation from tertiary educa-
tion might lead to an overeducation
phenomenon if those workers are af-
terwards attached to jobs which re-
quire lower skill levels. In this section
we argued that the rising unemploy-
ment rate of workers with completed
tertiary education might suggest that
the economy is not able to create
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He € BO MOXHOCT Aa co3gaBa paboTHM
MecTa 3a BWCOKOKBaNuMguKyBaHa W BU-
cokonpoaykTueHa pabotHa cuna. OTTy-
ka, 6u oyekyBane geka HagobpasoBaHo-
CTa e NpucyTHa BO 3emjaTa u ce 3rone-
MyBa BO nocnegHute roamHn. Og gpyra
cTpaHa, 6u oyekyBane geka nogobpa-
30BaHOCTA M COBMNarakeTo Ha BELUTUHNUTE
ce BO onarawe. Lunpoko pacnpoctpaHe-
TaTa nojaBa Ha HagobpasoBaHoCTa NpeT-
cTaByBa 3aryba 3a OnwTecTBOTO — U3ry-
6eH pacT 1 NPOAYKTUBHOCT U 3a NOELUH-
LUMTE — MOHWUCKM CTanku Ha MPUHOC Ha
obpasoBaHmeTo BO crnopenba co HUBHU-
Te Korneru co crnm4yHo obpasosaHue (Bur-
dia and Moro-Egido, 2009).

Bo npogomxeHue ro ncnutysame crene-
HOT Ha (He)coBnarawe Ha BELITUHMTE,
Taka LTO v cnopegyBame nogarouuTe
on APC 3a BpaboTteHuTe knacuduumpa-
H¥ cnopen obpasoBaHue 1 cnopep 3aHu-
mamne. [log npetnoctaBka geka rpynure
on 1 no 3 og MCK3* knacudukauujata
(MefyHapogHa cTaHgapgHa knacuduka-
uMja Ha 3aHMMara) ce paboTHU MecTa
3a KOu ce NoTpebHM BUCOKMU BELUTUHW,
rpynuTe og 4 o 8 ce paboTHM MecTa 3a
Kon ce noTpebHu cpegHV BELUTUHU U
rpynata 9 e rpyna 3a paboTHu mecTa co
HUCKM BewTunHW®, nma 3 x 3 martpuua,
KaJe LUTO CeKoj enemeHT (kenuvja) Ha ma-
TpuuaTta npetctaByBa y4eCTBO BO BKyn-
HaTa BpabOTEeHOCT.

4 ISCO (International Standard Classification of
Occupations)

5 I'pynata O — BoopyxeHuTe cunu, He e BKIy4YeHa BO
npecmeTkuTe.

high-skill and high-productivity jobs.
Hence we would expect that the
overeducation is present in the coun-
try and increasing in the last years.
On the contrary, we expect that un-
dereducation and skills match are
declining. The widespread overedu-
cation phenomenon presents a loss
for the society - foregone growth and
productivity and individuals - lower
returns to education compared to
their educational peers (Burdia and
Moro-Egido, 2009).

We test that the extent of the skills
(mis)match matching the LFS data
for the employment classified by ed-
ucation and by occupation. Assum-
ing that groups 1 to 3 of the ISCO
(International Standard Classifica-
tion of Occupations) classification
are high skill jobs, groups 4 to 8 are
medium skill jobs and the group 9 is
a low skill job, we have a 3 x 3 ma-
trix, where each element (cell) of the
matrix represents a share in the total
employment.

4 ISCO (International Standard Classification of
Occupations)

5 The group 0 — Armed forces, is not included in the
calculations.
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Ta6ena 3 — HecoBnaramwe Ha
BewWwTMHUTe (0OOpa3oBaHMe HacnpoTu
3aHumame) Bo 2010 roguHa BO

Table 3 — Skills mismatch (educa-
tion vs. occupation) in 2010 in
Macedonia (in % of total employ-

Makenonuja (Bo % of BKynHata ment)
BpaboTeHoCT)
3aHumamse / OCHOBHO UK MNOHUCKO CpegHo Bucoko
O6pa3soBaHue MCKO, HuBoa op 0 oo 2 MCKO, HuBoa 3 1n4 MCKO, HuBoa 51 6
Occupation / Primary or less Secondary Tertiary
Education ISCED, levels 0 to 2 ISCED, levels 3 and 4 ISCED, levels 5 and 6
MCK3, 1 a0 3 05 9.7 167
1SCO. 1103 (BmcpKa nopo6pasoBaHoCT) (nopo6paszoBaHOCT) (conafarbe Ha BeLITUHuTE)
’ (highly undereducated) (undereducated) (skills match)
MCK3, 4 0 8 . 340 N
ISCO 4 10 8 (nopobpasoBaHOCT) (coBnaratbe Ha BELITUHUTE) (obpasoBaHoCT)
’ (undereducated) (skills match) (overeducated)
MCKS, 9 15,7 (coBnarate Ha 9,7 0,6
1SCO. 9 BeLIJTVIHVITe) (Ha,q06p33OBaHOCT) (BMCOka Hafo6pa3oBaHOCT)
' (overeducated) (highly overeducated)

U3zeop: Mpecmemku Ha asmopume 8p3
OCHoea Ha nodamouyume 00 Eypocmam.

BucuHata Ha HagobpasoBaHocTa ja Me-
pume Kako 36up Ha Oenot o paboTHK-
uuTe co BMCOKO 0OpasoBaHuWe Bpabo-
TeHW BO kaTeropuute 4-9 of knacudwum-
Kauujata Ha 3aHuMama u paboTHuumTe
COo cpeaHo obpasoBaHue kou pabotat BO
kateropuwjata 9 (upBeHuTe kenun).® Kako
LITO e npukaxkaHo Bo Tabena 3, og Bpa-
6oTeHnTe co Bucoko obpasosaHue 4,2%
paboTaT Ha 3aHMMaka Kou Gapaart no-
HWUCKM 3Haewa u BelwTnHm (MCK3 4-8), a
0,6% ce BpaboTeHn BO HajHMUCKaTa KaTe-
ropuja Ha 3aHMMara. [okpaj Toa, okony
9,7% opn paboTHUuMTe Kou paboTtaT BO
HajHMCKaTa KaTteropuja Ha 3aHWMana
(MCK3 9) koja 6apa OCHOBHO wunu
NOHMNCKO 06pa3oBaHme, MMaar 3aBpLUEHO
cpegHo obpasoBaHve. HapobpasoBaHo-
cta npetctaByBa 14,5% op BKynHaTa
BpaboteHocT. Bo cnopenba co 2006 ro-

8 HepgocTtaTtokoT Ha oBaa aHanu3a e Toa LWTo
ncTata rm ondaka camo dopmanHo gobueHute
BELUTUHW. Taka, MOXHO e paboTHUUMTE aa ce
3006une co oapeaeHn BELUTUHU BO HEhOPMarHOTO
obpasoBaHue unu co obyka.

Source: Author’s calculations based on data
from Eurostat.

We measure the size of the over-
education by the share of workers
with tertiary education employed
in occupational categories 4 to 9,
and workers with upper secondary
education working in occupation 9
(red cells). As Table 3 shows, 4.2%
of workers with tertiary education
work in occupations which require
lower skills and knowledge (ISCO
4-8), and 0.6% are employed in the
lowest occupational category. Mo-
reover, about 9.7% of workers that
work on lowest occupational ca-
tegory (ISCO 9) which requires pri-
mary education or less, have com-
pleted secondary education. The
overeducation represents 14.5% of

8 This analysis has a drawback because it accounts
only for the formally gained skills, whereas workers
might have acquired some skills in the non-formal
education or training.
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avHa 6enexu nopact o 29%, aopeka,
nak, HagobpasoBaHocTa Mery paboTHu-
uuMTe co BMCOKO obpasoBaHue (Kou pa-
6otar Ha paboTHn mecta og MCKS 4-9)
e 3ronieMeHo 3a, peuncu, 49% (Mojsoska
and Ristovska, 2012). Hago6pasoBaHo-
CTa e NModedHaKBO pacrnpeaeneHa mery
nonosute. [poueHToT Ha HagobpasoBa-
HOCT BO MakefoHuWja € NOBMCOK BO CMO-
penba co Hajronem 6poj og 3emjute-
yneHkn Ha EY. Taka, co npumeHa Ha
ucrata npecmetka goarame 4O cTanka
Ha HagobpasosaHocT of 13,4% Bo byra-
pwja, 11,7% Bo 'epmanuja, 7,9% Bo [aH-
cka, 6,2% Bo CnoseHuja. Og TabenarTa,
MCTO Taka, MOXe Aa ro ucnutame geHo-
MEHOT Ha nogobpa3oBaHOCT, OAHOCHO
NMPOLEHTOT Ha PabOTHULM CO MOHMUCKK
BELUTMHN KON paboTtaT Ha paboTHO MecTo
Koe Oapa noBucokuM BelTuHu. Crnopen
OBME nogatoun (3eneHuTe  Kenuu),
19,8% op pabotHuTe MecTta Bo Makego-
HMja ce MOMOSTHETM CO pPaboTHULM KOW
nmaaT NMoHMCKWN BELTUHU of bapanata
Ha paboTHOTO MmecTo. [lpOoLEeHTOT Ha
nogobpasoBaHOCT € HamaneH 3a 17% Bo
crnopenba co 2006 roguHa. Bo Cnosa-
yka, CTeneHoT Ha nogobpaszoBaHOCT BO
2009 rognHa n3HecyBa 22,5%. Ha 66,4%
of cuTe paboTHM MecTa BO MakedoHCcKa-
Ta eKoHoMMUja, paboTHULMTE U BELUTUHU-
Te ce coBnaraar, LWTO 3Ha4u aeka pabot-
HWTE MecTa ro KopucTaT LEenoKynHUOT
noteHumjan Ha paboTtHuuyute. OBaa
cTanka Genexu mano sronemyBane, 04
64,5% Bo 2006 roguHa.

5. LUTo ja ogpenyBa ctankata Ha
BpaboTeHOCTa BO €BPONCKUTE
3emju?

OBOj Aen rv uctpaxysa rnaBHuTe getep-
MWHAHTX Ha cTankata Ha BpaboTeHOCT
mery esponckute 3emju (EY n 3emjute

total employment. It increased by
29% compared to 2006, whereas
the overeducation among workers
with tertiary education (performing
jobs from ISCO 4-9) increased by
almost 49% (Mojsoska and Ristovski,
2012). The overeducation is equally
distributed among the genders. The
overeducation in Macedonia is higher
than that in most of the EU member
states. For instance applying the
same calculation we come up with an
overeducation of 13.4% in Bulgaria,
11.7% in Germany, 7.9% in Denmark,
6.2% in Slovenia). The Table also
allows us to calculate undereducation
phenomenon, that are workers with
lower skills performing a job that
requires higher skills. According to
this data (green cells), 19.8% of jobs in
Macedonia are performed by workers
that posses lower skills than the job
requirements. The undereducation
declined by 17% compared to 2006. In
Slovakia the extent of undereducation
in 2009 was 22.5%. At 66.4% of all
jobs in the Macedonian economy, wor-
kers and skills and matched efficiently
meaning that jobs make use of the
full workers’ potential. This share has
increased slightly, from 64.5% in 2006.

5. What determines the em-
ployment rates across the
European countries?

This section investigates the main de-
terminants of the employment rates
among the European countries (EU
and Western Balkan countries). This
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og 3anageH bankaH). OBa npawane e
BaXXHO 32 MakegoHuja 1 Wwmpym 3emjute
og 3anageH bankan, 6ugejkm nmaat no-
HMCKa cTanka Ha BpabOTEHOCT, ITO UM-
naMuMpa HEUCKOPWUCTEH KanauuTeT Ha
TPYAOoT, M3rybeHo NpovM3BOaCTBO U MOHU-
30K pacT.

Kako wTto e npukaxaHo Bo padukoH 3,
COOAHOCOT Mery BpaboTeHocTa M Hace-
neHveto B0 MakefioHWja 1 BO cute 3emju
oa 3anageH bankaH e HajHM30k Bo EBpo-
na (co uckny4ok Ha Ntanuja n Yrrapuja).
Mokpaj Toa, camo MakefoHuja n bocHa
1 XepueroBrMHa umaar cranka Ha spabo-
TeHocT noHucka of 40%.

AHanusarta ja BpwMMe npeky npoueHka
Ha cnegHNoT eKOHOMETPUCKKU Moaen:

Empl.rate, = B, + [,logGDP, +
B,LMefficiency,+§,LTU, + B education,
+u, (1)kapeicTton3a 3emja, anpo-
MEHNMBUTE ce AeUHUPAHN KaKo:

Empl.rate e coogHocot mery Bpabo-
TEHOCT 1 Hacenexue (Bo%), Hacene-
HWe Ha Bo3pacT Hapg 15 roguHu,

logGDP, e noraputam Ha BAIM no
rmasa Ha XuTen Bo gonapw,

LMefficency e edpmkacHocTa Ha nasa-
pOT Ha TPy4oT, MepeHa Ha ckana of 1
0o 7 (HajedpmkacHa),

LTU, e y4yecTBOTO Ha gonropodvHaTa
BO BKynHaTa HeBpaboTEHOCT,

education, e kBanuTeToT Ha o6paso-
BaHMETO, MepeH Ha ckana og 1 go 7
(HajBMCOK KBanuTeT).

KoKy e noB1MCOK EKOHOMCKMOT pa3Boj Ha
egHa 3emja (T.e. KOMKy LITO € Noronemo
NpOU3BOACTBOTO), TONKY NOBEKe nuua ce
BpaboTeHn. MIHTyuumjaTa 3ag BKNy4dyBa-
HETO Ha JONropoyHaTa HeBpaboTeHOCT
(LTU) e peka Konky e moronemo yyec-

issue is important for Macedonia and
across the Western Balkan countries,
as these countries suffer low employ-
ment rates, implying spare labour ca-
pacity, lost production and growth.

As Chart 3 shows, employment-to-
population ratio in Macedonia and all
Western Balkan countries are low-
est in Europe (with exception of Italy
and Hungary). Moreover, only Mace-
donia and Bosnia and Herzegovina
experience employment rates lower
than 40%.

We pursue the analysis through an
estimation of an econometric model
of the following form:

Empl.rate, = B,
+ B,LMefficiency,
B.education, + u,

+ B,logGDP,
+ BLTU +
(1)

where i stands for a country and
variables are defined as:

Empl.rate is the employment to
population ratio (in %), population
aged 15+,

logGDP, is logged GDP per capita
in USS,

LMefficency, is the efficiency of
the labour market, measured on
a scale of 1 to 7 (most efficient),

LTU, is the share of long-term in
total unemployment,

education, is the quality of educa-
tion, measured on a scale of 1 to
7 (highest quality).

The higher the economic develop-
ment of a country (i.e. the higher the
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TBOTO Ha [ONrOPOYMHO HeBpaboTeHuTe,
TONKy € nomarsnky edukacHa noHygarta
Ha paboTtHa cuna (Machin and Manning,
1999; Nickell et al., 2005). Nickell et al.
(2005) ja pedmHupaat ecbekTMBHaTa No-
Hyda Ha paboTHa curna Kako 6poj Ha ny-
fe Kou ce ,BpaboTnmBK“ BO eKoHOMUMjaTa
Kou ce edukacHM BO HamanyBawe Ha
nHdnaumckute nputucoun. Bo coctojba
Ha HeedeKkTMBHa NOoHyda Ha paboTHa
cuna, MoHeTapHUTe 1 UCKanHuTe Bra-
CTU Ce OrpaHnyeHn BO 3rofieMyBaHETO
Ha nobapyBaykaTta (M co3gaBaHeTO Ha
pabotHn mMecTa), Oumpaejkm BepojaTeH
ebekT o ekcnaH3nBHaTa nonuTuka 6u
6un nosucoka wuHdpnaumja. OTTyKa,
rmaBHaTa geTepMmHaHTa Ha 6pojoT Ha
paboTHM MecTa (T.e. BpaboTyBawa) BO
eflHa ekoHOMUja e edpeKTMBHaTa NoHyaa
Ha paboTHa cuna (Mojsoska, 2006). No-
ronemara eeKTMBHOCT Ha NOHyaaTa Ha
paboTHa cuna mMoxe ga CTuMmynupa co-
30aBake Ha paboTHM mecTta (Boone and
Van Ours, 2004). Cnu4yHo Ha Toa, KBanu-
TETOT Ha obpa3oBaHMETO (Kako LITO €
oueHeT of paboTogaBavMTe) € MpPOKCU-
Maumja 3a YOBEYKMOT KanuTan BO 3eMja-
Ta. lNoronemmot 4oBeykn kanutan 6u
3Hayen noroniema NpPoAyKTUBHOCT Ha pa-
GOTHMLUMTE M NOTEHUMjanHO noronema
BpaboTeHOCT. PyHKUMOHaANEH 1 eduka-
CeH nasap Ha TPyAoT, NpeKky Hamanysa-
H€e Ha TpPaHCaKUMCKMTE TpoLlouM U no-
pobpata anokauuja Ha TpyaoT, UCTO Ta-
Ka, NnpuaoHecyBa 3a noronema spabote-
HOCT CO MO3UTUBHO BrMjaHWE Kako BP3
nobapyBaykata Ha paboTHaTta cuna, Ta-
Ka v Bp3 NoHyaara Ha paboTHara cuna.

MpumepokoT BKy4yyBa 32 €BpPONCKU 3e-
Mju, OLHOCHO MOBEKETO 0f 3emjute-
uneHkn Ha EY n 3emjute op 3anageH
BankaH (Anbanuja, bocHa n Xepuerosu-
Ha, XpBaTcka, MakeaoHuja, LipHa lopa n

production) the more people are em-
ployed. The intuition behind incorpo-
ration of long-term unemployment
(LTU) is that the higher the share of
LTU among unemployed, the less ef-
fective the supply of labour is (Machin
and Manning, 1999; Nickell et al.,
2005). Nickell et al. (2005) define the
search effective stock of unemployed
as the number of “employable” people
in the economy which are effective
in reducing inflationary pressures. In
an environment of ineffective labour
supply, monetary and fiscal authori-
ties are constrained in boosting the
demand (and job creation), since the
likely effect of the expansion would
be higher inflation. Hence, the main
determinant of the number of jobs
(i.e. employment) in an economy is
the search effective stock of unem-
ployed investigated (Mojsoska, 2006).
Greater effectiveness of labour supply
may therefore stimulate job creation
(Boone and Van Ours, 2004). Simi-
larly, the quality of education (as per-
ceived by the employers) is a proxy for
the human capital in a country. Higher
human capital would imply higher
productivity of workers and potentially
higher employment. Well-functioning
and efficient labour market also con-
tributes to higher employment by pos-
itively affecting both labour demand
and labour supply, through reduction
of transaction costs and better alloca-
tion of labour.

The sample includes 32 European
countries, i.e. most of the EU Mem-
ber States and the Western Balkan
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Cpbuja), kako n Typumja, kKako 3emja-
KaHguaat 3a 4neHctso Bo EY. lNopato-
uuTe 3a cTankarta Ha BpaboTeHocT (no-
nynauuja Ha Bo3pacT Hag 15 roguHu) ce
3emeHu og 6a3ata Ha nogartoun Ha Me-
fyHapogHaTa opraHusauumja Ha TpydoT
(MOT) HapeueHa: KnyyHu uHOmkatopu
Ha nasapot Ha TpygoT (http:/kilm.ilo.org/
KILMnet/), oceeH nogaTtouuTte 3a Cpbuja
n LipHa l'opa kou ce 3emMeHn o HUBHUTE
cnyx6u 3a cratuctuka. lNogaroumTe 3a
B4 no rnaea Ha xuTen (Bo amepuKaHCKu
Aornapu), Kako u 3a ecpmkacHocTta 1 kBa-
NMTETOT Ha 06pa3oBaHNETO Ha nasapoT
Ha TpygoT ce 3eMeHu of nogaTouuTe Ha
N3BewwTajoT 3a CBETCKA KOHKYPEHTHOCT
(World Competitiveness Report). Edu-
KacHOCTa Ha nasapoT Ha Tpy4oT ce npe-
CMETyBa Kako KOMMO3UTEH WHAOEKC Of
cTpaHa Ha CBETCKMOT EKOHOMCKM ¢ho-
PyM, CO KOpUCTEHE Ha nogaTouu cobpa-
HW Npeky M3BpluHaTa aHKeTa 3a Muche-
e Ha CBETCKMOT ekoHOMCKM dhopym.’
WNcTpaxyBateTo BO MpOCeK € AUCTpU-
ByvpaHo go 98 ncnutaHuum (KomnaHum)
no 3emja. lNogatoumTe 3a gonropoyHarta
HeBpaboTeHOCT ce 3emeHu of H6a3ara Ha
nogartoun Ha EypoctaT n og HaumoHan-
HUTEe cnyx0Oun 3a ctatucTuka (3a AnbaHu-
ja, bocHa n XepuerosuHa, LipHa lNopa n
Cpbuja).

Pesyntatute on ectumauujata npeky
MeTOAOT Ha 0BMYHM Hajmanu kBagpaTn®
Ha paBeHkaTta (1) ce npe3eHTMpaHu BO

7 Ce paboTy 3a KOMMO3WUTEH NOKasaTer Koj Ce COCTOM
o4 crnegHuTe MnokasaTtenu: copaboTka BO OfgHOCcUTe
paboTHMLM - paboTogasad, hnekcnbunHocT BO yTBp-
[OyBatbeTO Ha nnartara, nnata u NpodyKTUBHOCT, WH-
[EKC Ha puUrMaHoCT Ha BpaboTyBakbe, MPaKTUKM Ha
aHraxkupatrbe 1 oTnyLlTawe paboTHMLM, OTNPEMHUHA,
[0BEPMBOCT BO NPOECUOHANTHUOT MEHALIMEHT, Of-
NMB Ha MO30LM 1 XeHuTe BO paboTHaTa cuna.

8 Belue NpUMeHeT oLieHyBaY Ha KoBapujaHca KOH3MUC-
TEHTEH 3@ XEeTepoCcKeAaCTUYHOCT U aBTokopenauuja
3a da v npunarogu nogatouuTe 3a aBTokopenauuja
n/vnun xeTepockeaacTUYHOCT.

Countries (Albania, Bosnia and Her-
zegovina, Croatia, Macedonia, Mon-
tenegro, and Serbia), as well as Tur-
key as EU candidate country. Data on
employment rates (population aged
15+) were collected from the Inter-
national Labour Organization (ILO)
dabase called Key Indicators of the
Labour Market (http:/kilm.ilo.org/
KILMnet/), except data for Serbia and
Montenegro for which data were tak-
en from their statistical offices. Data
on GDP per capita (in US$), as well
as labour market efficiency and edu-
cational quality were collected from
the data from the World Competitive-
ness Report. Labour market efficiency
is calculated as a composite index by
the World Economic Forum (WEF)’
for which data are mainly collected
through the Executive Opinion Survey
of the WEF. The survey is on average
distributed to 98 respondents (compa-
nies) per country. Data on LTU were
taken from the Eurostat database and
from national statistical offices (for Al-
bania, Bosnia and Herzegovina, Mon-
tenegro and Serbia).

Results from the OLS estimation

of the equation®(1) are presented
in Table 4, equation 1. The model

7 It is a composite indicator that consists of several
indicators: cooperation in labour-employer relations,
flexibility of wage determination, pay and productiv-
ity, rigidity of employment index, hiring and firing
practices, redundancy costs, reliance on professional
management, brain drain and women in labour force.

8 Heteroskedasticity and autocorrelation consistent
(HAC) covariance estimator has been applied to ad-
just the data for autocorrelation and/or heteroscedas-
tisity.

40



Hukmua M. Bnaxesckn, Heyatn Kyptuwm

Nikca M. Blazevski, Nedzati Kurtisi

TabGena 4, paseHka 1. MogenoT nma pe-
naTuMBHO BUCOKa objacHyBayka MOK Me-
peHo cnopesn KoeduuMeHToT Ha aeTep-
MUWHaumja Koj m3HecyBa 0,64 (npuna-
rogeH koeduUMEHT Ha AeTepMmuHauuja
og 0,59). OueHeTnTe napameTpu ce 3a-
€OHWYKO 3HayajHK, CO Toa LUTO KOHCTaH-
Tata U NPOMEHNMBaTa 3a MEepPeHeTo Ha
KBanuTeToT Ha 0b6pa3oBaHNETO ce UHAW-
BMAYaNHO CTaTUCTUYKM He3Ha4yajHKu. OT-
TyKa, O4nly4YMBME [a ja MCKIyuyume of
perpecujata NpoOMeEHNMBaTa 3a kBanure-
TOT Ha obpa3oBaHWeTo, WTO OOBeayBa
[0 3ronemyBak€e Ha NpunarogeHnoT Ko-
eUUNEHT Ha AeTepMmnHaLmja, Kako U Ha
3aegHuYKata M WHAMBMAOyanHata CcTa-
TUCTMYKA Ha CTaTUCTUYKa 3HAYajHOCT Ha
apyrute perpecopu (Buau Tabena 4, pa-
BeHKa 2). [NapameTtapoT 3a edomkacHocTa
Ha koe(ULUMEHTOT Ha Na3apoT Ha TPyAoT
1 napameTapoT Ha B[l no rnasa Ha Xxu-
TEen ce BMCOKO 3Ha4ajHM Ha HMBO Ha 3Ha-
yajHocT og 0,1% un 1%, cooaBeTHo. [a-
pamMeTapoT 3a JonropoyHata Hespabo-
TEHOCT € 3Ha4aeH CaMO Ha HMBO Ha 3Ha-
yajHoct o 10%. Cute napameTpu
nMaaT oYeKyBaHWTe 3Hauu. TonkyBare-
TO Ha NapameTpuTe € Kako LTOo crneaysa.

- 3ronemyBaneTo Ha B[ no rnaea
Ha »xuten og 1% 6w ja aronemuno
cTankata Ha BpaboTteHocT of 2,4
n.n.;

- 3ronemyBaneTo Ha edmKacHocTa
Ha nas3apoT Ha TpyaoT 3a 1 eguHu-
ua 6u ja sronemuno crankata Ha
BpaboTeHocT 3a 7,8 n.n. Toa 3Haun
Aeka ako MakefoHuja ycnee aa ja
3ronemu ecpmkacHocta Ha nasapot
Ha TpyaoT of cerawHute 4,3 Ha 4,9
(kako oHaa BO EcTOHWMja), cTankata
Ha BpaboTeHoCT 6u ce 3ronemuna
3a4,8 n.n.

- HamanyeareTo Ha y4ecTBOTO Ha
[onropoyHaTta HeBpaboTeHOCT BO

has relatively high explanatory
power as measured by R-squared
of 0.64 (adjusted R-squared of
0.59). The coefficients are jointly
significant, whereas the constant
and the variable measuring
the quality of education are in-
dependently insignificant. Hen-
ce, we decide to exclude the
quality of education variable,
which increased the adjusted
R-squared, as well as the joint
and individual significance of the
other regressors (see Table 4,
equation 2). The efficiency of the
labour market coefficient and the
GDP per capital coefficient are
highly significant at 0.1% and 1%
level of significance, respectively.
The LTU coefficient is significant
at 10% significance level only. All
coefficients have the expected
signs. The interpretation of the
coefficients is the following:

- Increasing the GDP per capita
by 1% would increase employ-
ment rate by 2.4 p,p;

- Increasing the labour market
efficiency by 1 unit would in-
crease employment rate by 7.8
p.p. This implies that if Mace-
donia manages to increase the
labour market efficiency from
the current 4.3 to 4.9 (as that
in Estonia), the employment
rate would increase by 4.8 p.p.

- Reducing the share of LTU in
total unemployment by 1 p.p
would increase employment
rate by 0.1 p.p. practically, if
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BKynHaTa HeBpaboTeHocT og 1 n.n.
6u ja 3ronemmnno crtankata Ha Bpa-
boteHoct 3a 0,1 n.n. lMpakTu4Ho,
aKoO Yy4yeCTBOTO Ha [OMropoyHaTa
HeBpaboTeHocT Bo MakenoHuja e
npenonoBeHo Ha okony 40% (kako
Bo Cnosenwuja, Yewka, YHrapwja,
Wtanwja, nTH.), Toraw crankara Ha
BpaboTeHoCT Ou ce 3ronemuna 3a
4 no4,5n.n.

Kako 3akny4ok, penaTtMBHO HuckaTta
CTanka Ha BpaboTeHocT BO MakegoHwuja
(kako 1 BO 3emjuTe of uenuot 3anageH
BankaH) e nocrneavua Ha HUCKOTO HUBO
Ha pasBoj, HUCKaTa edmKacHOCT Ha na-
3apoT Ha TPYAOT U BUCOKOTO Y4ECTBO Ha
gonropovyHata HeBpaboTteHocT. Cnpo-
TUBHO Ha HaWWTe MPBUYHN OYeKyBaka,
KBanuTeToT Ha obpa3oBaHMETO He Bu-
jae Bp3 cTankata Ha BpaboTeHOCT.

Tabena 4. Pesyntatu og npoueHKaTa
Ha HabrbyayBaHuTe chakTopm Ha
cTankaTa Ha BpabGoTeHOCT

the share of LTU in Macedo-
nia is halved to about 40% (as
in Slovenia, Czech Republic,
Hungary, Italy, etc) then em-
ployment rate would increase
by 4-4.5 p.p.

In conclusion, relatively low em-
ployment rate in Macedonia (as
well as across the Western Bal-
kan countries) steams from low
level of development, low labour
market efficiency and high share
of long-term unemployment. Cont-
rary to our initial expectations,
the quality of education does not
influence the employment rate.

Table 4. Estimation Results for the
Observed Determinants of the Em-
ployment Rate

PaBeHka/ PaBeHka/

Ob6jacHysauyku npomeHnusu/ Explanatory variables

equation 1

equation 2

LogGDP 2,262** (0,965) 2,388*** (0,866)
LMefficency 5,044*** (1,802) | 5,312*** (1,295)
LTU -0,091* (0,052) -0,089* (0,051)

Education 0,271 (1,259)

KoHcTtaHTa / constant

9,197 (10,807)

7,811 (9,562)

F-ctatuctuka (p-BpegHoct) / F-statistic (P-value) 0,000 0,000
R?/ R-squared 0,644 0,644
Mpunarogen R? / Adjusted R-squared 0,592 0,606
/(-:\rl?taeiﬁtcemMHcpopmaumcm kputepuym / Akaike info 5.801 5739
BknyyeHun oncepsaumu/ Included observations 32 32

CraHgapgHuTe rpeLuku Bo 3arpaga;
WM3Bop: NpecmeTkn Ha aBTopUTE.

3abeneluka: ***, **, n * ykaxxyBaaT Ha HMBO Ha 3Ha4ajHocT og 1, 5, n 10 NpoueHTH, COOABETHO.

Standard errors in parentheses;
Source: Authors’ calculations.

Note: ***, **/ and * indicate significance at 1, 5, and 10 percent levels, respectively.
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6. 3akny4ok

Llenta Ha oBOj TpyA € ga rm ucnuta asu-
XekaTa Ha nasapoT Ha TpyaoT Bo Pe-
nybnvka MakegoHvnja BO nepuogoT
2006-2011 roguHa, Kako U ga npukaxe
cnopeanbeHa aHanusa co 3emjute oa Pe-
TMOHOT 1 3emjuTe of EY. Hawata kowm-
napaTvBHa aHanusa nokaxyBa [Aeka
nasapor Ha TpygoT Bo MakegoHuja
hyHKUMOHMPA CynonTUManHo, MepeHo
cnopea OnNwTWUTE MHAMKATOPM Ha nasa-
POT Ha TPYAOT: CTankaTa Ha aKTUBHOCT,
BpabOTEHOCT 1 cTankata Ha HeBpaboTe-
HocT. AHanu3saTta belle andepeHumnpaHa
cnoped rpynu Ha paboTHMuM, noka-
XKyBajKn [deka XeHute, mnagurte pabor-
HULUM N HUCKOODpa3oBaHUTE paboTHMUM
UMaaT nonowu pesynTtat¥ Ha nasapot
Ha TpygoT BO cnopedba co gpyrute
pabotHuumn. [logatouuTte, MCTO Taka,
noKaxyBaaT penaTnBHO HU30K KBanuTeT
Ha paboTHWTE MecTa M BUCOKa MpPUCYT-
HOCT Ha NPWHYOHO CcKpaTeHo paboTHO
BpeMe U npuBpemeHa pabora, WTo 3Ha-
Yyu Aeka nocTojaTt Masnky 4OOpY MOXKHOCTM
3a paboTa. Yoenot Ha aonropoyHara He-
BpaboTeHocT HagmuHyBa 80%, LWTO yKa-
XyBa eka, peuncu, cute paboTHUUm ce
CoodyBaaT CO TELUKOTMM BO HAOFaH-ETO
pabora.

MokaxkaBMe Jeka CKOPELUHWUOT TPEHA Ha
eKkcnaHanja u cybBeHUMOHMpake Ha
NnocT3agoMmKMTENHOTO 0bpasoBaHMe O0-
BeOoyBa [0 oOnarakbe Ha CrankuTe Ha
BpaboTEHOCT Ha paboTHMUMTE CO BU-
COKO obpasoBaHMe M nopacTt Ha ¢eHo-
MEHOT Ha HagobpasoBaHocT. Pesynta-
TUTE O HALLETO EMMNUPUCKO UCTPaxyBa-
e nokaxaa aeka MakenoHuja Moxe aa
ja sronemm crtankata Ha BpaboTeHoCT

6. Conclusion

The aim of this paper was to in-
vestigate the performance of the
Macedonian labour market in the
period 2006-2011, as well as to
provide a comparative analysis
with the countries from the region
and the EU countries. We com-
parative analysis showed that the
labour market in Macedonia is un-
derperformer as measured by the
general labour market indicators:
the participation rate, employment
and unemployment rate. The ana-
lysis was differentiated by groups
of workers, finding that females,
young workers and low educated
workers exhibit worse labour mar-
ket outcomes than other workers.
Data also show relatively low qual-
ity of jobs and high presentence of
involuntary part-time and tempo-
rary work, meaning that there are
few good job opportunities. The
share of long-term unemployment
exceeds 80%, suggesting that al-
most all workers face difficulty in
finding a job.

We showed that the recent trend
of expansion and higher subsidies
to post-compulsory education has
lead to declining employment rates
of workers with tertiary education
and increasing overeducation phe-
nomenon. The findings from our
empirical investigation showed
that Macedonia can increase the
overall employment rate through
higher growth rates, improved la-
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npeky ocTBapyBake Ha noBMCOK eko- bour market efficiency and reduc-
HOMCKM pacT, nogobpeHa edwmkacHocT tion of the share of long-term un-
Ha Na3apoT Ha TPYAOT M HaManyBake Ha  employment.

y4ecTBOTO Ha [JonropoyHata HeBpabo-

TEHOCT.
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AKTUBHU MepKMU Ha nasapot
Ha TpyaoT Bo CpbOuja —
NMpeansBuum n pesyntatm

H. Mepuwmk’

Pe3nme

TpaHauumoHuTe npoMeHn Bo Cpbuja
Oea nponpaTeHn CO KOPEHUTU MOMUTUY-
KW, EKOHOMCKM W coumjanHun npodnemm.
Mo ,0emokpaTckuTe MNpoMeHn“  BO
2000Ta, nocTurHaT e Hanpeaok Bo 0QHOC
Ha o006e3benyBatbe Makpo-eKoOHOMCKa
CTabUNHOCT N eKOHOMCKN pedopmu, HO
CMTyauujaTa Ha nasapoT Ha Tpyg €
ceywTe HenosorHa. PecTpykTynpaweto
Ha ekoHoMMjaTa M HeycneluHaTa npuea-
TM3aumja pesyntvpaa CO HamaneHa
BpaboTEHOCT M 3ronemeHa HeBpaboTe-
HOCT, JoAeKa oapedeHn rpynu Kako mna-
anTte, XeHuTe, nuuaTa co cpegHo obpa-
30BaHue, nuuata Cco npeyku, beranumre
N BHaTpeLUHO-paceneHnTe nuua, oape-
OEHN €THUYKM ManuuHCKM FPynn Kako u
nuuata  Kou kuBeaT BO pyparnHute
cpeaunHu ce 0cobeHO NOAMNOXKHU Ha PU3MK
oA HeBpaboTeHOCT. HeratneBHuUTe edpektn
of rnobanHarta ekoHoMcKa Kpu3aa gonorn-
HUTENHO ro MHUMpaa NpobnemoT Ha He-
[JOCTaToK 0f, COOABETHA MonuTMKa Ha

1|I'Ipoq) o-p OpeHka ByKOBVNl- dakynTeT 3a no-
nUTUYKM  Mayku, YHyBepsuteT Bo benrpag. [Op
Hatanuja lMepuvwwny - AcucteHT @PakynteT 3a
NONUTUYKN Mayku, YHyBepauTeT Bo benrpag.

Active Labour Market
Measures in Serbia —
Challenges and Results

N Perisi¢

Abstract

Transition changes in Serbia were
followed by profound political, eco-
nomic and social problems. After
the ,democratic changes*® of 2000 a
progress has been made in provid-
ing macro-economic stability and
economic reforms, but the labour
market situation is still unfavora-
ble. Restructuring of economy and
unsuccessful privatization have
resulted in reduced employment
and increased unemployment,
while young, women, people with
secondary-school  qualifications,
disabled, refugees and internally
displaced persons, certain ethnic
minorities and rural inhabitants are
especially exposed to risk of stay-
ing without jobs. Negative effects
of the global economic crisis have
trigerred the problem of lack of an
adequate employment policy and
shortages of ALMP.

1|Drenka Vukovc, PhD,|FuII-time professor, Univer-
sity of Belgrade - Faculty of Political Sciences. Na-
talija Perisic, PhD, Assistant, University of Belgrade
— Faculty of Political Sciences
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Bpa60TyBa|-be N HEOOCTATOK Ha aKTUBHM
MEPKU Ha Na3apoT aH Tpyad.

MNporpamute 3a aKTMBHWU M MAaCUBHM
MepKM Ha nas3apoT Ha Tpya 6ea kpeupa-
HW COrnacHoO npaBHaTa perynauuja u
pacnonoxnueute UHaAHCUCKN PECYPCH.
BpojoT Ha KOpuUCHMUM Ha napuyHu
HagoMecTouM MOCTojaHO ce 3ronemyBsa-
Wwe. MagaTounTe 3a aKTUBHUTE MEPKU Ha
nasapot Ha Tpyd 6ea CKPOMHM U Hepo-
BOIMHW 3a peanu3auuja Ha ambuunosHuTe
nporpamu. Mctpaxysarara 3a pesynra-
TUTE of CNPOBEAYBaHETO HA aKTUBHUTE
Mepku 3a BpaboTyBawe BO U3MUHATMOT
nepuoa ykaxaa Ha orpaHu4eHu edekTu
N HecooaBETHa MOKPUEHOCT Ha HeBpabo-
TeHuTe.

Masapot Ha Tpya b6ele pedopmmpaH
COrMacHO reHepanHuTe CTpaTeLkn opu-
eHTauun, cneuudunyHata HaumoHanHa
cuTyaumja u npeaussuumte og Espon-
ckaTa wuHTerpauuja. HoBu 3akoHu Gea
AOHECEHM, KaKo 1 CTpaTerMmn 3a nepnogoT
2005-2010 n 2011-2020, 3aegHo co ak-
LMOHM nNnaHosu. CTpaTeLlkuTe opueHTa-
umm 6ea jacHo AeuHMpPaHn Co Harnacok
Ha MNOBMCOKM M34aTOLM 3a aKTUBHUTE
MEpKM Ha na3apoT Ha Tpya, HO OBa He
Gelle LEnocHO cnpoBedeHO BO Mpakca.
HoBwuot 6paH Ha peuecuja pesyntmpatue
CO JOMOSIHMTENHO HamarnyBakwe Ha Tpo-
LIoUMTE 32 aKTUBHUTE MEPKU 3a NasapoT
Ha TpyAd, WTO OOMNOMHUTENHO Ke Bnnjae
Ha ambMUMO3HO NpPOEKTUPaHWUTE Lenu

cornacHo crpatervjata ,Espona 2020

KnyyHu 36oposu:

nasap Ha Tpya, BpaboTeHocT, HeBpabo-
TEHOCT, NacMBHMW U aKTUBHW MEpPKH, CTpa-
TELLKW Lienu, pU3nLmM 1 orpaHuyyBatba.

Programmes of active and pas-
sive labour market measures have
been created pursuant to legal reg-
ulations and available financial re-
sources. The number of beneficiar-
ies of cash benefits has been con-
stantly increasing. Expenditures for
ALMP have been modest and in-
sufficient for the realization of am-
bitious programmes. Researches
of the results of ALMP implemen-
tation in the previous period have
pointed to limited effects and inad-
equate coverage of unemployed.

Labor market has been reformed
according to general strategic ori-
entations, specific national situa-
tion and challegens of the Euro-
pean integration. New laws have
been enacted, as well as strate-
gies for the periods 2005-2010
and 2011-2020 along with the ac-
tion plans. Strategic orientations
have been clearly defined with an
emphasis on greater expenditures
for ALMP, but it was not realized in
practice in full. New vawe of reces-
sion has resulted in additional re-
duction of costs for ALMP, which
will impact the realization of ambi-
tiously projected aims pursuant to
~-Europe 2020“

Key words:

labour market, employment, unemploy-
ment, passive and active measures,
strategc aims, risks and limitations.
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BoBea

Mo nepuodoT Ha nNpOMeHUTE Ha
TpaH3unumjata Bo Cpbuja crnegea 3Hauu-
TENHW NONUTUYKN, EKOHOMCKM 1 couujan-
HW npobnemu. Mo ,aemokpaTtckuTe npo-
meHun“ og 2000 roguHa, 6elwe HanpaseH
3HauuTeneH Hanpegok, BO CMWCRA Ha:
o06e3benyBar-€ Ha MaKpPOEKOHOMCKA CTa-
OGUNHOCT, BOAEeHE Ha EKOHOMCKWUTE pe-
dopmMM 1 NOpPacT Ha >XMBOTHUOT CTaH-
Aapa. MNo3ntueHWUTE TPEHAO0BK BO NEpUO-
oot npea 2008 rog. Gea pesynrtar Ha
€KOHOMCKa MonuTMKa Haco4eHa KOH oap-
XyBat€ Ha MakpoeKoHoMcKaTa cTabwun-
HOCT 1 BMCOKaTa cTarnka Ha eKOHOMCKMOT
pacrt. lNocTurHatute pesynTaTu ce 3acHo-
Baa Bp3 CEKTOPOT Ha ycnyrn (0cobeHo BO
PMHaHCUCKMOT), NPUOOHECOT Ha WHAY-
cTpujata beLue CKpOMEH, Aodeka 3eMmjo-
AencTBoTo cTarHupawe. Toj nepwuog,
NCTO Taka, Ce KapakTepuampa Co eKCraH-
3nja Ha TproBckaTa pa3MeHa CO CTpaH-
CTBO W OFPOMHMOT TProBCKU AeuuuT,
LUTO Ce AOSKeLLe Ha HUCKaTa KOHKYPEHT-
HOCT Ha CpnCKUTe Npou3BOAM Ha eB-
ponckuTe nasapu.

mobanHaTta mHaHcucka Kpusa of,
2008 roguHa rn 3anpe TpeHOOBUTE Ha
nopacToT, WTOo pe3ynTupalle co: Hama-
NeHo Mpon3BOACTBO, HamaneH M3BO3 U
obem Ha CTpaHCK1 UHBECTULMW, BrOLLEe-
Ha cocTojba Ha nasapoT Ha TPyaoT U Mo-
pacT Ha cupomaluTujata. Kpusara, Ucto
Taka, ce ofpasu Bp3 NpoLecoT Ha NpuBea-
TU3aumjata Ha ocTaHaTuTe jaBHU NpeT-
npujatvja, NOHULWTYBaHETO Ha [OroBO-
puTe 3a KoHLecuja, NnoucTakHaTata He-
CONBEHTHOCT Ha KOMMNaHUUTE U NopacToT
Ha HeBpaboTeHocTa. HeBpaboTeHocTa

Introduction

The period of transition chang-
es in Serbia was followed by signifi-
cant political, economic and social
problems. After the “democratic
changes” of 2000, a significant
progress has been made in terms
of providing macroeconomic stabil-
ity, conducting economic reforms
and raising living standard. Positive
trends in the period prior to 2008
were a result of an economic pol-
icy aimed at maintenance of mac-
roeconomic stability and high rate
of economic growth. The achieved
results were based on the develop-
ment of service sector (especially
the financial one); the contribution
of industry was modest, while the
agriculture stagnated. That period
was also characterized by expan-
sion of foreign trade exchange and
huge trade deficit, due to low com-
petitiveness of Serbian products on
European markets.

The global financial crisis of
2008 stopped the trends of growth,
resulting in decreased production,
reduced exports and volume of for-
eign investments, aggravated situ-
ation on the labour market and in-
creased poverty. The crisis has also
affected the process of privatization
of remaining public enterprises,
cancellation of concession agree-
ments, more prominent insolvency
of companies and rising unemploy-
ment. Unemployment significantly
increased in the state sector, while
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3HAUUTENHO Ce 3rofieMn BO APXKaBHWUOT
CEKTOp, AOAEKa NPUBATHUOT CEKTOP 3a-
GenexyBa nopact BO BpabOoTyBa-ETO.
3abp3aHnoT npouec Ha PecTpyKTypu-
pakeTo 1 npuBaTMU3auujaTa Koja ce 3a-
CHOBaLLe BP3 OTMYyLUTaH€ Ha BULLOKOT Ha
BpaboTeHu, pe3ynTupalle co HeMoBOsHa
cocToj6a Ha orpomeH 6poj Ha , TpaH3ULK-
ckn 3arybapu.” MacoBHaTa HeBpaboTe-
HOCT M norogu mnagwte nyre (kou 6a-
paa npBo BpaboTyBae), XeHuTe (Co
NOCTOjaHO NOBMCOKM CTankn Ha HeBpabo-
TEHOCT 0 MaXuTe) 1 NOBO3pacHUTe pa-
G0THMUM (KoM MMaa NoronemMm TELKOTUM
BO Haorawe pabora).

Co Hamepa fa ce Hamanat HeraTus-
HUTe edekTn Ha rnobanHata duHaHcK-
CKa 1 ekoHOMCKa Kpu3a, Bnagata foHe-
Ce aHTUKPWU3HW MEPKN HAMEHeTU 3a 3ro-
nemyBare Ha eKOHOMCKaTa KOHKYPEHT-
HOCT M NpOMOBMpake Ha ,CcouujanHMoT
Kapaktep Ha gpxasaTta.” KoH kpajoT Ha
2008 rogvHa, Brnagarta ja yceon PamkoB-
HaTa nporpama, a Bo 2009 rognHa Gea
NUMNIIEMEHTUPAHN TPU MaKeTU Ha eKo-
HomckaTa nonuTuka. Wcto Taka, 6Gea
3anoyHatn nperosopu co MeryHapoa-
HMOT MoHeTapeH ¢doHa (MM®) 3a Hos
KpeauTeH apaHxmaH U Mepku 3a ybna-
XyBar-e Ha Kpu3aaTa ( Bykosuk, [NepuLumk,
2010 rog.). Mo KycmoT nepuog Ha 3akpen-
HyBawe BO 2010 roguHa, Cpbuja Gele
norogeHa of ywTe efeH 6paH Ha peue-
cvja. Kako ogroBop Ha HoBuTe npeg-
M3BMUM Ha Kpusata, Oelwe un3roTBeH
aokymeHToT ,,Cpbuja 2020“. Bo cornac-
HocT co Ctparerujata ,EBpona 2020% ce
npeasuaysa 3ronemyBare Ha BpaboTy-
BaHETO, MHBECTULMWN BO 3HAEHETO, Ha-
MarneHa cumpomMalitvja u coumjanHa uc-
KMy4YeHOCT.

the private sector registered em-
ployment growth. Accelerated pro-
cess of state sector restructuring
and privatization which was based
on firing redundant employees re-
sulted in unfavourable situation of
huge numbers of “transition losers.”
Massive unemployment has affect-
ed young people (looking for first
employment), women (with con-
stantly higher unemployment rates
compared to men) and older work-
ers (who have more difficulties in
finding jobs).

With a view to reducing nega-
tive effects of the global financial
and economic crisis, the Govern-
ment adopted anti-crisis measures
aimed at increasing economic com-
petitiveness and promoting “social
character of the state.” In late 2008,
the Government enacted a Frame-
work Programme and in 2009 three
packages of economic policy were
implemented. Also negotiations
with the International Monetary
Fund (IMF) were started about a
new credit arrangement and mea-
sures to mitigate the crisis (Vukovic,
Perisic, 2010). After a short period
of recovery in 2010, Serbia was hit
by another wave of recession. As a
response to new challenges of the
crisis, a document ,Serbia 2020
was produced. In compliance with
the Strategy ,Europe 2020 it pro-
vides for increased employment, in-
vestments into knowledge, reduced
poverty and social exclusion.
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CouujanHute edbekt og NpoMeHuTe
Ha TpaH3uuujaTa HajapamMaTu4HO ce oa-
pasvja BO OOHOC Ha HeraTuBHUTE TPEH-
[AO0BM Ha Na3apoT Ha TPYAOT, OAHOCHO No-
CTOjaHOTO HamanyBawe Ha BpaboTyBa-
HETO W 3roflemyBare Ha HEBPabOTEHO-
cta. HenosonHute TpeHgosu oag 1990-
TUTE NPOAOMKUja BO cregHarta geueHuja,
3a pasnuka of OYUrneqHMOT HanpeaokK u
ekoHoMckuoT pact oag 2001-2008 roga.
lNpomMeHUTe Ha >XUBOTHWOT CTaHAapn
npBeHCTBEHO HGea npeausBmKaHu of, 3ro-
nemMeHnTe nnatM u neH3uu, Jogeka
CTPYKTYpHUWTE Npobremu Bo eEkOHOMUjaTa
1 OMLWTECTBOTO 3HAYUTENHO BKjaeja BP3
TpaH3uuwmjaTa Ha orpoMeH 6poj HeBpabo-
TEHN BO HEAKTMBHO HaceneHue. Moceb-
HWOT NPean3BUK NPousnerysa o Orpom-
HMOT NopacT Ha BpaboTeHOCTa BO jaBHU-
OT CEKTOP M Konanc Ha ManuTe u cpegHu
npetnpujatnja. Hepewexnute npobnemu
Ha hOpManHMoT nasap Ha TPyaoT U Hera-
TUBHUTE edbeKkTn Ha cuBaTa eKoHOMUja
ce pesynTar Ha: HeycornaceHocTa nome-
fy noHyaaTta un nobapyBadykata Ha nasa-
POT Ha TPYAOT, HECOOABETHATA CTPYKTYypa
Ha KBanudukaumm Ha HeBpaboTeHuTe,
6aBHUTE NPOMEHN BO 0OPa30BHUOT CUC-
TEM W HegocTaTouMTe BO CO34aBaH-ETO
HaafeKkBaTHaNonMTMKaHaBpaboTyBame.

Social effects of transition chan-
ges have reflected the most dra-
matically in terms of negative labour
market trends, i.e. constant employ-
ment decrease and unemployment
increase. Unfavourable trends from
the 1990s were continued in the fol-
lowing decade, apart from evident
progress and economic growth from
2001 to 2008. Changes in the living
standard were primarily caused by
increased salaries and pensions,
while the structural problems in the
economy and society influenced a
significant transition of huge num-
bers of unemployed into inactive
population. A special challenge has
been posed by enormous employ-
ment growth in the public sector
and collapse of small and medium
enterprises. Unsolved problems on
the formal labour market and nega-
tive effects of grey economy have
been a result of non-compliance
between labour market supply and
demand, inadequate qualificati-
on structure of unemployed, slow
changes in educational system and
shortages in the creation of an ad-
equate employment policy.
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MpeansBuLMTE Ha TpaH3uUMjaTa 1
MepKu 3a yonaxyBare Ha Kpu3aTa

MocTcoumnjanucTnykaTa TpaHauumja
Bo Cpbuja 6ewwe npouec Bo dasn. MNMpau-
OT nepuod e Kapaktepuctuka 3a 1990-
TnTe, pogeka 2000-TnTe ce cmeTaar Kako
BMUCTMHCKM MOYETOK Ha TpaH3uuujata.
MpBMOT BpaH Ha NONUTUYKNTE N EKOHOM-
ckute pecpopmm Bo Cpbuja Gelwe BO yc-
NOBM Ha Kpu3aTa BO nopaHeluHa Jyro-
craBswja, LUTO pe3ynTupalue co Ae3uHTe-
rpaumja Ha 3emjata U co3gaBake Ha He-
KOSKY HEe3aBWCHW OpXXaBW Of, NnopaHeLl-
HWTe penybnukun. Llenute Ha pechopmmute
Ha ,0emokpaTckata Bnaga“ og 2000 ro-
AvHa 6ea Haco4eHu KOH ,Cco3aaBak-e BU-
CTUHCKa NasapHa ekoHomMuja“ u ,nocunHa
coumjanHa nonutuka.“ BHaTpellHaTa u
HagBopeluHaTa Tprosuja 6ea nubepanu-
3upaHm, KomnaHumTe n 6aHkmTe 6ea npu-
BaTU3MpPaHu, a JAHOYHUOT CUCTEM W jaB-
HWUTe buHaHCKMK, UCTO Taka, 6ea nogno-
XeHu Ha TpaHcdopmaLuja.

Bo npsuTte roanHu o NpoMeHUTe Ha
TpaH3uumjata no 2000 rognHa, AMHaMny-
HWMOT pact Ha B, kako 1 ueHaTa u cTa-
BunHocTa Ha KypcoT Ha pasmeHa, 6ea
peanuanpaHn 3ae4HO CO KOHTUHYMpaHU-
OT NopacT Ha AeBU3HUTE pesepBu. Mery-
Toa, BO cpeauHata Ha 2008 roguHa, 6e-
e 3abenexeH nag Ha €KOHOMCKMOT
pacT, 1 NoKpaj Hekou npoueHkn aeka Cp-
6uja 6 moxena ga rm nsberHe HajTeLl-
KuTe nocrneamum oa rnobanHaTa Kpusa.

Bo nepuogot og 2001-2008 rogunHa,
npocevyHaTa crtanka Ha pactoT Ha B[l
bewe 5,4%, a crankata Ha uHdNauuja
ce Hamanu og 40,7% (Bo 2001 rog.) Ha
6,6% (Bo 2006 rog.), Ho Bo 2007 n 2010

Transition challenges and
measures to mitigate the crisis

The post-socialist transition in
Serbia was a phased process. The
first period is characteristic of the
1990s, while the 2000s are consid-
ered as a real beginning of the tran-
sition. The first wave of political and
economic reforms in Serbia took
place in the conditions of the cri-
sis in the former Yugoslavia which
resulted in the disintegration of the
country and the creation of several
independent states from former re-
publics. Objectives of reforms of the
“‘democratic Government” of 2000
were aimed at “creating a real mar-
ket economy” and “stronger social
policy.” Domestic and foreign trade
was liberalized, companies and
banks were privatized, and the tax
system and public finances under-
went transformation too.

In the first years of transition
changes after 2000, dynamic GDP
growth, as well as price and foreign
exhange rate stability were real-
ized along with continual growth of
foreign reserves. However, in the
mid 2008, a slowdown in economic
growth was recorded, despite some
estimations that Serbia could avoid
the most severe consequences of
the global crisis.

In the period 2001-2008, aver-
age GDP growth rate was 5.4%; the
inflation rate decreased from 40.7%
(in 2001) to 6.6% (in 2006), but in
2007 and 2010 it was again dou-
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roguHa noOBTOpPHO Oelle ABoUMdpPEHa
6pojka (10,1% wn 10,3%, 3a cekoja of
HMB). EkcnaH3nBHaTa chuckanHa nonuTu-
Ka, MOTKpeneHa co pacToT Ha Kanutanot
1 TeKkoBHaTa NOTPOLUYyBayKa, ce pedriek-
TUpaa BO pa3BOjOT HA KOHCONUAMPaHUTE
jaBHU pacxoam kou gocturHaa 44,9% on
BAM, Bo 2007 rognHa. Bo 2009 roguHa,
BAMN 6ewe HamaneH 3a 3%, a Bo 2010
umalle mano ornopaByBawe Ha €KOHO-
mujata v nopact Ha BAM og 1,2% (MuHu-
CTepcTBO 3a (puHaHcuu, 2011). Bo cpe-
AnHata Ha 2011 rognHa, eKOHOMCKUTE
aKTMBHOCTW CTarHupaa u ce odekysalle
BMCTUHCKMOT nopacT Ha BN ga 6uae
okony 2%. MpoueHkuTe 3a 2012 roguHa
yKaxysaaT Ha nopact of okony 1,5%
(MunuctepcTBo 3a unHaHcum, 2012).2

Bo nepuopgot og 2001 go 2008 rogu-
Ha, 3apaboTyBauvkuTe ce 3rofieMeHu 3a
okony yetupu natv u Bo 2008 roamHa ns-
HecyBaa 400€. Merytoa, Bo 2009 rogu-
Ha, No4 BNMjaHMe Ha Kpu3aTa, onagHaa
Ha 338€. Bo 2010 roamMHa npogomkuja ga
onaraart (Ha 331€), a Bo 2011 roanHa He-
3HaunTenHo ce 3ronemuja (337€). Mopa-
CTOT Ha >XMBOTHWOT CTaHZapg uMalue
BMjaHMe BP3 HAMarnyBaH-eTO Ha CMpoMa-
wTujata. Cnopen AHkeTaTa 3a Mepemre
Ha AomaKkuMHCcTBaTa, CTankuTe Ha anco-
nyTHaTa cupoMallThja ce HamaneHu, og
14% Bo 2002 rogmHa, Ha 6,6% Bo 2007
rogmHa.

MNpBUTE MHOMKATOPU Ha Kpu3aTa BO
Cpbuja® ce 3abenexaHn BO NOCNEAHNOT

2 Bp3 ocHoOBa Ha nocrefHuTe npoueHkn Ha CeeTckaTa
6aHka, Bo 2013 roguHa ce o4ekyBa nopacT Ha BAIM og
4% (CseTtcka b6aHka, 2012 roguHa).

33a nogetaneH npuvcran, Buaun Bykosuk, . Mepuwnk,
H. HaunonaneH roguweH unssewrtaj 2010 — lNeH3un,
3ppaBcTBeHa u gonropodHa rpuxa, Penybnuka Cp-
6uja, poctanHo Ha: http://www.socialprotection.eu/
files_db/910/asisp_2010_Serbia.pdf

ble-digit figure (10.1% and 10.3%
respectively). Expansionary fiscal
policy, encouraged by the growth
of capital and current spending,
reflected in the growth of consoli-
dated public spending that reached
44.9% of GDP in 2007. 2009 saw
decreased GDP for 3% and in 2010
there was a slight recovery of econ-
omy and increase in GDP of 1.2%
(Ministarstvo finansija, 2011). In
the middle of 2011 economic ac-
tivities entered the stagnation and
it was expected that the actual GDP
growth would be about 2%. Estima-
tions for 2012 point to its growth of
about 1.5% (Ministarstvo finansija,
2012).2

During the period from 2001 to
2008, earnings were increased by
about four times and in 2008 they
amounted to EUR 400. However,
in 2009 under the influence of the
crisis, they dropped to EUR 338.
In 2010 they continued to drop (to
EUR 331) and in 2011 there was
a negligible increase (EUR 337).
Increased living standard had an
impact on poverty reduction: ac-
cording to the Household Measure-
ment Survey, rates of absolute pov-
erty decreased from 14% in 2002 to
6.6% in 2007.

The first indicators of the cri-
sis in Serbia® were seen in the last

2 Based on the latest estimations of the World Bank,
GDP growth of 4.0% is expected in 2013 (World Bank,
2012).

3For more detailed approach, see Vukovic, D. Perisic,
N. Annual National Report 2010 — Pensions, Health
and Long-term Care, Republic of Serbia, available
at:  http://www.socialprotection.eu/files_db/910/asisp
_2010_Serbia.pdf
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kBapTan Ha 2008 roguHa, npeo BO OaH-
KapCKUOT ceKTop (MaHW4HO MOoBMeKyBa-
He Ha WTeaHuTe BMOroBuM) 1 ApamaTuny-
HO HamanyBawe Ha BpegHOCTa Ha [o-
MawHata Banyta. Bnapata nogroteu
LMTEH MakeT Ha eKOHOMCKa MOoNnuTuKa,
dhokycupaH Ha: 1. CTumynupamse Ha eko-
HOMCKMOT pacT; 2. CouujanHn mepku
(nopgopwka Ha HajpaHnvMBUTE Kateropuu
Ha HaCceneHneTo - KOPUCHULMTE Ha COLM-
janHa nomouu, HeBpaboTeHWTe 1 nuuaTa
Ha Bo3pacT of 65 n noseke roguHun); 3.
PauvoHanusaumja Ha BnaguHuTe pacxo-
OV Ha cuTe HUBOa; 4. NHpacTpyKTYpHU
mMepkn; 5. MoHUTOPWMHT 1 KopeKkuuja Ha
NakeToT Ha MepKX, BO 3aBUCHOCT Of BU-
[AO0T Ha eKOHOMCKMOT Hepeq (Penybnunykm
3aBop 3a pa3sBoj, 2009: 12).

Bnapgara, ncrto taka, Bo aeryct 2009
rogMHa yceou [naH 3a coumjanHa 3a-
LITWTa, CO Lien 3a peluaBare Ha KiyyHu-
Te npobrnemun Bo obnacta Ha BpaboTy-
BaH-ETO 1 OBO3MOXYBaH-€ Ha OCUTYpPEHU-
KOT 3a OCTBapyBaH-€ Ha CBOUTE 3aKOHCKMU
npaea BpP3 OCHOBA Ha COLMjaNIHOTO OCU-
rypysatse. [naHoT npeasuayBa gpxasa-
Ta Aa nnaka npuaoHecu 3a CTapoCHO U
WHBaNMACKO OCUrypyBamwe Ha BpaboTe-
HUTEe uMM paboTodaBaun He nnakaar
npugoHecu og 1 jaHyapu 2004, no 30
jyHn 2009 rogmHa, a UcTo Taka u ,noBp3y-
Bake“ Ha roauHUTE Ha cTaxoT. [1naHoT
Ce COCTOWM Of: AOMOINHUTENHO nnakake
Ha NpMOOHECH 3a 34PaBCTBEHO OCUTYpYy-
Bake B0 2009 roguHa, BO cryyaj paboTo-
daBadnTe ga He ro ctopwure Toa; o6e3be-
AyBarwe Ha edHOKpaTHU GeHedmuum 3a
BpabOTEHMTE CO HAjHUCKU NpUMam-a;
OANOXYyBahe Ha 3aoCTaHaTUTe [OMroBu
3a enekTpuM4Ha eHepruja; cnpevyBare

quarter of 2008, first in the banking
sector (panic withdrawal of sav-
ings) and a dramatic decline in the
domestic currency value. The Gov-
ernment prepared “an emergency
package of economic policy focused
on: 1. stimulating economic growth
2. social measures (support to the
most vulnerable layers of popula-
tion — beneficiaries of social as-
sistance, unemployed and persons
aged 65 and over) 3. rationalization
of government expenditures at all
levels 4. infrastructural measures
5. monitoring and correction of the
package of measures, depending
on the type of economic disorder”
(Republi¢ki zavod za razvoj, 2009:
12).

The Government also adopted
the Social Protection Plan in Au-
gust 2009 with a view to solving
the key problems in the field of
employment and enabling the in-
sured to effectuate their statutory
rights based on social insurance.
The Plan envisaged the state would
pay contributions for old-age and
disability insurance to employees
whose employers did not pay con-
tributions from January 1, 2004 to
June 30, 2009 and also ,connect-
ing“ of the years of service. The
Plan additionally comprised of pay-
ing health insurance contributions
in 2009 in case employers did not
do that, providing one-time benefits
for employees with the lowest in-
comes, rescheduling of arrears for
electricity, preventing abuses in the
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Ha 3noynotpebute BO NpOLECOT Ha
npueaTtunsaumjarta, n ap. Ha no4eTokoT Ha
2010 roguHa, Gelwe ycsoeHa [lporpama
Ha MepK/ 3a HamaryBaHe Ha HeraTVBHU-
Te edekTn op rnobanHata eKoHoMcKa
kpn3a Bo 2010 roamHa. MmasHaTta uen Ha
HoBaTa nporpama e ga ce obesbean 3a-
yyByBat€ Ha paboTHWUTE MecTa, Aa ce
co3fafe MOXHOCT 3a HoBM BpaboTyBara
n 6nar nopacr.

KpaTkopoyHute Mepku 3a Hamany-
Bakb€ Ha HeraTMBHUTE ePEKTM Of, Kpu3a-
Ta 6ea genymMHo ycnewHn BO oapXKyBa-
HETO Ha dmckanHaTta ctabunHoct. KoH-
Tponata Ha 6yLeTckute TpoLiouu, npo-
MeHuUTe BO pacnpegenbarta Ha cpeacTsa-
Ta, 3aMpP3HYBaHETO Ha NEH3NUTE 1 nna-
TMTE BO jaBHMOT cektop (2009-2010),
Aosede [0 UEMHOTO HamaryBake Ha
aedumumntot. Bo aekemepu 2010 rogunHa,
Bnapata npeseHTMpalle HaupT Ha pa-
3BOjHMOT KoHuenT ,Cpbuja 2020 rogu-
Ha.“* CpnckuTe pas3BojHu Lenn go 2020
rogvHa ce cocrtojaTt of 3ronemyBare Ha
cTankuTe Ha BpaboTeHocT 0o 65% 3a nu-
uarta Ha Bospact of 20-64 roanHu 1 nH-
BECTMLMM BO UCTPAXXyBaH-ETO U pa3BojoT,
o4 0,3% no 2% op BAr. CtpatervjaTta ja
HarnacyBa Cepuo3HOCTa Ha aemorpad-
CKMoT nNpobnem 1 HamarnyBake Ha pena-
TUBHaTa cupomaluTtuja og 17,7% so 2009
roguHa, oo 14% o 2020 roguHa. 3a pa
ce MOCTUrHaT 3aupTaHuTe Lenu Ha co-
uMjanHaTta MHKysuja, noTpebHo e aa ce
3rofieMn W3HOCOT Ha couwujanHaTa no-
MoL 1 Aa ce nogobpat LenHuTe nporpa-
MW 3a pa3Boj Ha LenoceH npucrtan Ao:

4 “Cpbuja 2020”, KoHuenT 3a paseoj Ha Penybnvka
Cpbuja oo 2020 roauHa, gocTaneH Ha http://www.
predsednik.rs/mwc/pic/doc/SRBIJA%202020%20
FINAL%2018122010.pdf

privatization process, etc. In early
2010, Programme of measures to
reduce the negative effects of the
global economic crisis in 2010 was
adopted. The main objective of the
new programme was to ensure the
preservation of jobs, create oppor-
tunities for new employment and a
slight growth.

Short-term measures to reduce
the negative effects of the crisis
were partially successful in main-
taining fiscal stability. Control of the
budgetary costs, changes in the
distribution of funds, freezing pen-
sions and wages in the public sec-
tor (2009-2010) led to the targeted
deficit reduction. In December 2010,
the Government presented draft
of developmental concept ,Serbia
2020.“ The Serbian development
goals by 2020 consist of increas-
ing employment rates up to 65%
for persons aged 20-64 years and
investments into research and de-
velopment from 0.3% to 2% of GDP.
The strategy emphasizes the seri-
ousness of the demographic prob-
lem and the reduction of relative
poverty from 17.7% in 2009 to 14%
in 2020. To achieve the projected
goals of social inclusion, it is neces-
sary to increase the amount of so-
cial assistance benefits and target
better development programmes
for full access to education, labour,

4 “Serbia 2020”, Concept of development of the

Republic of Serbia to 2020, available at http://www.
predsednik.rs/mwc/pic/doc/SRBIJA%202020%20
FINAL%2018122010.pdf
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obpasoBaHueTo, paboTHaTa cuna, 3apas-
CTBOTO W coumjanHuTe ycnyru (akTUBHO
BKNy4YyBawe).®

KapakTepucTukm Ha
nasapoT Ha TpyAaoT

OCHOBHUTE KapakTepUCTUKN Ha
nasapoT Ha TpyaoT Bo Cpbuja ce: Hucka
cTanka Ha BpaboTeHOCT Ha HaceneHue-
TO; BMCOKa CTanka Ha HeBpaboTeHOCT
(nonropoyHa HeBpabOTEHOCT, CTPYKTYp-
HO HEnoBosHa); ckpueHa HeBpaboTeHOCT
(BMLLOKOT); HUCKa MOBUMHOCT Ha paboT-
HaTa cuna; ronem yaen o HedopmarnHu-
OT nasap (cvBaTa ekoHoMwUja); HACKM nna-
TW; BUCOK NPOLIEHT Ha MMaamn 1 XXeHu BO
BKYNHWOT 6poj Ha HeBpaboTeHu; 3rone-
MyBaH€ Ha Bp0ojoT Ha KOPUCHULIM Ha Npa-
BOTO Ha (UHaHcUckM GeHedmuun, WTH.
MNocneguuuTte of oBaa coctojba ce BUA-
NYBK BO: HEE(UKACHOTO KOPUCTEHE Ha
4OBEYKMTE pecypcy; moTelukaTa Mornox-
6a Ha (He)BpaboTeHuTe; pabota Ha HuW-
CKO nnateHuTe paboTHW MecTa; cMpoma-
wTMjaTa U1 MacoBHaTa HeEBOSba Ha MHOry
Kateropunm Ha HaceneHueto ( BykosuK,
2009: 178).

3a BpeMe Ha kpusata og 1990-tute,
BKYMHWOT 6poj Ha BpaboTeHu belue peyu-
CY NPEenosoBeH, A0AEKA NPUBATHNOT CEK-
TOp 3abenexa pacT, Koj He MoXeLLle Aa ro
KOMMeH3Mpa NagoT BO APXaBHUOT U jaB-
HKMoT cektop. Osue TpeHgosu Gea npe-
AN3BYIKaHM NPBEHCTBEHO 04: NOonuTUYKa-
Ta 1 eKOHOMCKaTa Kpu3a, CaHKuunTe, BOj-

5 3a Bpeme Ha jaBHuTe pgebatn 3a ,Cpbuja
2020“ mHory jaBHM cybjekTu M uUcTakHaa
HeroBute HegocTatounm BO CMucia  Ha
HepearnHu MpoeKkuun 3a pas3Boj, eKCTPEMHUOT
1 HEOCHOBAHMOT ONTMMM3aM ¥ npobrnemute BO
peanu3auujata Ha uenuTe.

health and social services (active
inclusion).®

Labour market characteristics

Basic sharacteristics of the la-
bour market in Serbia are “low em-
ployment rate of the population;
high unemployment rate (long-term
unemployment, structurally unfa-
vourable); hidden unemployment
(redundancy); low labour force mo-
bility; large share of informal market
(grey economy); low wages; high
percentage of young people and
women in the total number of unem-
ployed; increasing number of users
of the right to financial benefits, etc.
The consequences of this situation
are visible in the form of inefficient
use of human resources; more diffi-
cult position of (un)employed; work
in low paid jobs; poverty and mass
misery of many layers of the popu-
lation (Vukovi¢, 2009: 178).

During the crisis of the 1990s,
the total number of employees
was almost halved, while the pri-
vate sector recorded growth which
could not compensate for a decline
in the state and public sectors.
Those trends were caused primar-
ily by political and economic crisis,
sanctions, war and bombing, which
led to GDP fall, production capac-

5 During the public debate about ,Serbia 2020”
many public actors pointed to its shortages in
terms of unrealistic projections of development,
extreme and unfounded optimism and problems
in the realization of the objectives.
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HaTa u GombapampareTo, WTO AoBede
Ao nag Ha b1, kanaunTeToT Ha Npous-
BOACTBOTO U HamarnyBaHeTO Ha NPOAYK-
TMBHOCTA. EKOHOMCKOTO 3aKpernHyBahe
BO TekoT Ha 2000-Tute Gelue npocnene-
HO CO HenoBOfHa cocToj0a Ha nasapoT
Ha TPYAOT - HACKM CTanku Ha aKTUBHOCT,
onarawe Ha BpaboTyBawEeTO U BUCOKA
HeBpaboTeHocT. Bo cTpykTypaTta Ha nu-
uata koum Oapaa paboTa, OOMMHMpaa
mraguTe nyre, oHWe kou rv 6apaa cBou-
Te npBu paboTHM MecTa, XEeHUTe U no-
cTapuTte paboTHuun. Bo ogHoc Ha HMBO-
TO Ha obpa3oBaHMe, NOroNemMunoT Aen of
HeBpaboTeHMTEe MMaaT KBanudmkauum
3a 3aBPLUEHO CPedHO Y4YunumwiTe, Uako
MoCTOM MopacT BO rpynaTta Ha HeBpabo-
TEHW NMUA CO BMCOKO OOpa3oBaHMe.
OnaraneTo Ha BpaboTyBaweTo e ocobe-
HO TELLUKO BO PErvoHWUTE CO MPETXOOHO
pa3BMEHN UHOYCTPUCKN CEKTOPU, AOAEKA
mMurpaumjata Ha paboTHaTa cuna e Haco-
YyeHa KOH ronemute paboTHW 3adhaTv u
rpagoBu, 3apagun NoronemMmnTe MoXHOCTU
3a BpaboTyBame.

CerawHarta coctojba Ha nasapoT Ha
TPYOOT € pe3ynTar Ha: HeMnoBonHaTa co-
cTojb6a BO ekoHOMMjaTa, gemorpadpckute
NMPOMEHU (CTapeeHEeTo Ha HaceneHWeTo,
MUrpauumnTe), 1 HaMmarnyBaheTo Ha pabo-
TOCNOCoBHOTO HaceneHune.® Ctankara Ha
aKTMBHOCT Ha paboTocnocobHOTO Hace-
nexHue (15-64 rognHn of >XMBOTOT) € Ha-
ManeHa, fofdeka crankara Ha HeakTuB-

5 Bp3 ocHoBa Ha monucoT Ha HaceneHueto og 2011
roguHa, Bo Cpbuja umawe 7.120.666 xutenu. Bo
crnopenba co NPeTxXogHWOT MOMUC Ha HacereHUeTo
on 2002, 6pojoT Ha HaceneHueto e onapHaT 3a
377.335. lMpouecoT Ha HamanyBaweTO Ha 6GpojoT
Ha HacerneHneTo e pe3ynTaT Ha HUCKWOT HaTanuteT
M cTankata Ha HOBOPOAEHW W MOUCTaAKHATOTO
cTapeewe Ha nonynauujata. Bo cnopegba co 2002,
Bo 2011 roguHa GpojoT Ha HceneHneTo onagHan BO
146 onwTMHW, fofeka camo 22 of, HUB 3abenexysaat
nopact Ha HaceneHueto (Penybnuyku 3aBog 3a
craTucTuka, 2012).

ity and productivity reduction. Eco-
nomic recovery during the 2000s
was also followed by unfavourable
situation on the labour market - low
activity rates, employment decline
and high unemployment. The struc-
ture of job seekers has been domi-
nated by young people, those look-
ing for their first jobs, women and
older workers. In terms of education
levels, the majority of unemployed
have secondary school qualifica-
tions, though there is a growth in
the group of unemployed persons
with higher education. Employ-
ment decline has been particularly
severe in regions with previously
developed industrial sectors, while
the labour force migration has been
directed towards major works and
cities, due to greater opportunities
for employment.

The current situation on the
labour market is a result of unfa-
vourable situation in the economy,
demographic changes (populati-
on ageing, migrations), and the
reduction of working age popula-
tion.® The activity rate of the work-
ing age population (15-64 years of
life) has decreased, while inactivity
rate has increased. According to
the Labour Force Survey (LFS) in

6 Based on the Census of 2011, there were 7,120,666
inhabitants in Serbia. Compared to the previous
Census of 2002, the population decreased for 377,335
inhabitants. Depopulation process is a result of low
fertility and birth rates and more prominent ageing of
the population. Compared to 2002, in 2011 the number
of inhabitants decerased in 146 municipalities, while
only 22 of them registered the growth of the population
(Republi¢ki zavod za statistiku, 2012).
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HOCT e 3ronemeHa. Cnopen AHkeTaTa 3a
pabotHata cuna (APC) Bo anpwun 2008
rogvHa, ctankara Ha akTUBHOCT 3a nony-
nauujata Ha Bo3pacTt og 15 0o 64 roguHu
nsHecyea 62,8%, a ucrata onagHa 3a
okony 3% (59,5%) Bo nepuogoT OO OK-
Tomepu 2011 rognHa. CtankaTa Ha Heak-
TUBHOTO HAaceneHWe Ha ucta Bo3pacT ce
3roniemu 3a 4% BO NEPUOAOT O OKTOMB-
pv 2008, oo oktomepu 2010 roguHa, a BO
2011 rogmHa 6ewe okony 40%. Coctoj-
6ata ce oapasu Ha HUCKUTE CTanku Ha
aKTUBHOCT Ha XXeHuTe, Mnagute (Ha BO3-
pact og 15 0o 24 roguHK) U NOBO3pacHu-
Te paboTHuum (Ha Bo3pacT oa 55 fo 64
roavHu).

Tabena 1 — BkyriHo epabomysar-e u
epabomysarbe Ha fiuya Ha eo3pacm o0
15 00 54 200uHu (2008 0o 2011 20duHa)

April 2008, the activity rate for the
population aged 15 to 64 years of
life was 62.8% and it fell by about
3% (59.5%) in the period to October
2011. The rate of inactive popula-
tion of the same age grew by 4%
during the period October 2008 to
October 2010 and in 2011 it was
around 40%. The situation reflects
the low activity rates of women,
young people (15-24 years of life)
and older workers (55-64 years of
life).

Table 1 — Total employment
and employment of persons aged
15 to 54 years of life (2008-2011)

ggglﬁ; 38%11?% gﬁuzpﬁﬁfgﬁg'w Cranka Ha BpaboTeHocT /
Bpa6./ Total Ha CeMejCTBO}'(,)\IKOVIb Employment rate
number of | of employed farmers and | BKynHo / | Maxu/ | e /
employed contributing family members Total Man Women
o | non | 2652429 - 54,0 62,3 46,0
Ay
ol | 2.646.215 443.243 53,3 62,2 44,7
. A;gfi’l" 2.486.734 437.957 50,8 58,7 43,3
R [ o
oot 2.450.643 411.303 50,0 57,4 42,7
5 Af\gfi’l" 2.278.504 326.623 472 54,3 40,3
R [ o
ow | 2.269.565 352.724 47,1 54,4 39,9
Mo | 2.191.392 340.528 45,5 52,2 38,8
)
Y21 2.141.929 329.378 45,3 52,5 37,9

Useop: Penybrnuyku 3ae00 3a
cmamucmuka, 2011 2oduHa.

Source: Republi¢ki zavod za stati-
stiku, 2011.
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MagoT BO BKynHaTa BpabOTEHOCT €
KapakTepuCTUYEH 3a LenMoT Nepuod Ha
TpaH3Mumja u OGewe [AONOMHUTENHO
3acurneH noa BnujaHWe Ha Kpusata of
2008 roguHa.” Bo nepuoaot og 2004 oo
2010 roguHa, cTankata Ha BpaboTeHOCT
ce Hamanum 3a 21% n nagHa Ha nog 50%.
Bo ogHoc Ha nonot, BpaboTyBakeTO €
NOBMCOKO Kaj MaXXWUTe OTKOSIKY Kaj XEeHU-
Te, a BO anpun 2008 roguHa, pasnukaTa
BO CTankata Ha BpaboTeHocT OeLle
16,3%. HeratuBHuTe TpeHOoOBM Npogon-
Xuja u BO HapeaHara roavHa. bpojot Ha
BpaboTeHuTe, Bp3 ocHoBa Ha APC, onaa-
Ha 3a okony 50.000 nuua BO nepuodoT
nomery anpun 2010 u oktomepu 2011 ro-
AVHa, Kora cTankaTa Ha BpaboTeHoCT Jo-
cturHa HuBo of 45,3%. Crankata Ha
BPabOTEHOCT Ha XEeHWTe MPOJOIMKN Aa
onara, gogeka BpaboTeHOCTa Kaj Maxu-
Te manky ce sronemu (Tabena 1), (Peny-
6nuukm 3aBog 3a ctatuctuka, 2011).

MNpomMeHnTe Ha nasapoT Ha TpygoT
BO MWUHATOTO MMaa BnunjaHue BP3 CTPYK-
TYPHUTE KapaKkTepuCTUKnN Ha BpaboTeHu-
Te. Bo oktomepu 2011 roguHa: 56,4% opg,
BpaboTeHuTe pabotea Ha npmBaTHO pe-
rmctpupana concreeHocT, 31,2% Ha gp-
XaBHa concTteeHocT, 12,3% Ha npuBaTHa
HepernctpupaHa concteeHocT 1 1,8% Ha
apyrv hopmun Ha concTeeHocT. Bo ogHoc
Ha Npod)ecUoHanHMoT CTaTyc, Hajrone-
MWOT gen og pabotHunumTe Gea BpaboTe-
Hu (70,0%); no HMB cneagea camoBpabo-
TeHute (22,5%) v uneHoBute Ha ceme;j-
CTBOTO Kou npugoHecysaart (7,5%). MNon-
HOTO paboTHO BpeMe npoJdoskyeBa Aa

7 APC e BoBegeHa Bo Cpbuja Bo 1994. MeryToa,
camo of 2004 rogunHa ctaHa MeryHapogHO cnopep-
nuea. Bo anpun 2008 roguHa, AHkeTtaTta Gelle cme-
HeTa Taka 3a Aa ce OBO3MOXW Nogobpo nokpuTme Ha
YrieHOBMTE KOW NpUAOHeCyBaaT BO CEMEjCTBOTO U ca-
MoBpaboTeHuTe.

The fall in total employment is
characteristic of the whole transi-
tion period and it was additionally
intensified under the influence of
the crisis of 2008.” In the period
from 2004 to 2010, the employ-
ment rate reduced by 21% and fell
to below 50%. Regarding the gen-
der, employment is higher in men
than women, and in April 2008, the
difference in employment rate was
16.3%. Negative trends continued
in the following year. Number of
employees, based on the LFS, has
fallen by about 50,000 people be-
tween April 2010 and October 2011,
when the employment rate reached
the level of 45.3%. The employment
rate of women has continued to de-
cline while male employment rose
slightly (table 1) (Republicki zavod
za statistiku, 2011).

Changes in the labour market
in the past have affected the struc-
tural characteristics of employees.
In October 2011, 56.4% of employ-
ees worked in the private registered
property, 31.2% in the state proper-
ty, 12.3% in the private unregistered
property and 1.8% in other forms of
property. Regarding the profession-
al status, the majority of workers
were employed (70.0%); they were
followed by self-employed (22.5%)
and contributing family members
(7.5%). Full time work continued to
be dominant form of work (87.5%),

" The LFS was introduced to Serbia in 1994. However,
only from 2004 it became internationally comparable.
In April 2008, the Survey was changed so as to enable
better coverage of contributing family members and
self-employed.
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O6uge pomuHaHTHa dopma Ha paboTa
(87,5%), nopeka 10,1% op BpaboteHuTe
“MMaa [OOoroBOpu Ha OnpeaeneHo Bpeme,
n okony 1% op BpaboTteHute pabotar Ha
ce30oHckn pabotHu mecta (Peny6nvukm
3aBo[ 3a cTaTucTuka, 2011).

Bucokata ctanka Ha HeBpaboTeHoCT
C& ywTe € HajronemMmnoT CTPYKTYypeH
npobnem Bo Cpbuja. Cnopen APC, Bo
2007 rogmHa Bo Cpbuja nmano 585.472
HeBpaboTeHu, og ko 289.803 maxu n
295.669 xeHn. Cnopegbata co cocrtojba-
Ta BO NpeTxoaHaTa roamHa nokaxa geka
HeBpaboTeHOCTa 3a NpBnaT € HamarneHa
no kpusata og 1990-tute. AHKeTHaTa
cTanka Ha HeBpabOTEHOCT nagHa oA
20,9% B0 2006, Ha 18,1% Bo 2007 roau-
Ha. Og noyeToKOT Ha kpusata og 2008
rogvHa, HeBpaboTeHoCTa ce 3ronemu u
Bo oktomBpu 2010 rogmHa ja gocTurHa
bpojkaTa og 565.880 nuua. Bo ucro Bpe-
Me, cTankaTta Ha HeBpaboTeHOCT ce 3ro-
nemu og 14,7% Bo oktomepu 2008 rogu-
Ha, 0o 20,0%, co 3HauMTenHW pasnuku
MEry XXEHUTE U MaxuTe n Mery permoHu-
Te (Tabena 2) (Penybnuuknu 3aBog 3a
ctatuctuka, 2011).

while 10.1% of employees had fi-
xed time contracts, and about 1%
of employees worked on seasonal
jobs (Republi€ki zavod za statistiku,
2011).

High unemployment is still the
biggest structural problem in Ser-
bia. According to the LFS, in 2007
there were 585,472 unemployed
in Serbia, of whom 289,803 men
and 295,669 women. Comparison
with the situation in the previous
year showed that unemployment
decreased for the first time since
the crisis of the 1990s. Survey un-
employment rate fell from 20.9% in
2006 to 18.1% in 2007. Since the
beginning of the crisis of 2008, un-
employment increased and in Oc-
tober 2010 it reached the figure of
565,880 persons. At the same time,
the unemployment rate rose from
14.7% in October 2008 to 20.0%
with significant differences between
women and men and between the
regions (table 2) (Republicki zavod
za statistiku, 2011).
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Taberna 2 — BkynHama Hegpabome-
Hocm u HegpabomeHocm Ha nuya Ha
go3pacm 00 15 do 54 eoduHu (2008 do
2011 eoduHa)

Table 2 — Total unemployment
and unemployment of persons
aged 15 to 54 years of life (2008-
2011)

Cranka Ha HeBpaboTeHoCT /
BkyneH 6poj Ha HeBpaboTeHu / Unemployment rate
Total number of unemployed BkynHo / Maxxu / YKenn /
Total Man Woman
Anpun/
Q| Api 432.730 14,0 12,4 16,1
o
N Qe 457.204 14,7 12,7 17,3
ct.
Anpun/
| Api 486.858 16,4 15,0 18,1
o
~ OkT. /
Oct. 516.990 17,4 16,1 19,1
Anpun/
o | April 572.501 20,1 19,4 21,0
o
o 565.880 20,0 19,0 21,2
ct.
Anpun/
= | April 649.155 22,9 22,7 23,1
8 OkT. /
Oct. 690.782 24 .4 23,5 25,6

Useop: Penybnuyku 3a800 3a
cmamucmuka, 2011 2oduHa.

,[TOHNCKMOT pacT Ha HeBpaboTeHo-
cTa, Bo crnopegba co OCTpMOT nag Ha
BpabOTyBakETO, yKaxyBa Ha Toa Aeka
ronem 6poj Ha nuua Kom npectaHane aa
paboTaT cTaHane HeaKTUBHW, a He He-
BpaboTteHun. OcTpuoT nag Ha BpaboTyBa-
HETO W HamanyBaheTo Ha HeBpaboTe-
HOCTa Kaj HajMnagaTta Bo3pacHa rpyna
(15 oo 24 roguHn) NoTBpAYBa Aeka Mna-
AVUTe 3a BpeMe Ha Kpusata 4ecto ce
OAnyyyBaaT 3a HaTamolHo obpa3oBa-
HWe, KaKko anTepHaTuBa 3a pabota. [pyra
HaTNPOCEYHO MorogeHa rpyna ce OHue
Ha BospacT nomery 45 n 54 roguHu. 3a
pasnuka og MnaguTe, nagoTt Ha Bpabo-
TEHOCTa Kaj OBaa Bo3pacHa rpyna e npu-
APY>KEH CO pernaTtuBHO BUCOKW CTanku Ha
HeBpaboTeHOCT. HajuspaseHo BnujaHue

Source: Republi¢ki zavod za statistiku,
2011.

“Smaller rise in unemployment
compared to a sharp fall in employ-
ment suggests that a large num-
ber of people who have stopped to
work went into inactivity, and not
unemployment. A sharp decline in
employment and a fall in unemploy-
ment in the youngest age group
(15-24) confirm that young people
during the crisis often opt for further
education, as an alternative to work.
Another above-averaged affected
group are those between 45 and 54
years of life. Unlike young people,
fall in employment in this age group
was accompanied by relatively high
rates of unemployment. Perhaps
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Ha Kpu3aTa Moxe Oa ce 3abenexu kaj
mnaguTe, LWTO € eBUAEHTHO CO Hamarny-
Bak-€ Ha [JoroBopuTe 1 paboTHUTE MecTa
Ha onpegeneHo Bpeme. Of apyra cTpa-
Ha, noBo3pacHara rpyna Moxebu noseke
e NorofieHa o 3aBpLUyBaH-ETO Ha NpMBa-
TM3aumjata M NpecTpyKTyMpaweTo Ha
npeTnpujaTujata, OTKOMKY of edekTuTe
Ha Kpu3ata“ (ApaHgapeHko, 2011a: 25).

Bo nepuogor Ha TpaH3uuujaTa
CTPYKTYPHUTE KapPaKTEPUCTMKM Ha He-
BpaboTeHnTe, UCTO TaKa, Ce HEMOBOHW,
XeHuTe ce ,paHnuea kateropuja“. Bo ok-
TomBpn 2010 rogmHa, cTankata Ha He-
BpabOTEHOCT Ha XeHUTe W3HecyBa
20,4%, a Ha maxute 19,2%. YwTe noro-
nemwu ce pasnuknTe BO OQHOC Ha cTarnka-
Ta Ha BpabOTEHOCT: 3a XXeHWUTe U3HecyBa
30,9%, a 3a maxute 45,0%. Bo ogHoOC Ha
BO3pacHUTE rpynu, HajBucokarta cranka
Ha HeBpabOTEeHOCT e BO KaTeropujaTa Ha
nvua Ha BospacT of 15 0o 24 roguHw,
koja Bo oktomepu 2010 rognHa nsHecysa
46,1%. bpojoT Ha HeBpaboTeHn mMnagn
Ha Taa Bo3pacT nsHecysa 112.165 nuua,
WTO codmHyBa 19,7% opf BKynHaTa He-
BpaboteHocT. Kaj mnagute nyfe, ucto
Taka, no3abenexuTenHo e wrto paborart
BO Hed)OpManHOTO CTOMaHCTBO W Mpu-
chakaaT paboTHM MecTa nog CBoUTE KBa-
nudmkaumm.

HenoBonHWTe TpeHA0BM Ha Na3apoT
Ha TPyAOT M HeraTMBHUTE eheKTn of Ho-
BMOT 6paH Ha peuecuja, Bo 2011 rogmHa,
ncto Taka, 6ea sugnmen. Crnopeg APC,
Bo anpwn 2011 roguHa, ctankara Ha Bpa-
BoTeHocT n3HecyBa 45,5%, a Taa e 3Ha-
YUTENMHO MNOHUCKa Kaj xeHute (38,8%),
OTKOIKY Kaj MaxuTe (52,2%). Bo Hoems-
pv 2011 roguHa, MaLle ywTe efeH nag
Ha CeBKynHaTa cTanka Ha BpaboTeHocCT
og 0,2% (45,3%), co bnar nopacT Kaj

the most noticeable impact of the
crisis can be observed in the young,
as evidenced by the reduction of
fixed-term contracts and jobs. On
the other hand, the older group may
have been more affected by the
completion of the privatization and
restructuring of entreprises than by
the effects of the crisis” (Arandaren-
ko, 2011a: 25).

Structural characteristics of un-
employed are also unfavourable, so
that it appears that women are ,vul-
nerable category“ throughout the
transition period. In October 2010,
unemployment rates for women
and men were 20.4% and 19.2% re-
spectively. Even greater differences
are in terms of employment rates:
for women they were 30.9% and
for men 45.0%. Regarding the age
groups, the highest unemployment
rate is in the category of persons
aged 15-24 years of life, which was
46.1% in October 2010. The num-
ber of unemployed young people
of that age was 112,165 persons,
which makes 19.7% of the total un-
employment. Young people are also
more prominent to work in informal
economy and accept jobs under
their qualifications.

Unfavourable trends on the la-
bour market and the negative ef-
fects of the new wave of recession
were visible also in 2011. Accord-
ing to the LFS, in April 2011 the
employment rate was 45.5%, and
it was significantly lower in wom-
en (38.8%) than in men (52.2%).
In November 2011, there was a
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BpaboTyBarweTo Ha MaxuTe (52,5%) n
HamanyBake Ha BpaboTyBameTO Ha Xe-
HuTe (37,9%). PeructpupaHata cranka
Ha HeBpabOTEHOCT Ha NuLa KoM aKTUBHO
Gapaat BpaboTyBawe, BO OKTOMBPU
2011 rognHa wusHecyBa 29,6% (MuHm-
cTepcTBO 3a puHaHcun, 2012). MNMopagm
HenoBofHaTa cuTyauumja BO eKOHoMuja-
Ta, He Ce OYeKyBaaT 3Ha4ajHV NPOMEHU
Ha nasapoT Ha TpyaoT Bo 2012 rogmHa.

MNpomeHuTe Kaj BpaboTeHoCTa 1 He-
BpaboTeHOCTa BO TEKOT Ha LENUOT nepu-
o[ Ha TpaHauumja Bnujaewle 1 Ha op-
ManHUTE U Ha HedopmanHuTe nasapu
Ha paboTHa cuna. PaboTtaTta Bo cuBaTa
€KOHOMMja, Kako cTpaTteruja 3a oncraHok
Ha HajcupomallHWTe Oelle WMHTEH3MBU-
paHa 3a Bpeme Ha Kpusute, nopagu He-
MOXHOCT da ce pabotu n 3apaboTka Ha
Hucku nnatu. EQHO nctpaxysare cnpo-
BeeHO of cTpaHa Ha CeeTckaTa GaHka
nokaxa geka so 2005 rogmHa Hecbopmarn-
HaTa BpaboTeHocT npetcTaByBa 43% op,
BKYyMHWOT 6poj Ha BpaboTeHn n 27% op,
nnateHata pabora (CeeTcka 6aHka,
2006 roguHa). Mnagute nuua u nuuata
CO MOHUCKM KBanudpwukaumm Gea gomu-
HaHTHM BO BKYMHWOT 6pOj Ha nuua kowu ce
BKINyumne Bo napanenHuot nasap (Kpc-
1K, 2010). Cnopen APC, HMBOTO Ha He-
dopmanHoTo BpaboTyBane ce 3ronemy-
Ba of 28% (Bo 2002 rogunHa) oo 35% (Bo
2007 roaguHa), godeka npuxoguTte ce
3HAYUTENHO MOHWUCKM OTKOSKY BO chop-
mManHuoTt nasap. Pesyntatute og APC o
2008 rogmHa, nokaxkyBaaT MOHUCKN HW-
BOa Ha HedopmanHoTo BpaboTyBame
(23%), WTO Cce TONKyBa Kako pesynTaT Ha
NPOMeHWTE BO NpecMeTKaTa Ha BpaboTe-
HocTa (BKNy4vyBake Ha 3emjogenuure,
camoBpaboTeHUTE U YNEHOBUTE Ha Cce-
MejcTBOTO Kou NpuaoHecysaar). Kpusata
npuaoHece 3a HaTaMOLLHO HamanyBake

further decline in overall employ-
ment rate of 0.2% (45.3%), with a
slight increase in men employment
(52.5%) and decrease in women
employment (37.9%). Registered
unemployment rate of persons ac-
tively seeking employment in Octo-
ber 2011 was 29.6% (Ministarstvo
finansija, 2012). Due to unfavour-
able situation in the economy, sig-
nificant labour market changes are
not expected in 2012.

Changes in employment and un-
employment in the whole transition
period affected both formal and in-
formal labour markets. Work in the
grey economy as a survival strategy
of the poorest was intensified dur-
ing crises, due to inability of working
and earning low wages. A research
conducted by the World Bank has
shown that in 2005 informal em-
ployment accounted for 43% of total
employment and 27% of paid work
(World Bank, 2006). Young people
and people with lower qualifications
were dominant in the total number
of persons engaged in the parallel
market (Krsti¢, 2010). According to
the LFS, the level of informal em-
ployment increased from 28% (in
2002) to 35% (in 2007), while earn-
ings were significantly lower than in
the formal market. The results of the
LFS of 2008 show lower levels of in-
formal employment (23%) which are
interpreted as a result of changes in
the calculation of employment (in-
clusion of farmers, self-employed
and contributing family members).
The crisis has contributed to further
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Ha cvMBaTa EKOHOMWja, Kako pe3ynTaT Ha
chakToT LWTO OHKNe 6e3 peaoBeH paboTeH
ogHocC npBwu 1 ryéat paboTHMTe MecTa.

CpnckvoT nasap Ha TpyaoT ce Ka-
pakTepuaupa co ouurniegHa ABOjHOCT Mo-
mMery dopManHoTO U HedopManHoTo
BpaboTyBare, paborata BO jaBHMOT U
NPUBaTHUOT CEKTOp, MriateHara, Hacrnpo-
TN HennateHata paboTta, cTaHOapdoT u
paHnueaTta BpaboTeHoCT, UTH. lNMocTojaT
OpOojHN MpeYKkM 3a MPEMUH Of MOHWUCKO
KOH MOBMCOKO HMBO Ha BpaboTyBame,
OHOCHO 3aTBOPaHETO HAa OCHOBHUTE
CErMeHTU Ha NasapoT Ha TPyAoT (jaBHWUOT
cekTop, hopmanHoTo BpaboTyBare, pa-
6otata co normHo paboTHO Bpeme).
, ]PUMapHMOT Nasap Ha TPyAoT € orpaHu-
YeH Ha CeKyMnHWOT jaBeH CeKTop, Moaep-
HWUTE ycnyru (kako WTo ce 6aHKapCTBOTO
n pmHaHcuute, T 1 MapKeTUHr) n ma-
nmoT 6poj Ha roneMu npuBaTU3MpaHn
vpMM BO COMNCTBEHOCT Ha CTPaHLUM.
CeKyHOapHVOT nasap ce COCToM Of;: Bpa-
6oTeHnTEe co hnekcmbunHm QOroBopm 3a
pabota, noronemunoT gen og BpaboTeHu-
Te BO NPUBATHMOT CEKTOpP, CamoBpaboTe-
HWTe, BpaboTeHuTe BO TpaguLMOHasIHK-
Te ycnyru, noBeKkeTo OenoBW Ha WHAY-
cTpujaTa n 3emjogencTsoTo. [NpumapHuoT
nasap Ha TpydoT ce KapakTepuaupa co
6e30eqHOCT Ha paboOTHOTO MecTo, 00bpK
ycnoBu 3a paboTa 1 HaTNPOCeYHN NnaTtu,
a paboTHWTe MecTa BO CeKyHOApHWOT
nasap, rmasHo, ce Hebe3beaHu n cnabo
nnateHn” (ApaHgapeHko, 2011a: 25).

MNpenBuayBawata Ha TpeHOoOBUTE
Ha nasapoT Ha TpyaoT Bo Cpbuja o 2020
roAMHa ce 3aCHOBAaT BP3NPETNOCTaBKUTE
KOW ce OfHecyBaaT Ha AMHamuKaTa Ha
€KOHOMCKMOT pacT M KOHEYHUOT npoLec
Ha pedopmuTe Ha nasapoT Ha TPyaoT.
Ce npeaeunayBa neka BpaboTyBaHETO BO

decline in informal economy, as a
result of the fact that those without
regular employment lose their jobs
first.

The Serbian labour market is
characterized by distinct duality
between formal and informal em-
ployment, work in the public and
private sectors, paid versus unpaid
work, standard and vulnerable em-
ployment, etc. There are numer-
ous barriers to moving from lower
to higher level of employments,
i.e. the closure of the primary seg-
ments of the labour market (public
sector, formal employment, full time
work). “The primary labour market
is limited to the entire public sector,
modern services (such as banking
and finance, IT and marketing) and
the small number of large privatized
firms owned by foreigners. Second-
ary market comprises of employees
with flexible work contracts, the ma-
jority of employees in the private
sector, self-employed, employed in
traditional services, most parts of
industry and agriculture. Primary la-
bour market is characterized by job
security, good working conditions
and above-average wages, while
jobs in the secondary market are
generally insecure and poorly paid”
(Arandarenko, 2011a: 25).

Projections of labour market
trends in Serbia until 2020 are
based on assumptions concerning
the dynamics of economic growth
and the final process of labour
market reforms. It is predicted that
employment in 2013 reaches the
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2013 roguHa ro OOCTUrHyBa HUBOTO Of,
NPETKPU3HMOT Nepuog, Co Uen aa pacte
CO TeMmno BO npocek of okony 50.000
nvua BO roguHnTe nocne Toa. Ha kpajot
O4 NpeaBMAEHVMOT Nepuod, BKYMHWUOT
6poj Ha BpaboTEHM ke AOCTUrHe OKomMy
3.000.000, nnun 440.000 nmua noseke, BO
cnopenba co coctojbata Bo 2010 rogu-
Ha. HespaboTteHocTa Tpeba Oa wuma
TpeHa Ha onafawe og 2013 roguHa, a Bo
2020 roavHa, BKynHMOT 6poj Ha HeBpa-
6oteHn Bo Cpbuja ke Buae HamaneH 3a
okony 340.000. Bo cnopenb6a co uenHa-
Ta cTanka Ha BpaboTeHOCT 3a nomnyna-
umnjata Ha BospacTt og 15 oo 64 v og 20
no 64 rogmHn, 3a EY Bo 2020 roguHa
(70% un 75% 3a cekoja of HVB), Npensu-
aeHute ctanku Bo Cpbuja ce mHory no-
Huckn (61% n 66% 3a cekoja of HWB)
(Brnaga Ha Peny6nuka Cpbwuja, 2010 ro-
AVHA).

PechopmcKku Hacoku 1 cTparteLuka
OCHOBa Ha NpoMeHuTe

KpajHo HENoBONMHMTE MHAMKATOPK Ha
nasapoT Ha TpyaoT yKkaxyBaaT Ha noTpe-
6aTa 3a UTHN pedPopMM Ha NOYETOKOT Ha
2000-tute. ,belue jacHo feka e noTpeb-
Ha gnaboka pedopma n geka pecdopma-
Ta HA UHCTUTYLUWTE Ha Na3apoT Ha Tpy-
AOT 1 NonuTuKkMTe 3a BpaboTyBame Tpe-
6a ga Gugat ycornaceHu co reHeparnHa-
Ta Hacoka Ha pedopMM Ha nasapoT Ha
Tpynot“ (ApaHgapeHko, FonuuuH, 2006:
265). 3akoHOOaBHWUTE W CTpaTeLlkuTe
pedopmMun Ha nNasapoT Ha TpyaoT bea au-
HaMW4HM 1 NOKPaj Toa LWITO ,MonuTMKaTa
3a BpaboTyBare He e 3emeHa npeasua
BO MPOLECOT Ha CeBKynHuUTe pedopmu’
(Bykosuk, Mepuwwnk, 2011: 239). Cy-
LUTUHCKNTE MHOMKATOPWU Ha CPMCKMOT na-
3ap Ha TPyOoT yKaxyBaaT Ha NPOMEHETH
npobnemu Bo ogHoc Ha 1990-TuTe, HO

level from the pre-crisis period, in
order to grow at the pace of about
50,000 persons on average in
years after that. At the end of pro-
jected period, the total number of
employees would reach an esti-
mated 3,000,000 or 440,000 people
more compared to the situation in
2010. Unemployment should have
a declining trend from 2013, and
in 2020, the total number of unem-
ployed in Serbia would be reduced
for about 340,000. Compared to the
target employment rate for the pop-
ulations of 15-64 and 20-64 years
of life for the EU in 2020 (70% and
75% respectively), the projected
rates in Serbia are much lower
(61% and 66% respectively) (Vlada
Republike Srbije, 2010).

Reform directions and
strategic basis of changes

At the beginning of the 2000s,
extremely unfavourable labour mar-
ket indicators pointed to the need
for urgent reforms. “It was clear that
a profound reform is necessary and
that the reform of labour market in-
stitutions and employment policies
needs to be harmonized with the
general direction of market reforms”
(Arandarenko, Golicin, 2006: 265).
Legislative and strategic labour
market reforms were dynamic, but
despite that “employment policy
has been ignored in the process of
overall reforms” ( Vukovic, Perisic,
20011: 239). Actual indicators of
the Serbian labour market point to
changed problems in relation to the
1990s, but also to new challenges
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UCTO Taka, U Ha HOBWUTE NpeausBuLM 3a
KOW KpeaTopuTe Ha nonuTuKaTa He ycne-
aja oa Hajaoat ehekT1BHU peLleHm;ja.

lMpomeHuTe BO perynaropHara pam-
Ka Ha Na3apoT Ha TPYAOT 3ano4yHa co Jo-
HecyBat-€TO Ha 3akoHOT 3a paboTHUTE
ogHOCU KOH KpajoT Ha 2001 roguHa.
MoTtoa, 3akoHOT 3a BpaboTyBahe U OCK-
rypyBawe BO Cfyyaj Ha HeBpaboTeHOCT
Gewwe goHeceH Bo 2003 roanHa, BoBeay-
Bajkn MHOBALUW BO MHCTUTYLMOHANHUTE
acrnekTV Ha nasapoT Ha TPYAOT U CuUCTe-
MOT 3a OCurypyBawe npu HeBpaboTe-
HocT. OBKe OBa 3aKoHa co3aajoa 3Hauu-
TEMHO pas3nnyeH KOHTEKCT Ha paboTHUTE
ogHocu BO crnopegba CoO MPEeTXO4HUOT
nepuog. Bo ncto Bpeme, Tme rm Hanpa-
BMja NpONMCMTE Ha Nas3apoT Ha TPyaoT
noBeke CnuM4YHKM co ronem 6poj Ha apyru
3eMju BO TpaHauuuja.®

HajsabenexutenHata npomeHa e
HanpaseHa co ogpeabuTe Haco4eHN KOH
co3gaBare Ha NonekCMbuHn ogHoCK
Ha nasapoT Ha TPyAoT, 3a pasnuka of
NPETXOAHUTE CTPOry 3aKOHU, BP3 OCHOBA
Ha KOW pernctTpupaHuTe BpaboTeHN yxu-
Baa BMCOK CTeMneH Ha 3awTtuta, Ho 6es-
6egHocTa Ha pabOTHOTO MecTo, BCYLU-
HOCT, r0 KOMMpPOMWUTUPAA E€KOHOMCKMOT
acnekT, T.e. npoduToT of paborara.
Taka, HOBaTa nerucnaTtvea rm orpaHuyu
npaeaTa Ha BpaboTeHWUTe W v NpoLMpu
npaeata Ha paborogasayute. Cenak, Ha-
CKOpPO Ce [joKaXka [ieka HeJoCTaToKoT Ha
andbepeHumjaumja Ha 3akoOHCKUTe ogpea-
61 Kou ro perynupaart NpMBaTHWOT U jaB-
HMOT CeKTop, WTo 6elwe MOTUBMPAHO CO
KpemparheTo Ha eOuHCTBEHUOT CUCTEM

8 [NpuunHUTE 3a Toa MOXE [a Ce HajaaT BO y4eCTBOTO
Ha CeeTckaTa 6aHka BO CO3[aBaH-e€TO Ha HaupTute
Ha OBMWe [Ba 3aKkoHa. Hej3aMHOTO y4ecTBO He MOxe
fAa ce n3berHe 3apagv HejavHaTa ynora Ha AoOHAaTop
1 eKcnepr.

for which policy makers failed to
find effective solutions.

Changes in the regulatory fra-
mework of the labour market start-
ed with the adoption of the Labour
Law at the end of 2001. After that,
the Law on Employment and Unem-
ployment Insurance was enacted
in 2003, introducing innovations in
the institutional aspects of labour
market and unemployment insur-
ance system. These two laws cre-
ated a significantly different context
of labour relations compared to the
preceding period. At the same time,
they made the labour market regu-
lations more similar to a number of
other transition economies.?

The most noticeable shift was
made by the provisions aimed at
creating more flexible labour mar-
ket relations, in contrast to previ-
ously rigid laws, based on which
registered employees enjoyed high
degree of protection but the job se-
curity in fact compromised the eco-
nomic aspect, i.e. profit from work.
Thus, the new legislation restricted
the rights of employees and wid-
ened the rights of employers. How-
ever, it soon proved that the lack
of differentiation of legal provisions
regulating the private and the pub-
lic sectors, which was motivated by
creating a uniform system of em-

8 The reasons for that can be found in the participation
of the WB in the creation of drafts of these two laws.
Its participation could not be avoided due to its donor
and expert role.
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Ha 3awWwTuTa Ha BpaboTeHuTe, He Oelue
3acHOBaH Bp3 TOYHATa NpeTrnocTaBka 3a
(6p30) 3aBpllyBate Ha npvBaTU3auuja-
Ta.

JInbepanHute 3akOHCKM ofpeadw,
KOW MHOTY v onpasgaa npouenypute 3a
BpaboTyBak-e 1 OTNyLITawe Ha BpaboTe-
HW, Hamgoa Ha CnpOTMBCTaBYBHE U
WTpajkoBm Ha paboTtHuuute. Of rmegHa
TOYKa Ha paboTHMUUTE, BP3yBa-ETO Ha
MWHMManHaTa nnara co TpowouuTe 3a
XuBeeke€, NoTpebute, coctojbata Ha na-
3apoT Ha paboTHa cuna M pasBojoT Ha
3emMjata, ro penatmBmavpaa KOHLENTOT
Ha OOp)KyBak€e Ha XMBOTHWOT CTaHAapA.

MonenHakBo BaxeH aen og pedopm-
CKMOT nakeT Oelle HamanyBaweTo Ha
AaHouuTe (M NpUaoHecUTe Ha nnartu) co
Luen Ja ce neranuavpa cuBata €KOHO-
Muja ¥ yHanpegyBaweTo Ha AlMT
(AKTUBHMTE NOMUTMKM Ha nNas3apoT Ha
TpyaoT). Bo ucto Bpeme, 6ea uHkopno-
pUpaHn ,penaTmBHO LUMPOKOrpagu Cco-
LpjanHu nporpamu 3a oHue kow v rybar
cBoute paboTHM MecTa unm ce cornacy-
BaaT AOOPOBOMHO Aa ja HanywTaT KOM-
naHujata (BO COrNacHoOCT co 3aKOHOT 3a
BpaboTyBare, o PoHAOT 3a TpaH3Muuja
1 og cpencTeata obveHn npeky npuea-
Tu3auujata), kom Tpebawe ga ro ybna-
XaT MOXHOTO W BepOojaTHO BOLLyBaHe
Ha couwujanHata cocTtojba BO TEKOT Ha
TpaHauuujata“ (Mujatosuk, 2005: 300).

CucTtemoT Ha ocurypyBame npu He-
BpaboTEHOCT € CMEHET BO OAHOC Ha Ha-
aomecToumTe 3a HeBpaboTeHocT. Bo Te-
KOT Ha 1990-TuTe, OcurypyBaheTO Mpu
HeBpaboTeHocT Oelwe gen on ,pella-
BaH-ETO“ Ha NPOONEMOT Ha OTNYLUTEHNTE
o4 paboTa Kako BMLLOK: NPaBOTO Ha Ha-
AomecT Gelle CnpoBefeHo Ha egHocTa-

ployees’ protection, was not based
on a correct assumption about the
(fast) completion of the privatiza-
tion.

Liberal legal provisions, which
highly rationalized procedures of
hiring and firing employees, were
met with opposition and strikes of
workers. From the perspective of
workers, tying the minimum wage
to the cost of living, needs, labour
market situation and development
of the country, relativized the con-
cept of living standard maintenance.

Equally important part of the
reform package was the reduction
of taxes (and contributions on sal-
aries) with a view to legalizing the
grey economy and promotion of
ALMP. At the same time, “relatively
generous social programmes for
those who lose their jobs or agree
to voluntarily leave the company
(pursuant to the Law on Employ-
ment, from the Transition Fund and
from the funds obtained through
the privatization) which were sup-
posed to alleviate the potential and
likely worsening of the social situa-
tion during the transition” (Mijatovic,
2005: 300) were incorporated.

The system of unemployment
insurance was changed regarding
unemployment benefits. During the
1990s, unemployment insurance
was a part of “solving” the prob-
lem of redundancy: the right to the
benefit was effectuated in a sim-
ple manner, often until retirement.
However, from 2003 its amount was
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BEH Ha4MH, YeCTO A0 MEH3MOHUPAHETO.
MeryTtoa, og 2003 roguMHa BucMHaTa Ha
HagoMecTOT e HamaneHa Ha 60% of
NPEeTXoAHUTE NPUXOAM Ha BPabOTEHMOT,
BO TEKOT Ha NpBUTE TPU MeceLu, a no Toj
nepvod, Ha 50%. 3awTtuTHa knaysyna
bewe oppenbara wWTO nNpedBuoyBalle
oBaa cyma Ja He cmee Aa buge nomana
o MUHMMarnHaTa nnaTa, HO He NMoBUCOKa
oA npoceyvHata nnata Bo Cpbwuja. MpeT-
XOOHO BanMOHOTO 3aKOHCKO PeLUeHne Ha
POKOT Ha Mrakawe koe Tpaewe of 3 Oo
24 meceum belle 3agpXKaHo, Kako 1 npa-
BOTO Ha eHOKpaTHa ucnnarta BO Cryuyaj
Ha camoBpaboTyBawe. Bo coctojba Ha
HeOoCTUr Ha CpeacTBa 3a nnakake Ha
HagomecTouuTe, MOCTOELWe pasyMeH
CTpaB oA 3ronemyBamwe Ha 6pojoT Ha
nvua kou 6apaat HagomecToum (nopaau
npueaTnsaumjata u pecTpyKTyMparEeTo,
kako 1 nonubepanHute ogpeadu on 3a-
KOHOT 3a pabotHuTe ogHocu). Cenak,
0BOj Opoj He Gelle NpemHOry 3rofieMeH
Gapem BO NpBMOT NEPUOA Of NpuMeHaTa
Ha 3akoHOT, Buaejkn MHOry of, OHME Kou
rm 3arybune csoute paboTHM MecTa ce
ognyuynja 3a epgHoKpaTHM ucnnatn of
TpaH3nUMOHMOT poHA. 3a0CTpyBaH-ETO
Ha KpuTepmymnTe 3a No406HOCT 3a Hafo-
MECTOK 3a HeBpabOTEeHOCT, UCTO Taka,
npowusnese og notpebara aa ce obecxpa-
OpaT KopucHMUMTE Aa ce noTnupaar Ha
CUCTEeMOT 3a 3alTuTa.

[loHecyBaH€eTO Ha HOBMOT 3aKOH 3a
pabotHute ogHocu og 2005 roguHa belue
NpoaoKyBare Ha pecdopmute. MNpome-
HWUTe KOW rn BoBeae oBOj 3akoH Gea oue-
HETU KaKo 3HayajHW, HO He 1 pyHaameH-
TanHoO PasnuyHu of NPETX0AHMOT 3aKoH
(og 2001). Crapuot 3akoH belue npem-
HOry KpyT 3a BpaboTeHuTe, CO ornea Ha
HWUCKOTO HMBO Ha HWBHaTa 0e30eaHOCT,

reduced to 60% of previous earn-
ings of employee, during the first
three months, and thereafter at
50%. Safeguard clause was a pro-
vision that this amount shall not be
less than the minimum wage, but no
higher than the average salary in
Serbia. Previously valid legal deci-
sion on the payment period lasting
from 3 to 24 months was retained
as well as the right to one-time pay-
ment in case of self-employment. In
the situation of the lack of funds for
paying the benefits, there was a ra-
tional fear of increasing the number
of benefit seekers (due to privatiza-
tion and restructuring, as well as
more liberal provisions of the La-
bour Law). This number was not,
however, excessively increased at
least in the first period of the Law
implementation, because many of
those who lost their jobs opted for
one-time payments from the Tran-
sition Fund. Tightening of eligibilty
criteria for unemployment benefits
also stemmed from the need to dis-
courage users to rely on the protec-
tion system.

Adoption of a new Labour Law
of 2005 was the continuation of re-
forms. The changes it introduced
were evaluated as significant, but
not fundamentally different from the
previous Law (of 2001). The old Law
was too rigid for employees given
the low level of their security, but it
was not flexible enough for employ-
ers and therefore unsatisfactory for
economic development. Numerous
solutions have been partial in order
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HO He Oelle OOBONHO donekcubuneH 3a
paboTogaBaymTe 1 3apagu Toa HEMnoBo-
fneH 3a eKOHOMCKMOT pa3Boj. bpojHute
peLLeHmnja ce AenyMHO COo Len Aa ce oap-
XM KOMMPOMMC NOMEry OHME KoM ce 3a-
naraat 3a nasapHata opueHTauuja u
OHMe Kou ce Bopea 3a OMCTAHOKOT Ha
enemMeHTUTe 0f COLMjanmucTMYKoTO ca-
moynpasyBawe. MeryToa, buaejkv HoBu-
or 3akoH Oelle noBeke BO KOPUCT Ha
BpaboTeHnTe, TOj Ce COoYU CO CUMeH
NPOTECT Ha CTPaHCKUTE WHBECTUTOPW,
CBE n MM®. VcTo Taka, NoCTOu MUCHeHe
AeKa nako 3aKoHOT ,Hanpasu oapeaeHu
NMPOMEHN BO KOPUCT Ha BpaboTeHuTe u
Ha TOj Ha4WH r1 n3banaHcmpa OCHOBHUTE
NPeaycnoBu 3a paMHOMNPaBHOCT Ha na-
3apoT Ha TPyOoT, MHOTY peLleHuja, Ko,
HaBogHo, 6ea BO KOpUCT Ha BpaboTeHu-
Te, Ce MOoKaxaa Kako HeogpKnmen®
(Fykuk, 2008: 213). CTeneHoT Ha drek-
cMbunHocTa Ha nas3apoT Ha TpyaoT e
Manky HamaneH, fofeka TpollouuTe 3a
TPyOooT cTaHaa nockanu. CTeneHoT Ha
3awTutata Ha BpaboTeHuTe ce 3rofiemu,
HO Kako pesynTar Ha Toa, pasnukara no-
mery BpaboTeHuTe u HeBpaboTeHuTe ce
3rofieMmn, a MOXHOCTUTE Ha HeBpaboTe-
HWTe Aa BnesaT Ha nasapoT Ha paboTHa
cuna 6ea HamaneHu.

CrpartellkuTe Lenu Ha pedopmuTe
Ha nasapoT Ha TpygoTt, Bo 2005 rognHa
6ea jacHo gedmHUpaHn 3a cnegHuoT ne-
pvog of net roamHn (2005-2010). Ha-
LMoHanHarta cTparteruvja 3a BpabotyBare
(HCB) ©Gele uernocHo cropennnea co
EBponckara crpatervja 3a BpaboTyBa-
e, BO CMUCMa Ha WHKopnopupakwe Ha
eBponckute uUenu (uenocHa BpaboTe-
HOCT, nogobpeH KBanuTeT U NPOAYKTUB-
HOCT, norofieMa Koxesuja Ha nasapoT Ha
TpyaoT). HauumoHanmHute npuopuTeTU
Gea nocTaBeHM Kako ,noaapLUKka Ha Aau-

to maintain a compromise between
those who advocated a market ori-
entation and those who fought for
the survival of elements of social-
ist self-management. However, be-
cause the new Law was more in fa-
vour of employees it was faced with
strong protest of foreign investors,
WB and IMF. There is also an opin-
ion that although the Law “made
some changes in favour of em-
ployees and thereby balanced the
basic preconditions for equality in
the labour market, many solutions
that were allegedly in favour of em-
ployees, have proved to be unsus-
tainable” (Buki¢, 2008: 213). The
degree of labour market flexibility
has been slightly reduced while la-
bour costs have become more ex-
pensive. The degree of employees’
protection has increased, but con-
sequently, the difference between
the employed and unemployed was
increased and the opportunities
of unemployed to enter the labour
market were reduced.

The strategic aims of labour
market reforms were defined ex-
plicitly in 2005 for the next five year
period (2005-2010). The National
Employment Strategy (NES) was
fully comparable with the European
Employment Strategy in terms of
incorporating the European objec-
tives (full employment, improved
quality and productivity, greater la-
bour market cohesion). The nation-
al priorities were set as “support to
direct foreign investments and ac-
tivation of domestic savings aimed
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PEKTHUTE CTPAHCKW MHBECTMLUMMN U aKTU-
BUpate Ha [OMallHWTe 3aliTeaum, co
Llen 3a oapXyBare U 3rofieMyBate Ha
BpaboTeHOCTa U HamarnyBake Ha pasnu-
KaTa nomery perMoHanHuTe nasapu Ha
Tpyoot* (BykoBuk, 2009: 210).'6

HajHoBMTE 3aKOHCKM M3MeHn Oea
HanpaeeHu Bo 2009 roguHa, kora belue
YCBOEH HOBMOT 3aKoH 3a BpaboTyBakE 1
ocurypyeake BO CNny4aj Ha HeBpaboTe-
HocT. Toj rm domHanuavpawe AMNMT (Ak-
TUBHUTE MONUTMKMA Ha Ma3apoT Ha Tpy-
OOT) M M 3a0CTPU HAagOMECTUTE 3a He-
BpaboTEHOCT. YLITe egHall, HO cera 3Ha-
YUTENHO MoBeke, ce NPOMEHWja Npasu-
nata 3a ypegyBare Ha HagoMecTouuTe
3a HeBpaboteHocT. Cera HagOMECTOKOT
nsHecyea 50% oa npoceyHata 3apabo-
TyBayka Ha BpabOTEHMOT BO TEKOT Ha 6
Meceum nped HeBpaboTeHocTa. M nokpaj
TOa LWITO € YTBPOEHO AeKa TOj HE MOXe
na ouge noHusok on 80% on MUHUMAan-
HaTa nnara, HeroBaTta BUCWHa, T.e. Aape-
XINMBOCTa Ha CUCTEMOT € HamarneHa.

Hoeata HCB, 3a nepuogotr 2011-
2020, npeTcTaByBa MNPOLOSMKEHME Ha
CTPaTELLKOTO YNaTCTBO Ha, TakaHapeye-
HMOT, HOB MOAEN Ha pasBoj, CO Npuopu-
TETUTE Ha npomouujata Ha BpaboTy-
BaH-ETO, CoUMjanHaTa BKITy4EeHOCT U UH-
BECTUPAHKETO BO YOBEYKMOT KanuTtarn.
BocnocTtaByBareTo Ha edukaceH, cTa-
OGuneH 1 ogpXnuB TPEHA Ha pacT Ha Bpa-
BGoTEeHOCTa M LenocHa YCOornaceHoCT Ha
HaLMoHanHaTa paMka Ha nasapoT Ha pa-
0OoTHa cuna co eBpONCKOTO 3aKOHOAaB-
CTBO, Ce WAEHTUMMKYBAHMN KaKO rMaBHa
Liern Ha HauMoHanHara nonnTuka 3a Bpa-
6otyBane go 2020 roguHa.

® CnepgyBa ycBojyBakeTo Ha HauuoHanHuot
akumoHeH nnaH (HAIM) 3a nepuogot 2006-2008.

at maintaining and creating employ-
ment and reducing the difference
between regional labour markets”
(Vukovi¢, 2009: 210)."

The latest legislative changes
were made in 2009, when the new
Law on Employment and Unem-
ployment Insurance was adopted.
It finalized the ALMP and tight-
ened unemployment benefits. Once
again, but now considerably more,
rules governing unemployment
benefit became changed. Now ben-
efit amounts to 50% of the aver-
age earnings of employee during
6 months prior to unemployment.
Even though it is stipulated that it
cannot be lower than 80% of the
minimum wage, its amount i.e. the
generosity of the system is reduced.

A new NES, for the period 2011-
2020 presents a continuation of the
strategic guidandce to the so-called
new development model, with the
priorities of employment promotion,
social inclusion and investment into
human capital. Establishing of an
effective, stable and sustainable
employment growth trend and the
full compliance of the national la-
bour market framework with the Eu-
ropean acquis have been identified
as the main objective of the national
employment policy until 2020.

® The adoption of the National Action Plan (NAP) for
the period 2006-2008 followed.
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AKTUBMpaHe Ha HeBpaboTeHUTe

Opn 2003 rogmMHa, cUCTEMOT Ha He-
BpabOTEHOCT € U3MEHET CO MEpPKMTE Ha
AIMMT (AKTMBHUTE NOMUTMKN HA Na3apoT
Ha TpygdoT). VIcTo Taka, n3ameHeta e 3a-
KOHcKaTa gedvHunumja 3a HeBpaboTeHu-
Te, Taka LTOo Taa rm BKIyvyyBa CaMo OHWE
Ko ,aKkTnBHo 6apaaT BpaboTyBahe"
(uneH 4 op 3akoHOT 3a BpaboTyBawe U
ocurypyBake BO Crny4aj Ha HeBpaboTe-
HocT, 2003 roamHa), kako 1 ga 06e3bean
ogpeneHn npoueaypy Kou ro goKaxyBsa-
at Toa. [Nokpaj Toa, usmeHeta e fednHU-
umjata 3a ,coodBeTHa paboTa“, co uen
Aa ce HanpaBu NPeLM3HO U3OBOjyBaH-E
Ha OHME Kou HaBUCTMHaA GapaaT Bpabo-
TyBahe, 0f, OHWE KOW CE PEerncTpupaHu
Kako HeBpabOTeHM CO Len Aa ce peanu-
3upaat ogpefeHu apyru npasa (CTojaHo-
BuWK, 2005).

Lenta Ha AMMNT (AkTMBHUTE nomnu-
TUKM Ha Na3apoT Ha TPyAoT) belue nocTa-
BEHa Kako onwTo noaobpyBawe Ha
BpPEAQHOCTa Ha YOBEYKMOT KanuTan, aoae-
Ka KOHKpeTHWUTe mepku bea: ,1. Mepkn 3a
oxpabpyBar€e 3a HOBO BpaboTyBame€; 2.
BpaboTyBawe Ha oapedeHu Kateropum
Ha HeBpaboTeHn (kou ce BO noTpara no
HoBa paboTa, 4ONropoYHO HEBPABOTEHU-
Te un nuuara noctapu og 50 rogmnn); 3.
BpaboTtyBare Ha Geranuure n BHaTpeLu-
HO pacenexHute nuua; 4. BpabotyBare
Ha ETHWYKUTE MarnuMHCTBA CO BUCOKU
cTanky Ha HeBpaboTteHocT, 5. Bpaboty-
Bake M npodhecunoHanHa pexabunura-
UMja Ha nuuarta co nocebHu notpedu n
Ha OHMEe CO HamaneHa paboTHa cnocob-
HoCT; 6. BpaboTtyBare Ha cTevajHuTe pa-
6oTHUUKM; 7. TpodecnoHanHa Mobun-
HocT; 8. CamoBpabotyBawe; 9. JaBHu
pabot n 10. Opyrn mepkn 3a nogobpy-
Bakbe Ha BpaboTyBamweTo“ (4neH 31,

Activation of unemployed

Since 2003, the system of un-
employment benefits has been
amended by the ALMP measures.
Also the legal definition of an unem-
ployed became changed, so that it
includes only those “actively seek-
ing an employment” (Article 4, Law
on Employment and Unemployment
Insurance, 2003), as well as to pro-
vide for specific procedures proving
that. In addition, the definition of a
“suitable work” was changed in or-
der to make a precise spearation of
those truly seeking an employment
from those registered as unem-
ployed for the purpose of effectuat-
ing some other rights (Stojanovié,
2005).

The aim of ALMP was set as a
general improvement of the hu-
man capital value, while the con-
crete measures were: “1. measures
to encourage new employment; 2.
employment of certain categories of
unemployed (searching a new job,
long-term unemployed and people
over 50 years of life); 3. employment
of refugees and internally displaced
persons; 4. employment of ethnic
minorities with high unemployment
rates; 5. employment and vocation-
al rehabilitation of disabled persons
and those with reduced working ca-
pacity; 6. employment of redundant
employees; 7. occupational mobil-
ity; 8. self-employment; 9. public
works and 10. other measures for
employment improvement” (Article
31, Law on Employment and Unem-
ployment Insurance, 2003). Those
measures were supposed to be
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3akoH 3a BpaboTyBare U OcUrypyBame
BO cny4aj Ha HeBpaboTeHocT, 2003 rogu-
Ha). Tue mepkn Tpebawe ga bugat du-
HaHCcMpaHW of, HauMoHanHMoT ByueTt, a
NCTO Taka, 1 of, cpeacTBaTta Ha JloKasrHu-
Te 3aegHuum. Toa pelueHue bele BO Co-
rmacHocT co notpebara 3a geueHTpanu-
3auuja Ha NpoLecoT U, UCTO Taka, npea-
BMOyBa nporpamute da ce v3BedyBaar
O CTpaHa Ha HauuoHanHata cnyxba 3a
BpaboTyBare (HCB) n npueatHuTE areH-
umn.

[MpomeHuTe BO 3aKOHCKaTa 3agHUHA
Ha AMMT ce nogrotBexun ywTte og 2007
roavHa, 3a KOHe4YHo Aa ce hopmynmpaar
1 Aa dbupaTt cTaBeHW BO cuna Aase roanHu
nogouHa. ,AMNMT Bo 3akoHOT ce dhopmy-
nvpaHu Ha efeH y6aB U MOOEpPEH HauMH.
MNpobnemnte ce jaByBaaT BO HMBHaTa
onepauuoHanusauuja: HUTy nMa napu 3a
aKTVBHM MepKM 3a BpaboTyBake, HUTY
HCB pabotn Ha gOBOMHO BMCOKO HMBO®
(MujaTtoBuk, 2005: 314). Bo npakcara,
MepKMTE Ha nocpeayBamwe M 0bpasoBa-
HMe Ha HeBpabOTEHUTE Ce CENEKTUBHO
npumeHyBaHu. PacxoguTe 3a akTUBHUTE
MEpKM BO NPBWOT Nepuog Ha crnpoBeay-
BatbeTO Ha 3akoHoT oa 2003 roguHa ms-
HecyBaa camo O€en of efeH NPOLEHT o
BAM (MujatoBuk, 2005).

Kopurnpareto Ha oHa LUTO Ce rnokKa-
Xa Kako HecOoo[dBETHO BO MpakTukaTta,
BKIy4n NPOMEHA Ha KpyTWUTe npasuna u
nosnuunoHupare Ha HAI BO Kny4yeH WH-
CTPYMEHT 3a Kpeupare 1 NnaHupare Ha
aKTUBHUTE Nporpamu, Kako u onwTa u
WHKNy3nBHa gedwmHuumja Ha  AMMT
,OCTaBajkn MOXHOCT HaOIEXHOTO MUHU-
CTepCTBO Aa ce npuraroay Ha roguLlHu-
OT aKUMOHEH NNaH 3a CyWTUHCKUTE No-
Tpebn Ha nasapoT Ha TpyaoT v Ada aa
BOBeyBa NpomeHu no nortpebda“ (ApaH-
aapetxko, 20116: 241).

funded from the national budget and
also from the funds of local commu-
nities. That solution was consistent
with the need to decentralize the
process and it also provided for that
the programmes are to be carried
out by the National Employment Of-
fice (NEO) and private agencies.

Changes in the legal backgro-
und of ALMP have been prepared
since 2007, to be finally formulated
and put into effect two years later.
“ALMP is designed in a nice and
modern manner in the Law. Prob-
lems arise in its operationaliza-
tion: neither there are money for
active employment measures, nor
the NEO operates at a sufficiently
high level” (Mijatovi¢, 2005: 314).
In practice, measures of mediation
and education of unemployed have
been selectively applied. Expendi-
tures for active measures in the first
period of the implementation of the
Law of 2003 amounted to a frac-
tion of a percent of GDP (Mijatovic,
2005).

Correcting what proved to be
inadequate in practice, included
changing the rigid rules and posi-
tioning NAP into a key instrument
for the creation and planning active
programmes, as well as general
and inclusive definition of ALMP
“leaving the possibility to the com-
petent ministry to adjust the annual
action plan to the actual needs of
the labour market and to innovate
them as necessary” (Arandarenko,
2011b: 241).
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HAI, cnopeq Toa, € NocTaBeH Kako
OCHOBa 3a MNnaHupawe Ha OyLeToTr BO
0OHOC Ha BpaboOTyBaH-ETO, KAaKO N WH-
CTPYMEHT 3a BOCMNOCTaByBak€ Ha Lienu-
Te u npuoputeTute Ha AINT, Ha ceBouTe
nporpamMu 1 Mepku 3a criegHara roguHa,
Kako 1 paHNMBUTE rPynu, YUN YSIEHOBU
ke umaat npuopuTeT Npu BpaboTyBake-
T0. loguwHaTa nporpama 3a obpasoBa-
Hue n obyka 3a noTpebute Ha nasapoT
Ha TPYLOT cTaHa cocTaseH aen Ha HAT.
Bo ncto Bpeme, 61 ce ogpeavna peanu-
3aumjata Ha HCB Bo ogHOC Ha cnipoBeay-
BatkE€TO Ha MporpamuTe, Kako u cre-
OEHETO 1 NpoLeHKaTa Ha edekTuTe oA
ANMT.

AKTMBHUTE MEpKM Ha nas3apoT Ha
TPyooT ce pededuHMpaHu 3a ga BKy-
yat: ,1. MNocpenyBare npu BpaboTyBa-
HETO Ha nuua kou Bapaart paborta; 2.
CTpy4Ha MOMOLL M COBETYBaH-€ 3a NMaHM-
pakte Ha kapueparta; 3. CybeeHuun 3a
BpaboTyBare; 4. Nogapwka 3a camo-
BpaboTyBare; 5. [lononHutenHa egyka-
unja n obyka; 6. CTuMynaumm 3a KOpucHu-
uuTe Ha bMHaHCUCKUTE HagomecTouw; 7.
JaBHuTte pabotu; 8. pyrn mepku® (4neH
43, 3akoH 3a BpaboTyBare U ocurypy-
Bak-€ BO Crny4aj Ha HespaboTteHocT, 2009
roguHa).

MocpenyBaneTo Npu BpaboTyBake-
TO Ce odHecyBa Ha MOBp3yBake Ha He-
BpaboTeHuTe 1 pabotogaBaunte, ogHOC-
HO ycornacyBawe Ha noHygata u noba-
pyBaykaTa. 3akoHOT ja ybnaxyea obBp-
cKkaTa Ha paboTogaBaynTe BO CMUCNA Ha
n3eectyBawe Ha HCB 3a HuBHWUTE no-
Tpebu 3a NnacmaHn - CaMo OHWEe KOW Ha-
BMCTUHA ouvekyBaaT HCB ga um Hajoe
Hekoj BpaboTeH, Toa Tpeba aa ro npujaen
Ha HCB. T[locpegnyBareT0, NOMery apy-

The NAP is consequently posi-
tioned as the basis for the budget
planning regarding employment as
well as an instrument of establish-
ing goals and priorities of ALMP, its
programmes and measures for the
coming year, as well as vulnerable
groups whose members will have
priority in employment. An annual
programme of education and training
for the labour market needs has be-
come an integral part of NAP. At the
same time, the performance of the
NEO would be determined regarding
the implementation of programmes,
as well as monitoring and evaluation
of the effects of the ALMPs.

Active labour market measures
have been redefined to include: “1.
mediation in the employment of job
seekers; 2. vocational guidance and
counseling on career planning; 3.
employment subsidies; 4. support to
self-employment; 5. additional edu-
cation and training; 6. incentives for
users of financial benefits; 7. public
works; 8. other measures” (Article
43, Law on Employment and Unem-
ployment Insurance, 2009).

Mediation in employment re-
lates to linking unemployed and
employers, i.e. matching supply
and demand. The Law relaxes the
obligation of employers in terms of
reporting to the NEO their needs
for placements — only those really
expecting the NEO to find them an
employee should report that to the
NEO. Mediation includes, among
others, counseling and develop-
ment of individual employment plan
(IEP). The IEP is to be determined
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roTo, BKIy4YyBa COBETYBaHE€ N pa3Boj Ha
nHavBMayaneH nnaH 3a BpaboTyBare
(MMB). WHamempyanHata o6pasoBHa
nporpama Tpeba Aa ce yTBpAM BO POK 0Of
3 MeceuM OTKako HeBpabOTEHWOT ke ce
pernctpupa Bo HCB, Taa Tpeba pa ce
peBuaMpa Ha CeKou LIeCT Meceuu, a no-
paHnuBuTe HeBpaboTeHN nMaaT npuopu-
TeT BO pa3BojoT Ha MOI.

AKTUBHOCTUTE 3a ynaTyBawe W COo-
BEeTyBawe BKydyyBaaT o006e3benyBarse
Ha MoMoLL 3a HeBpaboTEHUTE BO OOHOC
Ha KapuepaTta u us3bopoT Ha paboTa, a
NCTO Taka, Ha OHME KOW cakaaT ga
npomMeHaT ceouTe npodpecumn n ga ogny-
yaT BO BpCKa CO NNaHMpaHeTOo Ha CBOja-
Ta kapuepa. Tve ce cogpxaHu BO Npo-
dhecnoHanHOTO  HacodvyBawe, pasBu-
Bah-€ Ha CNOCOOHOCTUTE 3a LOHECYBaHE
Ha oasyku 3a BpaboTyBake, Kako 1 ak-
TUBHOTO Bapatr-e Ha BpaboTyBamse.

CybBeHumnte 3a BpaboTyBare
BKMy4yBaaT (huHaHcupamwe Ha paboto-
faBauuTe kou BpaboTyBaaT HeBpabo-
TEHW Ha HOBO pPabOTHO MECTO unu nuue
Koe npunara Ha karteropujata Ha nyfe
KOW Mmaart noseke TelkoTuu aa gobujar
BpaboTyBare. [TomoLuTa 3a camoBpabo-
TyBaweTO Ce OAHecyBa W 3a PUHaHCK-
CKUTE CPEeACTBa U 3a TEXHWYKaTa NOMOLL
koja HeBpaboTeHWOT ja JobuBa BO Cry4a;j
Ha camoBpaboTyBake. [lononHutenHarta
efykauuja M obyka ce HacO4YeHW KOH
CTEeKHyBak€e Ha TEOPETCKO W NPaKTUYHO
3HaeHe 1 BELUTUHN Kou ce NoTpebHu 3a
BpaboTyBare u/unu 3a camoBpaboTy-
Bak-€.

CtumynaummTe 3a KOpUCHUUUTE Ha
HagoMecTouuTe ce HaMeHEeTU 3a OHue
koW Ke Hajoat paboTHM MecTa CO MOSHO
paboTHO Bpeme, Hajmarnky Tpu Meceum

within 3 months after an unemplo-
yed registers with the NEO; it is to
be reviewed every six months and
more vulnerable unemployed have
priority in the development of IEPs.

Guidance and counseling activi-
ties include the provision of assis-
tance to unemployed in relation to
career and job choices and also to
those wanting to change their pro-
fession and make decisions related
to planning of their career. They are
contained in professional directing,
developing capacities for making
decisions about employment as well
as actively seeking employment.

Employment subsidies include
funding of employers who hire un-
employed for a new job or a person
belonging to the category of people
having more difficulties to get em-
ployment. Support to self-employ-
ment applies both to financial funds
and technical assistance that un-
employed receives in case of self-
employment. Additional education
and training are aimed at gaining
theoretical and practical knowledge
and skills necessary for employ-
ment and/or self-employment.

Incentives for users of benefits
are intended for those who find full
time jobs at least three months after
effectuation of the right to benefit.
These include payment of 30% of
the total amount of the benefit that
would have been paid for the re-
maining period of the right effectua-
tion.
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Mo cTanyBakeTO Ha cuna Ha npaBoTo
Ja npumaaTt HagomecT. Tue BKMyyyBa-
at nnakawe Ha 30% of BKYNHWOT U3HOC
Ha HaJOMECTOKOT LITo OM ce nnatun 3a
NnpeocTaHaTMOT Nepuoa Ha NpaBOTO Ha
cnpoBenyBak-E.

KoHeuHo, npeasnaeHo e jaBHu pabo-
TV fa ce opraHusupaar co uen spaboTy-
Bake, OApXyBawe U nogobpyBare Ha
paboTHUTE BELWTUHM Ha HEBpPabOTEeHUTE
N peanusaumja Ha nocebHW onwTecTae-
H¥ uHTepecun. Cnopeg T1oa, HCB ru aHra-
XUpa paHnMBUTE KaTeropum Ha nasapot
Ha TPYAOT M HeBpaboTeHMTE 3a KOU nma
noTtpeba BO jaBHU paboTu.

Opranuzauyjata Ha HCB npunuyHo
Ce CMeHM BO Hacokata Ha 3aluTefa Ha
OApeneHV TPOLIOUM, AOAEKA YCIoBUTE
KOW ce ofHecyBaaT Ha paboTaTta Ha npw-
BaTHWUTE areHuMun nogeTanHo ce opraHu-
3upaHu. O6emMoT Ha HUBHWUTE aKTUBHOCTU
€ NPOLUMPEH, Kako M MOXXHOCTA 3a HMBHa-
Ta copaboTka co HCB, Bo ogHoc Ha noa-
rotoBkaTta u cnposenyBareTo Ha NOT.

EcdekTute oa nporpamute u
MepKUTe Ha Na3apoT Ha TpyAoT

Mako BO usammnHaTata geleHuja uma-
e cunHa notpeba, a UCcTo Taka, U MoTuU-
BauMja, 3a 4a ce MMHUMK3NPA y4ECTBOTO
Ha NacMBHMTE MEPKU HA Ma3apoT Ha Tpy-
OOT, KaKo CMPOTMBHM Ha aKTUBHWUTE, BO
npakTukaTa nocroeja MHory npobtnemm.
PacxoguTe 3a HagomecTouuTe 3a HeBpa-
BGOTEHOCT KOHCTAHTHO M NPUTUCKaaT ak-
TMBHWUTE MEPKN, KOM COYMHYBaaT aypu 87
00 96% of BKYNHWOT ByLIET 3@ aKTUBHU U
MacvMBHM MEPKU Ha MasapoT Ha TpydoT
(Tabena 3). OBa ce gOMKM Ha NPETXOAHO
NpMMEHYBaHUTE 3aKOHCKUTE oapenbu 3a
JormknHaTa 1 BUCUHATa Ha HagOMECTO-

Finally, it is envisaged that
public works are organized for the
purpose of employment, maintain-
ing and improving working skills
of unemployed and the realization
of special social interests. Accord-
ingly, the NEO engages vulnerable
categories on the labour market
and unemployed in need into public
works.

Organization of the NEO has
changed somewhat in the direction
of certain costs saving, while condi-
tions relating to the work of private
agencies have become arranged in
more details. The scope of their ac-
tivities has been expanded as well
as the possibility of their coopera-
tion with the NEO, in terms of the
preparation and implementation of
IEPs.

The effects of labour market
programmes and measures

Although in the past decade
there was a strong need, and also a
motivation, to minimize the share of
passive labour market measures, as
opposed to active, there are many
problems in practice. Expenditures
for unemployment benefits have
been constantly pushing out active
measures, accounting for even 87-
96% of the overall budget for active
and passive labour market mea-
sures (table 3). This is due to the
previously applicable statutory pro-
visions on the length and amount of
unemployment benefits, combined
with decreased formal employ-
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umTe 3a HeBpaboTEHOCT, BO KOMOUHaLWja
CO HamarneHuTe cTanku Ha opmanHoTo
BpabotyBare. Of gpyra cTpaHa, cucre-
MOT Ha OCUrypyBak€e BO CIy4aj Ha He-
BPabOTEHOCT, KOj UM 0O OBO3MOXW Mpa-
BOTO Ha HAAOMECTOLIM CaMO Ha OHME KOW
npetxogHo 6une BpaboTeHW, MCKNyYn
ronem npoLEeHT Ha HeBpaboTeHW. Boobu-
yaeHo, okony 10% og HeBpaboTeHuTe ro
OoCTBapurne npaBoTO Ha HAaZOMECTOK 3a
HeBpabOTEHOCT.

Tabena 3 - QuHaHcucku cpedcmea
HaMeHemu 3a nacueHume u

ment rates. On the other hand, the
unemployment insurance system,
which allowed the right to benefits
only to those who were previously
employed, excluded large percent-
age of unemployed. Typically, about
10% of unemployed has exercised
the right to unemployment benefit.

Table 3 — Financial funds devoted to
passive and active measures,

akmusHume MepkKu, 2000 - 2010 2000-2010
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38¢2 201 ¢ ES52% | IEm G SE¢s
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2 ® g 85 sgg T |Te<s
2000 47.393 758 521 59,3 40,7
2001 51.156 2.429 1.057 70,2 29,8
2002 69.566 4.716 1.306 78,3 21,7
2003 90.995 7.891 881 90,0 10,0
2004 76.584 11.404 410 96,5 3,5
2005 63.295 12.639 1.545 89,1 10,9
2006 75.059 15.054 1.540 90,7 9,3
2007 71.334 17.920 2.165 89,2 10,8
2009 86.602 22.863 3.275 87,4 12,6
2010 79.417 25.521 3.685 87,3 12,7

3abenewka: Nodamoyume 3a 2008 eoduHa
He ce docmanHu. N3eop: ApaHdapeHKo,
20116; H3C, 2010; H3C, 2011.

Note: Data for 2008 are not available.

Source: Arandarenko, 2011b; NSZ, 2010;
NSz, 2011.
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Y0enot Ha TpoLioumTe 3a NacuBHU-
TE€ W aKTMBHWUTE MEPKM Ha NasapoT Ha
TpyaoT Bo nepuogoT of 2007 go 2010
roguHa msHecysa ,okony 0,5% og BAr
3a BkynHuTe Mepku n 0,1% og BAI 3a
aKTMBHUTE MEPKM Ha NasapoT Ha TpyaoT"
(Bnaga Ha Peny6bnuka Cp6buja, 2011:
115). OBaa uHbopmaLmja ce ogHecyBa
caMo Ha oHume pacxoanm Ha HCB. Co
orneA Ha Toa LWTO 1 ABETE NIoKanHM 1 no-
KpauHCkn OyLieTn rv cnpoBegyBaaT ak-
TUBHWTE MpOrpaMn Ha nas3apoT Ha Tpy-
[O0T, TpolwouuTe 3a aKTUBHUTE MEPKM
cekako ce nosucoku. MefyToa, cnopen
HCB, nocTojHMTe akTUBHU MEPKU Ha na-
3apoT Ha TpyOoT nokpueaaTt camo 5% of,
peructpvpaHute HespaboTeHnm nuua
(OELLA, 2008). Npousnerysa feka rone-
MMHaTa Ha pacxoguTe 3a aKTUBHUTE
MEpKM, Koja ro yTBpAyBa MPOLEHTOT Ha
KOPVCHWLM, MMa NPecyaHO BrvjaHve Bp3
KpajHUTe edekTn Ha (aKTMBHWUTE) nonu-
TUKW HA Na3apoT Ha TPYAOT.

Cnyx6ute 3a nocpeagyBatse, 3aegHO
CO CTPYYHOTO yCMepyBak-e U COBETYBa-
K€ 3a NNaHupame Ha Kapueparta, og no-
4eToK, UMallle HajroriemaTa NoKpUeHOCT
Ha HeBpaboTeHUTE U HajouurneaeH KOoH-
TuHyuteT. [MpuunHuTe, cekako, ce orpa-
HU4eHuTe ByLIeTCKu cpeacTBa, T.e. HajHU-
ckuTe TpoLloun (Ha oBME MEPKM) NO KO-
PUCHWK. HUMBHMOT pasBoj, UCTO Taka, e
MHOTY AIMHaMWYeH U The ce pa3BUEeHN BO
»4Ba bpaHa Ha MHOBaUMKM - NPBMOT Beke
ce cnyun okony 2002/2003 roguHa, co
BOBeyBakEeTO Ha obykata 3a Gapare
Ha paboTa, caemute n knybosuTe 3a pa-
6ota. Btopata u, cekako, noBaxHaTa
nHoBaumja, Hactanm Bo 2005 roguHa,
kora 6ea BOBeAEeHM NporpamuTe Ha rpyn-
HO MH(OPMUpPaH-e, 3aeHO CO NPOLIEHKU-
Te Ha MOXHOCTUTe 3a BpaboTyBawe

The share of expenditures for
passive and active labour mar-
ket measures in the period 2007-
2010 amounted to “about 0.5% of
GDP for total measures and 0.1%
of GDP for active labour market
measures” (Vlada Republike Srbi-
je, 2011: 115). This information re-
lates only to those expenditures of
the NEO. Given that both local and
provincial budgets implement ac-
tive labour market programmes, ex-
penditures on active measures are
certainly higher. However, accord-
ing to the NEO, the existing active
labour market measures covered
only 5% of registered unemployed
persons (OECD, 2008). It appears
that the size of expenditures for ac-
tive measures, which determined
the percentage of users, decisively
influenced the final effects of (ac-
tive) labour market policies.

Mediation services, together
with vocational guidance and coun-
seling on career planning, from the
outset, had the largest coverage of
unemployed and the most obvious
continuity. Reasons are certainly
limited budget resources, i.e. the lo-
west costs (of these measures) per
user. Their development has also
been very dynamic and they devel-
oped in “two waves of innovations
— the first occurred already around
2002/2003 with the introduction of
training for job search, job fairs and
clubs. The second and certainly
more important innovation occurred
in 2005 when the programmes of
group informing were introduced,
along with estimates of employment
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(npodunupare Ha KOPUCHUKOT) U MHAOWU-
BuAyanHute nnaHoBu 3a BpaboTyBawe"
(ApaHpapeHko, 20116: 247).

3a pasnuka og ycnyrute 3a nocpe-
AyBake 1 coBeTyBame, CybBeHUMnTe 3a
BpaboTyBake cnaraat BO Hajckanute
Mepku. HVMBHOTO y4yecTBO BO BKYMNHUTE
aKTMBHU Mepkn e Bo nopact og 2002 ro-
AVHa, o4 nepcrekTnea Ha 6pojoT Ha He-
BpaboTeHN KoM r KopucTar, Kako 1 cpea-
cTBaTa 3a HUBHOTO (onHaHcuparse. OBaa
MepKa NPBWYHO Ce CocToelle of ABe
KOMNOHEHTK: cybBeHuun 3a camoBpabo-
TyBahe 1 cybBeHUMM 3a paboTogaBayn-
Te Kou oTBOpaa HoBu paboTHu mecTa. Co
TEKOT Ha BpeMeTo, belle gogageHa eaHa
KOMMOHEHTa Ha CybBeHUMOHMpawe Ha
npuaoHecuTe 3a couujaniHo OocuUrypy-
Bake W ocnobogyBare O AaHOK Ha
npuxod 3a pabotogaBaymTe Kou Gapaat
Aa Bpabotar paHnueu kateropun. PaH-
NMBUTE KaTeropum rv BKydysaat Mragu-
Te nyre Ha Bo3pact nog 30 roauHu, He-
BpaboTeHuTe noctapu og 45, 0gHOCHO
50 rogvHu 1 nuuara co xeHavken.

Cy6BeHumnTe 3a camoBpaboTyBare
6ea goaeneHu Ha ronem 6poj KOPUCHULM
oA 2004 oo 2010 roamHa. Hajronem 6poj
Ha kopucHuum nmawe o 2005 roguHa
(9.674), a Hajman Bo 2010 rogunHa (2.217)
- BO npocek okony 5.000 roguwHo.
MNMogaTounTe NokaxysaaT NOBUCOKO Mpe-
oBnagyBake Ha Maxute (59%), kako ak-
TUBHW KOPUCHULIM Ha OBaa Mepka, Hac-
npotu xexute (41%). Bo cmucna Ha BO3-
pacTta, LJOMWHaHTHN Ce OHWe Ha BO3pacT
mery 30 n 49 roamHu, 3a pasnuka og 25%
od MnaguTe u camo 16% og noctapute
paboTHULW. YOenoT Ha AONropoYHO He-
BpaboTeHUTE e OKOIy NONoBKHA Of BKYM-
HWOT 6poj Ha kopucHuumn (HauuoHanHa

opportunities (user profiling) and in-
dividual employment plans” (Aran-
darenko, 2011b: 247).

In contrast to mediation and
counseling services, employment
subsidies belong to the most ex-
pensive measures. Their share in
overall active measures has been
growing since 2002, from the per-
spective of the number of unem-
ployed using them, as well as funds
for their financing. The measure ini-
tially consisted of two components:
self-employment subsidies and
subsidies for employers creating
new jobs. During time, a component
of subsidizing social insurance con-
tributions and exemption from in-
come tax for employers seeking to
employ vulnerable categories, was
added. Vulnerable categories in-
clude young people under 30 years
of life, unemployed older than 45,
i.e. 50 years and people with dis-
abilities.

Self-employment subsidies we-
re allocated to great number of us-
ers from 2004 to 2010. The high-
est number of users was in 2005
(9,674) and the lowest in 2010
(2,217) — about 5,000 on average
per year. The data indicate a higher
prevalence of men (59%) as active
users of this measure, as opposed
to women (41%). In terms of age,
those between 30 and 49 years of
life are dominant, as opposed to
25% of young people and only 16%
of older workers. The share of long-
term unemployed is about half of
the total number of users (Naciona-
Ina sluzba za zaposljavanje, 2011).

76



H. Mepuuumk

N Perisi¢

cnyxba 3a BpabotyBare, 2011).

OcBeH 3a penaT1BHO Manara nokpu-
€HOCT cOo nporpamuTte 3a obyka (BO npo-
cek og 10.000 go 20.000 KopuCHULM ro-
AVLLHO), OBaa MepKa CoApXelle 3Hayu-
TenHa HemnoBomnHoOCT: Belle dokycupaHa
Ha nyre 6e3 kBanudurkaLm camo Mmapru-
HasHO, @ HajMHOTy Ha OHME CO BWCOKO
obpa3oBaHue; HeKornky of HuB Gea of
NpaKkTUYeH KapakTep 1 NoBEKETO ce oap-
Xaa BO yunnHuum n 6ea og onwiT BUA,.

Opn 2009 roguHa wumalle 3HavaeH
Hanpedok BO nporpamuTe 3a obyka, co
BoBedyBawe Ha [lpearta waHca. Taa e
HameHeTa 3a cybBeHUMOHUpare Ha np-
BaTa paboTta Ha mnagu nyre (nommnagu
og 30 roaunn) (Bnaga Ha Penybnuka
Cpbuja, 2011). Toa ro enuMmnHUpa npo-
6GnemoT Ha H1ckaTa NOKPMEHOCT, buaejkun
nporpamute 3a obyka BO nocrnegHuTe
ABe roguHn npeTcTaByBaa edHa of Mep-
KWUTe Co Hajbp3 pacTeykn 6poj Ha y4ecHu-
un. Bo ncto Bpeme, npupogarta Ha CTek-
HaTOTO 3Haewe ce M3MeHu n pabortoaa-
BauyuTe MOKaxaa MnorofieM MHTepec 3a
oBaa nporpama, nopagu Toa LWTO Tue
Hemaa obBpcka Aa rv 3agpxaT y4yecHu-
uuTe 3a ogpedeH MUHUManeH nepyos no
obykata. Cenak, nporpamara, reHeparn-
HO, € Haco4eHa KoH MraguTe obpasoBa-
HW Nuua, Taka LWTO C€ ywTe nocTou jas
BO 04HOC Ha obykaTa Ha mnaguTte co oc-
HOBHO ob6pasoBaHue. [logaTouute 3a
2010 rognHa ykaxyBaaT Ha LOMMWHAHT-
HOTO NPUCYCTBO Ha MNaguTe CO CPeaHo
obpasoBaHue (peuncu 63%) n BUCOKO
obpasoBaHue (33,5%) Bo oBaa nporpa-
Ma. W nokpaj opueHTaumjata cnpema
mnagwute, 12,5% og kopucHunumTe 6ea Ha
Bo3pacT noseke og 30 roamHn (Hauwmo-

Except for relatively small cov-
erage with the training programmes
(10,000 to 20,000 users per year on
average), this measure exhibited a
substantial disadvantage: it was fo-
cused on people without qualifica-
tions only marginally, and mostly on
those with university education; few
of them had a practical character
and more took place in classrooms
and were of a general type.

Since 2009, there was a signi-
ficant progress in training program-
mes, by introducing the First Chan-
ce. Itis aimed at subsidizing first job
of young persons (under 30 years
of life) (Vlada Republike Srbije,
2011). It has eliminated the problem
of low coverage, since the training
programmes in the last two years
represented one of the measures
with the fastest growing number of
participants. At the same time, the
nature of acquired knowledge has
changed and employers expressed
greater interest in this programme,
because of the lack of their obliga-
tion to keep the participants for a
certain minimum period after the
training. However, the programme is
generally aimed at educated young
people, so that there is still a gap
regarding the training of young peo-
ple with primary education. Data for
2010 indicate dominant presence
of young people with secondary (al-
most 63%) and university education
(33.5%) in this programme. Despite
the orientation towards the young,
12.5% of users had more than 30
years of life (Nacionalna sluzba za
zaposljavanje, 2011).
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HanHa cnyx6a 3a BpaboTyBamne, 2011).

Btopata Touka Ha OHEBHUOT pea Ha
N3MEHETUTE aKTMBHU Mepku og 2009 ro-
OVHa, ce jaBHUTe pabotn. PuHaHcupa-
HETO 3a HMB, Pe4YncHu, e ABOjHO 3roneme-
HO. Mako cé yLiTe nma npocTop 3a 3Hauu-
TEeNHO nogobpyBake Ha OBaa Mepka,
nogarouuTe ykaxkyBaaT Ha odpefdeH Ha-
npegok. MpBo, 3ronemeHa e NoKpuUeHo-
cTta Ha PomuTe 1 nuuata co xeHauken.
Btopo, Bo 2010 rognHa 6pojoT Ha nuua-
Ta 0e3 kBanuuKaumMm aHraxxupaHu BO
jaBHMTE paboTu e 3ronemeH 1 Toj, pedu-
CW1, € edHaKoB Ha BpojoT Ha OHMe COo KBa-
ndukaumm o cpegHo yuunuwTte. Bo
oBaa nporpamMa, UCTo Taka, MMalle 3Ha-
YATENMHO YYECTBO Ha XWUTEnuTe o4 py-
panHuTe cpeguHu.

,O4nrnegHoTO BMMjaHMETO Ha KOM-
NMNeToT MEPKM Ha Na3apoT Ha paboTHa
cuna u nporpamuTe 3a BpaboTyBawe €
rpy6o npoueHeTo Ha egHa TpeTuHa. Toa
3Ha4M Jeka npoceyvHarta cTanka Ha Bpa-
6oTyBar€ 0Of LWECT MeceLm No y4ecTBO-
TO BO OApeAEHA MepKa Uimn nporpama e
€[lHa TpeTMHa of cuTe 3abenexaHn mep-
K1 1 Nporpamu, HO BO rorieMa mMepka no-
cTton pasnuka Mmery Hue“  (muropos,
OrwbeHoBuk, Bugoeuk, 2011: 61). Ha Ha-
LMOHaNHO HMBO, NPOrpaMuTe Ha AOMnof-
HUTENHa egykaumja n obyka, caemuTe Ha
paboTHn MecTa n obykata 3a aKTMBHO
bapate Ha paboTa nmaaTt NoTNPOCEYHM
pesyntaTtu BO 04HOC Ha BpaboTyBaHETO.
3a pasnuka og Toa, cybBeHLMUTE 3a ca-
moBpaboTyBake, 0byknTe 3a No3HaT pa-
6oTogasel M urHaHcKUckaTa nogapLuka
3a npunpaBHULMTE, CO CTanka Ha Bpabo-
TeHocT of 36% opf yyecHuuuTte (3a npu-
npasHuun) o 70% (3a nporpamuTe 3a
camoBpaboTyBake) uMaa Hajgobpu

The second item in the agenda
of altered active measures since
2009 are public works. Funding for
them has been almost doubled. Al-
though there is still a room for sig-
nificant improvement of this mea-
sure, data suggest to some prog-
ress. First, the coverage of Roma
and people with disabilities has
been increased. Second, in 2010
the number of people without quali-
fication engaged in public works in-
creased and it was almost equal to
the number of those with secondary
qualifications. This programme also
had a significant participation of ru-
ral inhabitants.

.1 he gross impact of the set of
labour market measures and pro-
grammes on employment is roughly
estimated at one third. This means
that the average job placement rate
six months after participation in a
particular measure or programme
is one third of all observed mea-
sures and programmes, but differs
widely accross them® (Gligorov,
Ognjenovi¢, Vidovi¢, 2011: 61). At
the national level, the programmes
of additional education and train-
ing, job fairs and training for active
job search have had below average
results in terms of employment. In
contrast to that, subsidies for self-
employment, training for a known
employer and financial support to
apprentices, with employment rates
of 36% of participants (for appren-
tices) to 70% (for self-employment
programmes) had the best effects
(Gligorov, Ognjenovi¢, Vidovi¢,
2011).
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etektn (MMuropos, OrkeHoBUK, Bupoo-
BuK, 2011).

UcTpaxyBarwaTa 3a BnujaHMETO Ha
mepkute Ha AMMT 3a BpaboTyBake Ha
CBOWUTE YYECHWULM MOKaXkaa MeLuaHu pe-
syntatn. EgHa HeogamHellHa aHketa,
crnpoBefeHa of cTpaHa Ha bjepe,
Emepux n MunoLueBmk e hokycmpaHa Ha
edbektnTe og Tpn AMNMT mepkm (paboTHM
kny6oewn, obyka, cybseHumn) 3a Bpabo-
TyBak€ Ha yyecHuuuTe BO nepuog og 6
Meceuwn No NPecTaHoKOT Ha OBUE MEPKW.
HajHeedmkacHn 6ea mepkute Ha obyka-
Ta Ha Nas3apoT Ha TPYAOT, CO NPOCeK of
camo 25,06% BpaboTEHM Yy4yeCcHULM.
Cenak, Toa 3HauMTENHO Bapupa nomery
onwTtuHUTe Bo Cpbuja, kom ce osmxar of,
camo 9,68% po 42,11%. Ctankata Ha
BpabOTEHOCT Ha y4yecHuumMTEe BO paborT-
HuTe knybosn Gewe 33,67%, UCTO Taka,
CO 3HAYMTENHW pasnukn Nnomery onwTu-
HuTe (og 18,18% [0 54,05%). YuyecHuuu-
Te BO OBaa Mepka, Kako 1 BO NpeTXoaHa-
Ta, NPETeXHO Hajgoa BpaboTyBawe BO
npepaboTyBaykata MHAYCTpuWja, TProBu-
jaTa Ha ronemo u Tprosujata Ha masno u
nonpaekaTa Ha MOTOpHM Bo3una. KoHeu-
HO, cy6BeHLMNTE 3a OTBOpak-€ Ha paboT-
HW MecTa noKaxxaa Hajaobpw pesynTaTy,
CO cTanka Ha BpaboTteHocT of 59,26%.
OBaa Mepka ro umatle, peyucu, UCT1oT
eeKT BO pasnuyHu (gypv 1 BO Hepassu-
eHute) pernonn (bjepe, Emepux, Muno-
weswmk, 2011).

EneH npernen cnopea nonort, Bo3-
pacta u obpasoBHWUTE KapaKTEPUCTUKM
Ha yYyecHuuuTe, of [NefdHa Tovka Ha
,IpNao6MBKNTE" Ha nporpamara, reHe-
panHo ykaxkyBa Ha Marnarta pasnuka Ha
KOPUCT crnopen pasnuyHuTe nporpamu.
XeHuTte Gune aHraxvpaHu Bo nponop-

Researches of the impact of
ALPM measures on employment
of their participants show mixed re-
sults. A recent survey conducted by
Bjerre, Emmerich and MiloSevi¢ has
been focused on the effects of three
ALMP measures (job clubs, train-
ing, subsidies) on employment of
participants in the period 6 months
after the termination of these mea-
sures. The least efficient was the
measures of labour market training,
with an average of only 25.06% em-
ployed participants. However it var-
ied significantly between the munic-
ipalities in Serbia, ranging from just
9.68% to 42.11%. The employment
rate of participants in job clubs was
33.67%, also with significant differ-
ences between the municipalities
(from 18.18% to 54.05%). Partici-
pants in this measure, as well as in
previous one, predominantly found
employment in processing industry,
wholesale and retail trade and re-
pair of motor vehicles. Finally, sub-
sidies for job creation showed the
best results with employment rate of
59.26%. This measure had almost
the same effect in different (even in
underdeveloped) regions (Bjerre,
Emmerich, Milo3evi¢, 2011).

An overview of gender, age and
educational characteristics of partic-
ipants, from the point of “benefits” of
the programme, generally indicates
the minor differentiation of benefits
under the different programmes.
Women were hired in proportion to
their participation in them, which
resulted in more employed women,
compared to men, in the context
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uMja Co HMBHOTO YYECTBO BO HMB, LUTO
pe3ynTupa co noeeke BpabOTEHM XEHW,
BO crniopeaba Co MaxuTe, BO KOHTEKCT Ha
HMBHOTO MOronemo y4ectso BO nporpa-
muTte. JlnuaTta co BUCOKO obOpasoBaHue,
Kako LWTO Cce odeKkyBalle, UCTO Taka,
“Maa noronema KopucT og knybosute n
nporpamuTte 3a 0byka. OBa ro npeam3eu-
KyBa MpallaleTo Ha noTeHuMjanoT 3a
BpaboTyBake Ha BUCOKO 0Opa3oBaHuTe,
aypu n 6e3 osue nporpamu. Bo goroso-
pOT, NyreTo co KBanuduKkaLmm o cpeaHo
obpasoBaHue vMMaa Hajronemy npuao-
OuBKM of nporpamata Ha cybBeHuMUTe.
Crankata Ha BpaboTeHoCT belle, Kako
npaeuno, BO WHOMPEKTEH COOAHOC CO
BO3pacTa, HO Toa He 3Hayu Aeka mnagu-
Te nyfe UMaa Hajrornema nonsa of akTuB-
HWUTE MEPKM Ha Na3apoT Ha paboTHa cuna
3a Ko cTaHyBa 360p. Bo npwvnor Ha oBa,
nuuata 6e3 paboTHO UCKYCTBO MMaa Haj-
Mana waHca 3a BpaboTyBatwe, 1 o6pam-
HO. KOHeYHO, co MogonroTo Tpaewe Ha
HeBpaboTeHOCTa, cTankuTe Ha BpaboTe-
HocT 6ea HamarneHu, Kora ctaHyBa 360p
3a knybosute n obykata, 3a pas3nuka o
cybBeHUMnTE, Kage LTO OBa NPaBUIio He
ce nouuTyBaLLe.

3aBpLUHKM 3a0eneLuKn

MMoronemmnoT gen of CUCTEMOT Ha
HagomecToum 3a HeBpaboTeHocT, paboT-
HUTE OOHOCU W 3aKoHWTe 3a paboTHM
0OHOCK ce pedhopMUupaa KoH pesuayanu-
3am. BoBefeHu ce Hadenara Ha gnekcu-
OUNHOTO PYHKUMOHUPaHke Ha nasapoT
Ha TpygoT, BO CMUCNA Ha JaBakse Ha LWu-
poKu oBnacTyBaka Ha paborogasaynTe
N HamarnyBakeTO Ha npasaTta Ha Bpabo-
TeHnTe. CnomeHaTata NpOMeHa 3Hauu
3HaYUTENEH AMCKOHTUHYMTET CO couuja-

of their greater participation in the
programmes. People with universi-
ty education, as expected, also had
greater benefit from the clubs and
training programmes. This chal-
lenges the question of potential em-
ployment of highly educated even
without these programmes. In con-
tract, people with secondary quali-
fications had the greatest benefits
from the programme of subsidies.
Employment rate was, as the rule,
in indirect proportion to age, but this
does not mean that young people
had the greatest benefit from active
labour market measures in ques-
tion. In support of this, persons
without working experinece had the
least chance for employment and
vice versa. Finally, with longer du-
ration of unemployment, employ-
ment rates were decreasing, when
it comes to the clubs and training,
as opposed to the subsidies, where
this rule was not observed.

Concluding remarks

More than the system of unem-
ployment benefits, labour relations
and labour laws were reformed to-
wards residualism. The principles
of flexible functioning of the labour
market have been introduced, in
terms of giving wide authoriza-
tions to employers and reducing the
rights of employees. The mentioned
change means a significant discon-
tinuity with the socialist period, in
which employees de facto had very
wide authorizations and made their
decisions independently. However,
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NIMCTUYKNOT NEepuoa, BO Koj BpaboTeHu-
Te, de facto, Umaa MHOry LUMPOKK OBna-
CTyBatba W 0AsflydyBaa HeE3aBUCHO.
MeryToa, KOHTPaNPOAYyKTUBHOCTA Ha HO-
BUTE 3aKOHCKM MPONucK npousnerysa of,
(haKTUYKMOT HeJoCTaToK Ha MOLUMPOKM
OMLUTECTBEHM YCIIOBY 3@ HMBHOTO CMpo-
BeAyBa€, BO COMMAcHOCT CO HamepuTe
Ha KpeaTopuTe Ha nonuTukata. Og egHa
CTpaHa, MPEeTXOAHO MOCTOEYKMOT Npo-
Gnem Ha ekcTpemHaTa Hednekcnbun-
HOCT Ha paboTHMUTE OOQHOCU U HEMOXHO-
CTa ga ce oTnywTaart BpaboteHu, npe-
cTaHa ga nocton. Of apyra cTpaHa, Ho-
BUTE 3aKOHM MMaaT npemHory nubepan-
HW ogpeabu - orpoMHa NoHyAa Ha paboT-
Ha cuna (BMCOKa CTarnka Ha HeBpaboTe-
HOCT) BO COCTOj0a Ha eKCTpPEMHO Mana
nobapyBadka (cnaba ekoHoMuja co man
6poj Ha HOBM paboTHN MecTa) BO Npakca-
Ta BpaboTeHWUTe MHBaNUAM3NpaHu nuua
Aa rm octeapart Aypu U OHME Mpasa LUTo
M umaat BpP3 OCHOBa Ha 3akoHOT. OBOj
npobneMm e OOMNOMHUTENHO BMOLWIEH Of,
HepasBMEHOCTa Ha COLMjanHUOT aujanor,
cnabarta MOK Ha CMHAMKATUTE N HENOCTO-
eHEeTO Ha TpunapTuamoT. Mpobnemartuny-
HaTa npuBaTM3auuja pesynTupalle co
3rofieMyBak-€ Ha cTankata Ha HeBpabo-
TEHOCT, HAMEeCTO CO BpaboTyBaH-€e Ha No-
BeKke nuua.

lNpomMeHnTEe BO CUCTEMOT Ha OCUry-
pyBake BO Cryyaj Ha HeBpaboTeHoCT
Hema Ja pesynTupaat BO HeroBaTta npu-
BaTu3aumja. Kako n Bo gpyruTe 3emju, He
e NpUCYTeH MHTepec 3a Toa, LWTO ce Jon-
XXM Ha eKOHOMCKUTE npuinHu. Pedhopmn-
Te Ha cuctemot 6ea BO cMucna Ha Hama-
nyBak€e Ha U3HOCOT Ha HagomecTouuTte
N orpaHnyyBame Ha HUBHOTO Tpaekwe, a
,CO Len HeBpaboTeHuTe Oda ce BKryyat
noakTMBHO fa 6apaart pabora“ ( BykoBuk,

counterproductivity of new legal
regulations resulted from the fac-
tual lack of wider social conditions
for their implementation, pursuant
to the intentions of policy makers.
On one hand, previously existing
problem of extreme rigidity of la-
bour relations and inability to lay
off employees ceased to exist. On
the other hand, new laws have too
liberal provisions - huge supply of
labour force (high unemployment
rate) in the situation of extremely
small demand (weak economy with
small number of new jobs) in prac-
tice disabled employees to effec-
tuate even those rights they have
based on the law. This problem is
additionally aggravated by the un-
derdevelopment of social dialogue,
weak powers of unions and lack of
tripartism. Problematic privatization
resulted in increased unemploy-
ment rates, instead in employing
more people.

Changes in the unemployment
insurance system will not result in
its privatization. As in other coun-
tries, interest in that is not present,
due to economic reasons. The re-
forms of the system were in terms
of decreasing the amount of bene-
fits and limiting their duration, “in or-
der to engage unemployed to seek
jobs more actively” (Vukovié¢, 2009:
195). Empirical data, however, can-
not evidence this orientation in the
practice. Costs for active labour
market measures are very low, and
the limited funds, even in the case
of their optimal usage and maxi-
mumal influence, cannot essentially
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2009: 195). Cenak, eMnupucknTe noga-
TOLM He MOXaT [a ja floKaxaT oBaa opu-
eHTauuja Bo npakcata. Tpowouu 3a ak-
TUBHUTE MEPKM Ha NasapoT Ha TPyaoT ce
MHOTY HUCKW, a (DMHAHCUCKNTE CpeacTBa
ce orpaHuyeHn, ypy 1 BO Cryyaj Ha H1B-
HOTO ONTUMAarHO KOPWUCTEHE W MaKCu-
MarnHoTO BfnjaHWe He MOXe CYLUTUHCKU
Ja rv NpomMeHaT BKYNHUTe pesynTtaTtu Ha
nasapor Ha TpyaoT (ApaHOapeHko,
2011). Cenak, nctpaxyBarara ykaxysa-
aT Ha NoCTOojaHO MOCTOEH-E Ha pPaHNVBY
rpynyu Ha nasapoT Ha TPYyAOT, U NOKPaj
CNpoBedyBa-ETO HA aKTUBHU MEPKM Ha
nasapoT Ha Tpyador.

change total outcomes on the labor
market (Arandarenko, 2011). How-
ever, researches point to persistant
existence of vulnerable groups on
the labour market, despite the im-
plementation of active labour mar-
ket measures.
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Pab6oTtaTa u
HeBpaboTeHOCTAa - TEXHUKMN
Ha BKIlyvyyBake Ha Mnagure
BO paboOTHUOT npouec
cnopep ABa yCNeLwHn 1
efleH HeycneweH Mmoaern

HaHo PyxuH'

PE3WMWME

CoBpemeHuTe onwTecTBa, Kako LWTO
Hanvwan XabepmaHc (Habermans),
,Cce QyHOupaam ep3 mpydom”. TpyooT
€ OCHOBAa Ha OnLITECTBEHNOT MOPELOK.
Toj ja peTepMmnHMpa nosunumjata Ha MH-
AvBugyata Bo onwTecTtBoTo. PaboTara
npogonxyesa Aa Guae OCHOBHO cpea-
CTBO 3a ONCTaAHOK W ga 3adaka cy-
LUTUHCKO MECTO BO XMBOTOT Ha MHAOU-
Buaoyata. Pabotata o3HavyBa efHa
HOpMa, eHa uernocHa couujanHa nper-
cTaBa, nperneq Ha dakTuyka coctojba.
KoHLenoT Ha TpyaoT CO KOj HMe pacmno-
narame, npeTcTaByBa HajManky egHa
ABOjHa kapakTepucTtuka. Oa egHa cTpa-
Ha TOj e (pbakTop Ha emaHuUMnauuja, a og
Apyra cTpaHa, uU3Bop Ha MOXHWU dpy-
cTpaumn n namadyeara. Merytoa, Tpe-
Tata AMMeH3nja noBp3aHa Co TpyaoT e
HeBpaboTeHocTa. [lopacToT Ha HeBpa-
GoTeHOCTa Kako BO pasBMEHUTE ApXKa-
BM1, Taka 1 BO NOCT-KOMYHUCTUYKUTE Oe-

" Mpodb. a-p HaHo PyxuH, ®akynTeT 3a
nonutuykn Haykn ®OH YHusepauTet, Ckonje

Work and unemployment
— techniques of involving
young people in the work
process according to
two successful and one
unsuccessful model

Nano Ruzin'

ABSTRACT

Modern societies as written by Ha-
bermas “are founded on labor’. The
labor is the foundation of the social
order. It determines the position of
the individual within the society. The
work itself continues to be the prima-
ry mean of survival and it takes an
essential place in the life of the in-
dividual. The work marks one norm,
full social idea, review of factual si-
tuation. The concept of labor which
we possess represents at least one
dual feature. On one hand, it is a
factor of emancipation and on the
other, a source of possible frustra-
tion and torture. However, the third
dimension is connected with the un-
employment. Just like in the devel-
oped countries, the increase of un-
employment in the post-communist
democracies created massive un-

" Nano Ruzin, PhD, professor, Faculty of
Political Sciences, FON Skopje
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MOKpaTumn co3gagoa MacoBHa HeBpabo-
TEHOCT KOja CBejouM 3a Aeperynupame
Ha nasapoT Ha TpyaoT. AKO aHanusaTa
Ha MpUYMHUTE Ha TakBaTa cuTyauumja
ynaTtyBa KOH TpaguuUMOHaNHWOT naeo-
NOLLKK pacuen Ha eKOHOMCKaTa aHanm-
3a, aHMMUpaHUTE MOMINTUKN 3a CMmany-
Bake Ha HeBpaboTeHOCTa NpoMoBMpaa
MHO3MHCTBO CONyLUN U CTpaTermm Kowu
Aagoa manu pesyntatm ocobeHo BO
apxaBute Ha 3anageH bankaH. Bo
OBaa Hacoka Ke M cnopegume Ha-
UMOHanNHWTe cTpaTernM 3a 3ronemy-
Bakbe Ha BpaboTyBaweTo BO [Be
apxaBu-yneHkn Ha EY, KpancrtBoTto
Benrvja, kako egHa of HajycneluHute
OpXaBu BO OBOj AOMeH, u Penybnuka
®paHuuja, Koja e ocym natu noronema
og Kpanctsoto benrvja u egHa opf
MoTopuTe Ha EY, 3aeaHo co NepmaHuja.
Op ppyra cTpaHa, ke ce obnamme ga ja
aHanusMpame M HauuoHanHaTta cTpa-
Ternja 3a BpabotyBawe Ha Penybnuka
MakegoHuja, kako ApxaBa-kaHanaar 3a
YyenHcTeo BO EY, HO 1 gpxaBa BO TpaH-
3numja umnja ctanka Ha HeBpaboTeHoCT
€ efHa o HajHecrnaBHWUTE pekopaepu
mery apxasuTe Ha 3anageH bankaH, co
Koja ce coouune cute gocerawiHm Bnagum
o[ CTEKHYBaH-ETO Ha HE3aBUCHOCTA, HO
6e3 HeKoj noronem ycrnex.

employment which testifies for the
deregulation on the labor market. If
an analysis of the causes for such
situation refers on the traditional
ideological split of economy analy-
ses, animated policies for reduction
of unemployment promoted majority
of solution and strategies that gave
minor results, especially in Western
Balkan countries. In this direction we
will compare the national strategies
for decrease the unemployment in
two countries members of EU, the
Kingdom of Belgium as one of the
most successful countries in this
domain and the Republic of France,
which is eight times bigger than
Belgium and represents the engine
of EU along with Germany. On the
other hand, we will also try to analyze
the National Strategy for unemploy-
ment of the Republic of Macedonia
as a country candidate for member-
ship in EU, but a country in transition
too, and its rate of unemployment is
one of the most unpopular amongst
the states of Western Balkans that
many national Governments faced
with, starting from the independence
until today, however, without any sig-
nificant success.
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HeBpaboTteHocTa Bo EBpona

HeBpaboTteHocTa npeTcTaByBa
hakTop Ha couujanHaTta pakTypa Koja
reHepupa cupomaluThja u HapyLlyBame
Ha couujanHuTe BPCKM Npeky npoayLuu-
pake Ha couujanHaTa ekcknysuja, co
ornen Ha Toa LITO BO HaLLMTE onwTecTsa
TPYAOT OCTaHyBa CYLUTUHCKWN BEKTOP Ha
OMNWTECTBEHNOT MAEHTUTET U UHTErpa-
umjata BO onwTecTBoTO. HeBpaboTe-
HocTa ce AedmHMpa Kako cocTojba Ha
HEeaKTUBHOCT Ha efHa MHAMBMAya Koja
e cnocobHa 3a pabota u e BO MoTpa-
ra no pabora. Ctankata Ha HeBpabo-
TEHOCTa ro NpeTcTaByBa MPOLEHTOT Ha
nvuaTta Ha akTMBHaTa nonynauuja kowu
ce HeBpaboteHn. Cnopen MeryHapoga-
HOTO OMpO Ha TpygoT, 3a HeBpaboTeEHO
n1ue ce CMeTa cekoja MHAMBMAYaA Hag
15-roguiHa Bo3pacT Koja rv UcrnosnHyBsa
cregHuTe Tpu Kputepuymu: a) aa e 6e3
paboTa, OQHOCHO @ HeEMA HUTY MUHWU-
MarnHa aKkTUBHOCT 3a Bpeme Ha pede-
peHTHaTa Hegena, 6) aa 6uge pacno-
noxeHa 3a pabota, ogHOCHO Aa Guae
noaroTBeHa Aa npudaTty Cekoj BMA Ha
paboTHO aHraxupatme BO criegHuTe aBe
Hegenu 6e3 Hej3MHO aHraxvpamwe Ha
6uno koja Tpeta obBpcka kako 3emMeHa
3a aKTMBHOCTa, B) Aa € BO moTpara no
aKTUBHO BpaboTyBate WM  OOKOMKY
ycneana da Hajgoe, cé ywTe He OTnoY-
Hana co TakeaTa akTuBHOCT (Bureaux
International du Travaille, 2012). Cno-
pen eBpOMNCKUOT CTaTUCTUYKM CUCTEM
Eurostat (2012), 3a HeBpaboTeHo ce
CMeTa NULETO Koe 3a Bpeme Ha pede-
peHTHaTa Hegena 6uno 6e3 pabota unu
nmano paboTta koja e mokpaTKoTpajHa
of edeH Yac OHEeBHO, a NpuToa Hanpa-
BMINO COOABETHWU crneunuduryHn Hanopu
KOH agMUHMCTpauujata ga ce Bpabotu

The unemployment in Europe

The unemployment represents a fac-
tor of a social fracture that generates
poverty and disruption of social ties
by production of social exclusion
given that in our societies, labor re-
mains an essential vector of the so-
cial identity and integration in the so-
ciety. The unemployment is defined
as a state of inactivity of an individu-
al who is capable to work and looks
for work. The unemployment rate
represents the percentage of people
of the active unemployed population.
According to the International Labour
Office, as an unemployed individual
is considered any individual over the
age of 15 who meets the following
three criteria: a) is unemployed, that
is, does not have any minimum ac-
tivity during the referent week; b) is
willing to work or is ready to accept
any kind of engagement within the
next two weeks, but his/her engage-
ment for any third responsibility shall
not be considered as an activity, c) is
active in looking for employment or if
he/she managed to find one, he/she
has not commenced such activity yet
(Bureaux International du Travaille,
2012). According to the European
Statistical System Eurostat (2012),
as an unemployed person is consid-
ered the one who was unemployed
during the referent week, or had any
work which took less than one hour a
day and at the same time that person
made specific efforts with the admin-
istration to find a job and not to try
to remain unemployed. According to
the U.S. Bureau of Labor Statistics
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6e3 Ooa ce Tpyaum ga octaHe HeBpabo-
TeHo. Cnopen amepurkaHckoTo Bireau of
Labor Statistics (2011), 3a HeBpaboTeHO
ce cMeTa nuueTo koe e 6e3 paboTta a
npuToa Gapano Bo naMmHaTuTe 4 Heae-
nn aa ce BpaboTu U ce ywTe e pacno-
noxeHo aa npudatun pabota. Bp3 ocHo-
Ba Ha OBME TPV MpucTanu KoH obuaot
3a geduHnpare Ha HeBpaboTeHocTa,
MOXe [a ce 3aKiy4un geka Bp3 OCHOBa
Ha CTAaTUCTUYKUTE N KBAHTUTATUBHUTE
METOAM He € MOXHO [a Cce Hacnuka
eaHa Tabena koja Hema ga buae ocno-
pyBaHa, 6Uno 3apaau NOCTOEHETO Ha
T.H. LpHa unu cuBa BpaboTeHOCT, Aenu-
KaTHOCTa Ha BPEMETPAEHETO, Kako U
Ha Apyrv1 orpaHuyyBadky hakTopu Kou
OHEBO3MOXYBaaT Hajronema npeLms-

HOCT BO 0OBOj AioMeH (Lannes & Paris,
2010).

Ce cmeTta geka go 20 Bek HeBpabo-
TeHocTa 6una og pesnayeneH n BofoH-
TEepCKkM KapakTep. McTopuyapute Ha
eKoHOMujaTa cMeTaaTt Aaeka HespaboTe-
HOCTa HacTaHana KoH kpajot Ha 19 Bek
1 Taa ce pa3Buna naparenHo co pyparn-
HWOT ersogyc 1 acpupmaumjarta Ha ypba-
HaTa nponeTtepcka knaca (Baverez,
Reynaud, Salais:1986:6). [dypu BO
BpeMe Ha [onemata genpecuja og 1930
. HeBpaboTeHOCTa npepacHana BO
edeH o4 HajcepuosHUTe coumnjanHn u
€KOHOMCKM npobrnemu n ce 3gobuna co
LeHTpariHo MecTo BO pa3MucrlyBakaTa
Ha ekoHomucTuTe. EKOHOMUCTUTE Kako
Keyens, cmeTane geka nonHata Bpabo-
TEHOCT He MOoxe Aa buae rapaHTupaHa
cnoHtaHo. EgmHcTBEHO pgpxaBata e
cybjeKT Koja nocenyBa COOABETHU Cpea-
cTBa 3a aga obes3bean nonHa BpaboTe-
HocT. Cegym AeueHnn NnogouHa, uctute
pechrnekcumn ru npoHaorame U kaj Boaeu-

(2011), an unemployed person shall
be a person who is jobless and at
the same time he/she looked for a
job within the last 4 weeks and is
still willing to accept any job. On the
basis of the above mentioned three
approaches to the attempt to define
the unemployment, it could be con-
cluded that on the basis of the sta-
tistical and quantitative methods it
is not possible to draw a table that
shall not be disputed, either because
of the existence of so called black
or gray employment, the delicacy of
the duration, as well as other limiting
factors which prevent the greatest
precision in this domain (Lannes &
Paris, 2010).

It is considered that the 20th century
unemployment was of residual and
voluntary character. Historians of the
economy consider that the unem-
ployment occurred in the late 19th
century and it has evolved in paral-
lel with the rural exodus and affirma-
tion of the urban proletarian class
(Baverez, Reynaud, Salais: 1986:6).
Even during the Great Depression
of the 1930, the unemployment has
grown into one of the most seri-
ous social and economic problems
and gained the central place in the
consideration of the economists.
Economists like Keynes considered
that full employment can not be guar-
anteed spontaneously. Only the state
is an entity that possesses adequate
resources to ensure full employ-
ment. Seven decades later we find
the same reflections among leading
American experts, who by defini-
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KUTE aMeprKaHCKM eKCcnepTy Kom no ae-
dvHuumja 6ea NpoOTUB OpPXKaBHUTE WH-
repeHuMn BO OBOj AoMeH. Bo cBoeto
nocnegHo peno, Bill Clinton (2012)
ncTakHyBa fdeka ,e0uHCmeeH Ha4yuH 0a
20 ocmeapume amMepukaHCKUOM COH U
0a ocmaHeMme 8o0eyka ceemcka cuna...
e Oa co30ademe cusneH U ecpukaceH
rpusameH CEKMop U CusiHa u ehukacHa
opxxaea Kou Ke pabomam 3aedHO U Ke
npomosupaam €OHO CMmOrNnaHCmMeo Cco
nonHa epabomeHocm, 320/11eEMeHU Mnpu-
xodu... lepmaHuja Ha moj Ha4uH cosade
300.000 Hosu pabomHu mecma..., a 0a
He 3abopasume deka u 3a epeme Ha [o-
nieMama amepukaHcka Oerpecuja 00
mpuecemmume bea co3dadeHu 8 mu-
JNIUOHU Hosu pabomHu mecma...”. Ce-
TOT JEHEC € COOYEH CO CBeTCKaTa eKo-
HomcKka kpu3a u lonemata genpecuja
Ha 21 Bek. Bo cuTe ronemu cBeTcKn pe-
rMOHKN, EKOHOMCKaTa peuecuja e grnabo-
Ka M npuyMHyBa MacoBHa HeBpaboTe-
HOCT, nponarawe Ha OpXXaBHUTE CoLMn-
janHun nporpamu 1 ocMpomallyBahe Ha
MUITMOHK nyre. BpojHNTe nocneanun Ha
oBaa fenpecuja ru aHanusmpaa Michel
Chossudovsky 1 Andrew Gavin Marchal
(2010). Cute aBTOpPM Ce corracHn BO
edHa KoHCcTaTauumja: YOBELUTBOTO Ce Ha-
ora npep Hajronemarta packpcHuUa Ha
eKoHoMcKaTa 1 coumjanHaTa kpusa Koja
€ HajTellKka Kpu3a BO MogepHuTe Bpe-
MUHA.

Cnopeg Eurostat, Bo despyapu
2012 rognHa, of BkynHo 502.477 munu-
OHM XUTenu Ha EBponckaTta YHuja, BO
EY-27 ©Oune peructpupaHm TOYHO
24.550 MUNMOHU HeBPabOTEHN MaXn U
XeHn, og kou aypu 17.134 MUNNOHN M
npunarane Ha ApXaBuTe 0f €BpO-30Ha-
Ta EZ-17. Bo cnopemgba co jaHyapu

tion were against the state ingeren-
cies in this domain. In his last work
Bill Clinton (2012) “points out that
the only way to keep the American
dream and to remain a leading world
power... is to create strong and effi-
cient private sector and a strong and
efficient state that will work togeth-
er to promote an economy with full
employment, increased incomes...
Thus, Germany created 300,000
new jobs... and we should not for-
get that during the Great American
Depression of the thirties 8 million
jobs were created... "The world to-
day is confronted with the global
economic crisis and the Great De-
pression of the 21st century. In all
the major world economic regions
the recession is deep and causes
massive unemployment, collapse of
state social programs and the impo-
verishment of millions. Numerous
effects of this depression are ana-
lyzed by Michel Chossudovsky and
Andrew Gavin Marchal (2010). All
authors agree in one statement: hu-
manity is in the main intersection of
the economic and social crisis which
is the worst crisis in modern times.

According to Eurostat, in Feb-
ruary 2012, in the EU-27 were re-
corded exactly 24,550 million unem-
ployed men and women out of which
17,134 million belong to the countries
of the Euro-Zone EZ-17 out of the
total 502.477 million inhabitants of
the European Union. Compared with
January 2012 the number of unem-
ployed increased by 167,000 in the
EU-27 respectively for 162,000 Euro-
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2012 rognHa, 6pojoT Ha HeBpaboTeHuTe
ce 3sronemun 3a 167.000 Bo EY-27,
ogHocHo 3a 162.000 Bo eBpo-30HaTa
E3-17. Bo ogHoc Ha 2011 rogmHa, He-
BpaboTeHocTa ce 3ronemuna  3a
1.847.000 nunua komn xunseene Bo EY-27,
Mery Ko HajronemMuoT 6poj npousnery-
Bane o €Bpo-30HaTa, OOHOCHO
1.476.000 HeBpaboTeHn. N3pa3eHO BO
NPOLUEHTK, CTankaTa Ha HeBpaboTeHoCT
Bo EY-27 Bo 2012 rogmHa pocTurHa
9,8%, a Bo eBpo-30HaTa E3-17 e noro-
nema u usHecysa 10,1%. Mefy noegu-
HeYHUTE OpXXaBU-YNEHKN, HajHUCKa On-
na crankata Ha HeBpabOTEHOCT BO
ABcTtpuja, 4%, XonaHguja, 5% wn Jlykc-
embypr, 5,1%, cpegHa cTanka Ha He-
BpabOTEHOCT Koja € nop npocevHata
ctanka Ha EY e oHaa Ha Benruja co
8,6%, a HajB1coka cTanka Ha HeBpabo-
TeHocT Oenexat: UWnaHunja, 23,3%,
Mpumja, 19,9%, Moptyranuja n Upcka
14,8. Bo HajMOKkHUTE ap>KaBu Ha EY, He-
BpaboTeHocTa Bo ®paHumja gocturHa
10%, Bo lepmanuja 7,1%. CrnnyeH e u
TPEHOOT Ha JpxaBuTe Ha 3anageH
BankaH, co Taa pasnuka WTO 0cobeHO
€ Tellka BO Ap>XaBUTe KON HE CE YNEHKU
Ha EY, kako v oHue kako [pumja kou ce
BO E€KOHOMCKa W (pMHaHCUCKa Kpusa.
lMpuToa, ce u3aBojyBaaT HEKOrKy cne-
UMUYHOCTK, O KOU ke UCTaKHEME TpH,
N Toa: JONroTpajHoCcTa Ha HespaboTe-
HOCTa BO Ap>xaBuTe Ha 3anageH bankaH
KOja ro UcnonHyBsa LENVOT TPaH3MLMO-
HeH nepuod u ce aswxu mery 25%, no
Hag 35%. Btopata cneunduyHocT ce
oOHecyBa Ha pacTeykata cTanka Ha
HeBpabOTeHOCT Mery HajMnaguTe, of
15, 0o 25 roavHu, koja Bo EY gocturHysa
TPOjHO MOronemMn NPOLEeHTU BO OQHOC
Ha mpoceyHaTa cTarnka Ha HeBpaboTe-
HOCT, 1 TPETO, BO HajronemunoT 6poj ap-

zone EC-17. In terms of 2011 unem-
ployment rose to 1,847,000 people
living in EU-27 and out of which the
maijority resulted from the Euro-zone,
ie 1,476,000 unemployed. Expressed
as a percentage, the unemployment
rate in EU-27 reached (9.8%) in 2012
and in the eurozone EC-17 itis larger
and amounts (10.1%). Among indi-
vidual member states the lowest un-
employment rate was in Austria (4%),
Netherlands (5%) and Luxembourg
(5.1%), the average rate of unem-
ployment which is below the average
rate of the EU is that one of Belgium
(8.6 %), and the highest unemploy-
ment rate is registered in Spain
(23.3%), Greece (19.9%), Portugal
and Ireland (14.8). In the most pow-
erful EU states, the unemployment
reaches in France (10%), Germany
(7.1%). There is a similar trend in the
Western Balkans countries, but there
is a severe difference especially in
those countries that are not EU mem-
bers, as well as those such as Greece
which are in economic and financial
crisis. Besides that a few specifics
are distinguished out of which we
shall point out three of them, which
are as follows: the long term dura-
tion of unemployment in the Western
Balkans countries which lasts for the
whole transitional period and ranges
between 25% to over 35%. The sec-
ond specificity refers to the growing
rate of unemployment among youth
from the age of 15 up to 25 which in
the EU reaches three times larger
percent compared to the average
rate of unemployment, and the third,
in the most of Western Balkans coun-
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XaBu Ha 3anageH bankaH, peuncu mery
40% n 60% on mnagute HeBpabOTEHMU
nnaHupaaT Aa 3amMuHaT Ha paboTa BO
nopasBMEHNTE OpXKaBMW.

HeBpaboTreHocTa Ha mnaguTe
BO eKcnaH3uja

M HapekyBaaT ,KpmeysaHa 2eHe-
payuja” vnn ywrte baby loosers, Ha-
CNpoTU reHepauujata o cegymaeceT-
TuTe, baby bomers. [eHec, Hacekane
BO EBpona peuncu e MHory peTko HeKoj
MJiag 4YoBek, nomnag of 25 rogvHu, ga
ce 3006ue co BpaboTtyBamwe. Bo apxa-
BUTe Ha EBponckaTa YHuja npocevHaTa
cTanka Ha HeBpabOTEHOCT wu3HecyBa
9,8% op BKynHaTa akTMBHa nonynauuja.
Bo gpxaBuTe cooveHn co pmnHaHcmckaTa
Kpusa, kako WwTto e [pumja, BO KON He-
BpaboTeHOCTa  JOCTUrHYBa  OKOny
21,08% op akTvMBHaTa nonynauuja, gy-
pn 50,8% ce ogHecyBa Ha mnagw nog
25-roguwHa BospacT. Bo WnaHwuja, co
23,6% cTanka Ha HeBpabOTEHOCT, cTan-
kata Ha HeBpaboTeHuTe mMnagu og 15
0o 25 rogunn gocturHa 50,5%. Bo Mop-
Tyranuja, ctankata Ha HeBpaboTeHoCT
nsHecysa 15%, a mefy mnagute oBaa
6pojka pocturHysa 35%, Bo Utanwja og
BKynHaTa cTanka Ha HeBpaboTeHOCT o
9,3%, mnagute ce 3acTtaneHu co 31,9%,
Bo ®paHumja og BKynHaTa cTanka Ha
HeBpaboTeHocT of 10%, HeBpaboTeHo-
cta mefy mnagute gocturnyea 21,7%.
EBuoeHTHO e geka Bo JyxHa EBpona
0BOj Npobnem e nonspaseH, OTKOMKY BO
CeBepHa EBpona. Bo EY-27, og Bkyn-
HaTa cTanka Ha HeBpaboTeHOCT of
10,2%, mnagute og 15 go 25-roguiiHa
BO3pacT Ce 3acTaneHu co NpocevHa
cTanka Ha HeBpaboTeHocT op 22,4%,

tries almost 40% to 60% of young un-
employed plan to go to work in more
developed countries.

Expansion of youth
unemployment

They call it the “sacrificed gen-
eration” or even baby loosers versus
the generation of the seventies baby
bomers. Today, almost everywhere
in Europe is very rare any young
person under the age of 25 to get an
employment. In the European Union
countries, the average unemploy-
ment rate is 9.8% of the total of the
active population. In countries faced
with the financial crisis as Greece,
where the unemployment reaches
about 21.08% of the active popula-
tion, only 50.8% belong to the youth
under the age of 25. In Spain, where
the unemployment rate is 23.6%, the
rate of unemployment among youth
aged 15 up to 25 reached 50.5%. In
Portugal, the unemployment rate is
15%, and among young people this
figure reached 35%, in ltaly, to the
overall rate of unemployment 9.3%,
the young people are represented by
31.9% in France, to the 10% overall
rate of unemployment, unemploy-
ment among youth reaches 21.7%.
It is evident that in southern Europe
this problem is more expressed than
in Northern Europe. In the EU-27,
in the total unemployment rate of
10.2%, the youth of the age from 15
to 25 are represented with an aver-
age unemployment rate of 22.4%,
while in the 17 member states of the
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Aogeka Bo eBpo-30HaTa Ha 17-Te gpxa-
BM UNEHKW, Kage onwTarta cranka Ha
HeBpaboTeHocT pgocturHyBa 10,8%,
npoceYHaTa crtarnka Ha HeBpaboTeHOCT
Ha mnaguTte pocturHyea 21,6% (EU-
ROSTAT 2012).

Bo Penybrnivka MakenoHwuja, ctan-
kaTa Ha HeBpaboTeHoCT fgeHec, Bo 2012
rogvHa, mnsHecysa 31,8% o4 BKYMHOTO
aKTUBHO HacerieHne 1 e HajBMCoKa BO
EBpona n Bo LuenuoT pernoH Ha 3anageH
bankaH. Bo pamkuTe Ha oOBaa BMCOKa
cTanka, HeBpaboTeHOCTa Ha MnaguTe
n3HecyBa okony 60%. HespaboteHocTa
Bo bocHa u XepueroBnHa W3HecyBa
23,4%, popeka HeBpaboTeHoCTa Ha
mMnaguTe oo 27 roguvHn ja HagMuHyBa
6pojkaTta og 50% og cuTe HeBpaboTeHw.
Bo LpHa lNopa, npoceyHaTa ctanka Ha
HeBpaboTeHocT usHecyea 18%, goneka
cTankarta Ha HeBpaboTeHOCTa Ha Mna-
auTe 0o 25-roguiiHa Bo3pacT u3HecyBa
42%. Bo XpBartcka, ctankata Ha HeBpa-
borteHocT m3HecyBa okony 14,8%, opf
Kown mery mnagute oo 25-roguiiHa Bos-
pact usHecysa 34,5%. Bo CnoseHuja,
cTankarta Ha HeBpabOTEHOCT e HajHUCKa
04 CUTE NMopaHELLHN jyrOCIIOBEHCKN pe-
nyonukn n msHecyea 8,2%, gogeka 3a
mMnaguTe 4o 25-rogmilHa Bo3pacT U3He-
cyBa 15,2%. Bo Cpbuja, ctankata Ha
HeBpaboTeHocT n3Hecysa 23,9%, a He-
BpaboTeHocTa Ha  Mnagute 1o
25-rognwiHa BO3pacT W3HecyBa Hag
30%. KocoBo, 3aegHo co Peny6nuka
MakenoHuja ce apxaBu CO HajBUCOKM
CTankuM Ha HeBpaboteHocT. Ha Kocoso
Taa gocTturHyBa Hag 50%, co 3acTtane-
HocT Ha mnaguTe co Haa 80%. Bo ocTta-
HaTUTe OpxaBu Ha bankaHoT, yneHkn
Ha EY, oBue 6pojkn ce noHuckn. Taka,
Bo byrapwja, HeBpaboTeHoCcTa gocTur-

Euro-zone where the general unem-
ployment rate reaches 10.8%, the
average rate of youth unemployment
reached 21,6% (EUSROSTAT 2012).

In the Republic of Macedonia,
the unemployment rate nowadays,
in 2012 is 31.8% of the total active
population and the highest in Europe
and the Western Balkans region.
Within this high rate, the youth un-
employment reached about 60%.
The unemployment in B&H is 23.4%,
while youth unemployment up to the
age of 27 exceeds 50% of the total
of the unemployed. In Montenegro,
the average unemployment rate
is 18%, while the rate of youth un-
employment up to the age of 25
reached 42%. In Croatia the unem-
ployment rate reaches about 14.8%,
out of which to the young people un-
der the age of 25 it reaches 34.5%,
while in Slovenia the unemploy-
ment rate is the lowest of all of the
former Yugoslav republics and it is
8.2%, while to the youth under 25 it
reaches 15.2%. In Serbia the unem-
ployment rate reaches 23.9% and
youth unemployment to those up to
25 is above 30%. Kosovo and the
RM are the states with the highest
rates of unemployment. In Kosovo,
it reaches over 50%, and the partici-
pation of young people is over 80%.
In other Balkan’s countries, the EU
member countries these figures are
lower. Thus the unemployment in
Bulgaria reaches 10.2% and out of
which 25.4% belong to the youth, the
unemployment in Hungary is 10.7%
and 26.1% for the youth, while in
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HyBa 10,2%, a 3a mnagute, 25,4%, BO
YHrapuja HeBpaboteHocTa e 10,7%, a
3amnagute 26,1%, nogeka so PomaHuja
HeBpaboTeHocTa gocturHyBa 7,3%, a
Yy4ecTBOTO Ha MnaguTe Ha Bo3pacT
mery 15 n 25 roamHu e Tpu 1 nonnatu
noronema u nsHecysa 23,4%.

3a paanuka og mnaguTe Bo EBpona
ynja HeBpabOTEHOCT Ce TONKyBa CO aK-
TyenHata UHaHCUCKa W EKOHOMCKa
Kpu3a, mnagute og 3anageH bankaH cé
yLUTE Ce CoodyBaaT Co NocreamumTe Ha
TewkaTa TpaH3uuMja, HEeOoCTaTOK Ha
NpOrpamMckn 1 cTpaTeLlkn npucTan KoH
npobrnemoTr Ha HeBpaborteHocTa. Of
apyra cTpaHa, BO BWCOKMOT MPOLEHT
HeBpaboTEHM MNagu, MOLLHE rofema e
3actaneHocta Ha HeBpaboTeHUTe co
BMCOKa CTpy4YHa nogrotoeka. Bo 2011 r.,
BO MakenoHuja of BKynHo 297.986 He-
BpaboTeHu nuua, 73.952 6une co 3aBp-
LUEHO OCHOBHO oObpasoBaHue, 37.959
HeBpaboTeHM nNuua Gune co 3aBpLUEHO
TpuUrogmwHo  obpasoBaHune,  Oypu
126.040 co 3aBpLueHoO cpegHo obpaso-
BaHue 1 41.878 co B1cko obpasoBaHme.
OnwTtnoT nopacT Ha HeBpaboTeHuTe
BMCOKOOOPA30BHU Kagpu € 3aedHudka
upTa Ha HajrorneMuoT 6poj mocT-Komy-
HUCTUYKKN ApxaBu. BoegHo, HeBpaboTe-
HOCTa 1 BUCOKOOOpa3oBHUTE Kagpw Gea
W egHa of 3aegHUYKUTE cneunuyHoCcTm
Ha Op)XaBuTe Ha ,apanckata nponet”’.
Mnagute gunnoMmmpaHnu n HeepaboTeHn
og. Tynuc, Ervnet, JemeH n Cupuja,
npeky Magpuga, JIoHaoH, Hoyjopk n Pum,
Ao gpxaeute Ha 3anageH banka,
BocHa n XepuerosuHa, Cpbuja, Make-
OOHWja, MNpumja, ro nokaxaa, unu xxmeear
CO He3a0BOJICTBOTO U PEBONTOT Of, HU-
BHMOT coLMjarneH ctaTtyc u HeBpaboTe-
HocT. Hekou ce He3agoBonHW oA Bnajae-

Romania the unemployment reached
7.3% and the share of young people
at the age of 15 to 25 is three and a
half times larger and is 23.4%.

In contrast to the young people
in Europe whose unemployment is
interpreted by the current financial
and economic crisis, the youth of the
Western Balkans still face the difficult
transition effects, lack of program and
strategic approach to the unemploy-
ment problem. On the other hand, in
the high percentage of unemployed
youth belongs to those with universi-
ty education. In 2011 Macedonia, out
of the 297,986 unemployed, 73,952
were those with completed prima-
ry education, 37,959 of the unem-
ployed were those who completed
three years of secondary education,
even 126,040 high school graduates
and 41,878 with a university degree.
The general growth of the unemploy-
ment of people with higher educa-
tion is a common feature of the most
post-communist countries. At the
same time, the unemployment and
people with higher education were
one of the common peculiarities of
the countries of the “Arab Spring”.
Young graduates and unemployed
in Tunisia, Egypt, Yemen and Syria
through Madrid, London, New York
and Rome, as well as the Western
Balkans countries, Bosnia and
Herzegovina, Serbia, Macedonia,
Greece have shown or live with an-
ger and indignation of their social
status and unemployment. Some are
dissatisfied with the political leaders,
the financial capital, the Country, the
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javkuTe rapHUTYpu, UHAHCUCKUOT Ka-
nuTan, gpxaearta, bupokpartujata, apy-
M op noBekedeLEeHUCKUTE AUKTaTopu
Kou ycneaja u ga rmn cpywart. CtedaH
Xecen, Bo CBOETO uctopucko, Ha 30
CTpaHMLUK, KHUXYNe, rM nogaapxa v um
nopava: ,byHete ce! byHete ce! Vcto
Kako LUITO MojaTa reHepaumja ce nobyHu
npotue Hauuamot* (Stefan Hessel,
2011). Bo ekoT Ha cBeTCcKaTa eKOHOMCKa
peuecunja, ApXXaBUTe COOYEHU CO MpPO-
6nemoT Ha HeBpaboTeHOCTa HaCTojyBa-
aT UICTUOT Aa ro paspeLuaT Ha COOABETEH
n edoukaceH HaumH. HeBpaboTeHocTa e
HajronemMmnoT Nnpean3Bunk3actabunHocTa
Ha apxasuTe. buTtkaTta 3a HoBM paboTHM
MecTa ce BoAM CO AeLeHMn BO cute ap-
*aBn. OBaa GuTka ce oaBMBa Kako BO
pa3BMeHNTE, Taka N BO EKOHOMCKM He-
pa3BMEHNTE ApXKaBu CO NPOMEHSIUB YC-
nex. [locerawHute uckyctea Ha Peny-
6nvka MakegoHuja Ha OBOj nnaH ce
MHOrY CKPOMHM 1 NOKPaj peaoBHUTE Be-
TyBaka Ha Cekoja HOBOAOjAeHa Nonu-
TUYKa rapHUTypa Aeka ke ro pewum npo-
6nemot. 3a cmeTKa Ha Toa, UcKycTBaTa
Ha pasBueHuTe gpxaeu BO EBpona ce
MHoOry nonpoayktusHu. Camo no cebe
Ce HaMeTHyBa MnpallaHkeTo Ha Komna-
pauuvja co meToauTe Kou rn ynotpeby-
BaaT nopa3sueHnTe apxasun Bo EBpona,
kako ®paHumja unu bBenrvja. Kon ce
CMMYHOCTUTE N KOW Ce PasfnuKMTe BO
ouTkaTa NnpoTuB HeBpaboTeHocTa? Kak-
BW pe3yntaTtu ce odekyBaat? Qanu no-
cTojaT Apyrm oopmMu 1 MeToauU BO oBaa
6utka? Kakesu npenopaku 6u moxene
Oaceussrievat? MakoBo peanusauujata
Ha pasHuTe OUTKM NpoTMB HeBpaboTe-
HOCTa NOCTOjaT 3HaYajHW ANCNapuTeTy,
ke ce obmageme npeky komnapatvBHaTa
aHanu3a Ha HauuoHanHuTe nporpamu u
cTpaTternm Ha Penybnuka MakegoHuja,

bureaucracy, the others from dicta-
torships on power for more decades
which they even succeeded to break
down. Stephane Hessel in his historic
30-page booklet supports them and
told them “agitate! agitate! Just as my
generation did against the Nazism”
(Stephane Hessel, 2011). In the wake
of the global economic recession,
states faced with the problem of un-
employment tend to resolve it in an
appropriate and efficient manner. The
unemployment is the biggest chal-
lenge to the stability of states. The
fight for creation of new jobs runs for
decades in all states. This fight takes
place both in developed and econom-
ically depressed countries with vari-
able success. The experiences of the
Republic of Macedonia on this plan
so far are very modest despite the
regular promises of each new politi-
cal establishment that it will solve the
problem. On the account of that, the
experiences of the European devel-
oped countries are much more pro-
ductive. The issue of comparison with
methods that are used by more de-
veloped countries of Europe, such as
France or Belgium is imposed. What
are the similarities and the differences
in the fight against unemployment?
What results are expected? Are there
any other forms and methods in this
struggle? What recommendations
could be drawn? Although at the im-
plementation of the various struggles
against the unemployment there are
significant disparities, we shall try
through a comparative analysis of
the national programs and strate-
gies of the Republic of Macedonia,
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Penybnuka ®paHumja u Kpancrteoto
Benrvja pa rm cornegame Bo rmobanHu
LUPTU OCHOBHUTE Pasfnuku, Hepeanusu-
paHuTe uenu 1 NorpeLLHn NpoeKLnn.

HaumoHanHa cTparteruja 3a
BpaboTyBawe Ha Penybnuka
MakepnoHuja 2015 roguHa

HauuoHnanHama cmpameeuja
3a epabomysare (2011), (HCB?) npet-
CTaByBa JOKYMEHT BO KOj Ce€ COApXKaHu
CpPeaHOPOYHUTE CTpaTernm n npegn3sun-
UM Ha Na3apoT Ha TPy4oT KOU ce ofHe-
cyBaat Ha nepuogot 2011-2015 r. HCB
Hyau NpuKa3 Ha ekoHOMcKaTa cocTojba
n coctojbata Ha nasapoT Ha TPyAoT M
AeduHvpa cTpaTewknTe NpuopuTeT 1
ouyeKyBaHu uenu kou Tpeba ga ce no-
cturHat go 2015 u rn onpegenysa no-
nuTukmTe kom Tpeba ga ce mocturHat
no 2015 n nonutukMte Kom Tpeba aa
AoBedat oo peanusauuja Ha npegsuae-
HuTe uenn. HCB n HayuoHanHuom ak-
yucku nnaH Ha epabomysare 2011-
2013 (HABIT) ce BO cornacHocT co

2 Cnopep, Hauvonankata crpaterja 3a Bpabo-
TyBamwe Ha PM 2015 r., nspaboteHa of cTpaHa Ha
MWHUCTEPCTBOTO 3a TPyA U couujanHa nonuTuka
(aBryct 2011 r.), npecmeTkiTe 3a AOMropoYyHaTa
OOPXMMBOCT Ha jaBHUTE (PUHAHCUKM ce TemenaTt
Bp3 cnegHute 6 npetnoctaBku: 1) NPOCEYEH eKo-
HOMCKM pacT Bo HapegHute 40 roguHu of 4%, 2)
pacT Ha npoayKTuBHoCTa of 2%, 3) 3ronemyBare
Ha aKkTMBHOCTa Ha MaxuTe op 77% Bo 2010, Ha
86% Bo 2050 r., 4) moronemo 3ronemMyBake Ha
cTankata Ha akTMBHOCTa Ha xeHata og 50,3%
Bo 2010, Ha 67,3% Bo 2050 r., 5) HamanyBare
Ha HeBpaboTeHOCTa BO NpBWUTE ABAECET TOAWHM
oa 32,1%, Ha 16,3% u crabunuampare BO Ha-
penHute 20 roguMHU CO MpOEKTMpaHa cTanka Ha
HeBpaboTeHocT o 12 Bo 2050, 6) ymepeHo 3ro-
nemyBar€ Ha Y4YeCTBOTO Ha nonynauujata Ha
65-roguiHa Bo3pacT u noseke, co 13% Bo 2050 .

Republic of France and the Kingdom
of Belgium to see the global features
of underlying differences, failures and
faulty projections.

National Employment Strategy
of the Republic of Macedonia
2015

The National Employment Stra-
tegy (2011), (NES?) is a document
containing medium term strategies
and challenges in the labor market
relating to the period from 2011 until
2015. NES offers a review of the eco-
nomic situation and the situation on
the labour market, defines the stra-
tegic priorities and goals expected to
be achieved by 2015 and determines
policies to be achieved by 2015 and
determines the policies that should
lead to implementation of the planned
targets. The NES and the National
Action Employment Plan for 2011-
2013 (NAEP) are in accordance with
the national general development

2 According to the National Employment Strategy
of the Republic of Macedonia for 2015 prepared by
the Ministry of Labour and Social Policy (August
2011), the calculations of long-term sustainability
of public finances are based on the following six
assumptions: 1) the average growth in the next 40
years 4%, 2 ) productivity growth of 2%, 3) increase
the activity of men from 77% in 2010 to 86% in
2050, 4) greater increase in the rate of activity of
women from 50.3% in 2010 to 67.3% in 2050 , 5)
reduction of unemployment in the first twenty years
from 32.1% to 16.3% and stabilization in the next
20 years with a projected unemployment rate of 12
in 2050, 6) moderate increase in the share of popu-
lation at the age of 65 and over by 13% in 2050.
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HauMoHanHaTa onwTa pa3BojHa pamka,
WHCTUTYLMOHANHNTE KanauuTeTn u co
MOXHOCT 3a jaBHO (UHAHCUpaHe.
Crtpatervjata, BOegHO, npeTcTaByBa
OocHoBa 3a noaroTtoeka Ha HABI, BO Koj
ce NpeaBuaeHN KOHKPETHU akTUBHOCTMU
3a OCTBapyBak€ Ha CTpaTeLlukute npu-
opuTETM cornacHo Esporickama cmpa-
meauja 3a namemeH, 00PXIU8 U UHKIy-
3ueeH rnopacm - Espona 2000
(ECIIOUTI-E 2000) u MHmeepupaHume
Hacoku Ha Esporna 2020 3a eKOHOMCKU
MoAuUMUKU U MoauUMmMuKu 3a epabomysa-
He Ha 3emjume-dyrieHku Ha EY (MHE-
2000ETINB34YEY) v ppyrv onepaTtuBHU
OOKYMEHTMW.

Cnopepg astopute Ha HCB, BO BO-
BEeOOT Ha OBOj AOKYMEHT Ce MUCTakHyBa
aeka ,HCB 6una nogrotBeHa BO napT-
HepCTBO CO MOBEKe OpraHu, Kako LUTO
Cce MWHUCTepCTBaTa Kou ce HaanexHu
3a nnaHupawe W CcnpoBedyBawe Ha
eKoHomcKaTta NonuMTuKa M NOnMUTUKUTE
3a BpaboTyBawe, AceHyujama 3a epa-
bomyesare Ha PM (ABPM), kako n Ha
apyrm  acoumjauuMm M napTtHepu”,
HCBPM 2015 (Ckonje: aeryct 2011,
cTp. 6). Co uen ga ce o6e3dbegun nvnne-
MeHTaumja Ha nonuTukaTa 3a BpaboTy-
Bakb€ COrnacHo nonuTukuTe 3a Bpabo-
TyBake BO EY, PaboTHata rpyna 3a uns-
roTByBak€ Ha martepwujanoT M KOHCYm-
Tmpana ECMOWM-E 2000 u WHE-
2000EMMNB34YEY, co noagpwka Ha
EBponckartakomucunjabunaobesdbeneHa
TexHnyka nomow npeky TAIEX — uH-
CTPYMEHTOT — eKcnepTcka mucuja BO
Koja ydecTtByBane ekcneptu og Cnose-
Huja n EctoHmnja. Bo TekoT Ha 2010,
Crtpartervjata 3a Bpabotyeawe 2010 r.
npegsuayBalle ctanka Ha BpaboTeHocT
oa 48% BO ycnoBu Ha nopacT Ha npo-

framework, institutional capacities
and the opportunity for public fund-
ing. The strategy also forms the ba-
sis for preparation of NAEP which
provided concrete actions to achieve
strategic priorities in accordance
with the European strategy for smart,
sustainable and inclusive growth-Eu-
rope 2000 (EUSSSIG-E 2000) and
the Integrated Guidelines of Europe
2020 for economic policies and em-
ployment policies of the EU member
countries (IGE-2000 EPEPEUMC)
and other operational documents.

According to the authors of the
NES in the introduction to this docu-
ment it is pointed out that “NES was
prepared in partnership with several
bodies such as ministries competent
for planning and implementation of
the economic policy and employment
policy, the Employment Agency of
the Republic of Macedonia (EARM)
as well as other associations and
partners”. NESRM 2015 (Skopje:
August 2011 p. 6). In order to en-
sure implementation of the employ-
ment policy in accordance with the
employment policies of the EU, the
Working Group for preparation of the
material consulted EUSSSIG-E 2000
and IGE-2000 EPEPEUMC, with the
support of the European Commission
had provided technical assistance
by TAIEX - the instrument — Expert’s
Mission which involved experts from
Slovenia and Estonia. During 2010,
the Employment Strategy in 2010
predicted employment rate of 48% in
terms of growtth in the average rate
of Gross Domestic Product (GDP) of
3.2%. These ambitious projections
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ceyHata cTanka Ha OpyTo-gomalleH
npoussoa (bAM) og 3,2%. Oue ambu-
LMO3HM NpeasrayBara AenyMHO ce Uc-
nonHuja, buaejku ctankarta Ha Bpaborty-
Bakbe pocturHa 43,5% Bo 2010 r
(HCB:7). No penaT¥BHO BUCOKMOT pacT
Ha BN og 2006-2008 r., koj 6eLe onwT
TpeHa Bo uenuoT 3anageH bankaH, a
He camo Bo PM, Bo 2009 1 2010 . 6ewwe
pernctpupaH nag Ha BN n ce gsmxele
o 0,9% Bo 2009 n 1,8% Bo 2010 r. u
Toa, Npea ceé, Ha ronemute rpaabu Bo
rpagexHuwTeoTo (pact og 15%), Tpro-
Bujata (pacT of 6%) n TpaHcnopToT n
KomyHukauumnTte (pact og 5,1%). Mery-
TOa, CTPAHCKUTE OMPEKTHMU MHBECTULINA
notppnuja n Bo 2010 nsHecysaa 224,4
MUSIMOHN €Bpa, OOHOCHO Hajmarsnky opg
cute apxaeu Ha 3anageH bankaH. Bo-
eaHo, cnopen MakpoekoHoMckaTa npo-
ekumja 3a 2011-2013 nanoxeHa so HCB
(HCB:10) ce npegBuayBsa neka EKOHOM-
CKMOT pacT Ke ce aswxu og 3,5%, Ao
5%, noneka 3a nepuopot 2014-2015 ce
npegBuayBalle €KOHOMCKM pacT of
5,5%, 0o 7%, WTO rnegaHo o AeHeLlHn
nepcnekTuBm e npeambuunoseH. Beke
e jacHo geka Bo 2011 r. npBUYHUTE NPO-
LUeHKn ce geka Toj 6un okony 3%, co
MOXXHOCT 3a onarawe, AofeKka eKOHOM-
ckunoT pacT 3a 2012 . o4 aMOMLMO3HUTE
5% ce npeasuayBa ga 6vge 2%, co
TeHOeHUMja 3a onarawe. HeratuBHuTe
TPEHOOBM HA MaKPOEKOHOMCKUTE MpO-
eKuMmn Ke ce nodyBCTBYBaaT M BO NOMu-
TUKMUTE Ha BpaboTyBame.

CocT0j6u Ha na3apoT Ha TpyAaoT

Cnopeg nogaTtouuTte Ha [lp>XaBHUOT
3aBop 3a ctatuctuka (O3C), Bo yeTBp-
TOTO TpMMecedje Ha 2011 r., 6pojoT Ha

partially were fulfiled because the
employment rate reached 43.5% in
2010 NES: 7). Following the relative-
ly high GDP growth from 2006-2008,
which was the general trend in all
Western Balkan’s countries, not only
in the Republic of Macedonia in 2009
and 2010 was registered a decline
of GDP ranging from 0.9% in 2009
and 1.8% in 2010, and first of all at
the major structures in construction
(growth of 15%), the trade (increase
of 6%) and the transport and commu-
nications (growth of 5.1%). However,
the foreign direct investments failed
and in 2010 amounted to 224.4 mil-
lion euros, that is, the least of all the
Western Balkans’ countries. Also,
according to the Macroeconomic
projection for 2011-2013 presented
in NES (NES:10) it is predicted that
the economic growth will range from
3.5% to 5% while for the period from
2014-2015 economic growth is pro-
jected from 5.5% to 7%, as seen
from today’s perspective is too ambi-
tious. It is already clear that in 2011,
the preliminary estimations are that it
was about 3% with the possibilityty to
decline, while the economic growth
for 2012 from the ambitious 5% is
provided to be 2% with the tendency
of declining. The negative trends in
the macroeconomic projections will
be felt in the employment policies.

Labour market conditions

According to the data of the
State Statistical Office (SSO) in the
fourth quarter of 2011, the total active
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BKYNHOTO paboToCcnocobHO HaceneHve
(15-64) Bo 2011 1. n3necysan 1.659.180
nuua. PaboTHaTta cuna, unm eKOHOMCKM
aKTMBHOTO HaceneHuwe, W3HecyBano
937.326 nuua, oa kou BpaboTeHn Gune
639.340 nuua, nnmn 68,2%. Ctankara Ha
HeBpaboTeHocT crnopepn [A3C nsHecysa-
na 31,8%, nnn 297.986 pabotocnoco-
OHM nnua bune HeBpabOTEHMU, CO TEH-
AeHumja 3a HaTamolleH pacTt. Ctankara
Ha HeBpabOTeHOCT Ha MnaauTte oa 15
00 24-roaviHa BO3pacT W3HecyBana
59,4%, co TeHOeHUMja Ha 3roneMyBamse,
HO BMCOKa € 1 cTankarta Ha HeBpaboTe-
HWUTE KOM C€ ywTe ce Mragu co orneg
Ha Toa wWTo 29,5% oa HeBpaboTeHUTe
ce Ha BospacT mery 24 n 49-roguwiHa
Bo3dpacT. Og oBve nokasarenu 3a He-
BpaboTeHocTa Ha Mnagute o 18 Oo
24-rognwiHa Bo3pacTt, 58,5% ce maxu n
61% ce xeHu. MNoarajkn oa JlucaboH-
ckama cmpameauja 3a epabomysar-e,
nporpaMmMTe U MEpPKUTE cornacHo MH-
meapupaHume Hacoku 3a pacm u pa-
6omHu mecma, Bnapgata HactojyBana
Aa M Hacoun NonuTUKNTE Ha BpaboTy-
Bakb€ BO pyHKUMja Ha: a) CTuMynupare
Ha nobapyBaykata Ha nasapoT Ha Tpy-
poT; 6) YcornacyBawe Ha noHyaaTta u
nobapyBaykata Ha paboTHa cuna; B)
MNMopobpyBarwe Ha noHygata Ha paboT-
Hata cuna; r) lMoronem GanaHc mery
dnekcubunHocTta u curypHocta; a) Ha-
Manyeawe Ha cuBaTa ekoHomuja. 3a
peanu3auuja Ha CcnomeHaTuTe Lenu
6une edekTympaHu onepaTtuBHU Mna-
HOBM 33 aKTUBHM MporpamMm n Mepku 3a
BpaboTyBare, a ce nMnnemMeHTMpan u
MNpoekTOoT 3a camoBpaboTyBawe CO
Kpeautupare, co Koj ce obe3benyBaa
KpeouTHU cpeactBa MoA  MOBOSMHU
ycnoswu. Bo Taa Hacoka, bune nogurHaTtu
3.097 kpeautn 3a BpaboTyBawe Ha

population (15-64) in 2011 amount-
ed to 1,659.180 people. Labor force
or economically active population
amounted to 937,326 people, out of
which were employed 639,340 per-
sons or 68.2%. The unemployment
rate according to SSO amounted
31.8% or 297,986 active people
were unemployed with tendention
to further growth. The rate of youth
unemployment at the age of 15-24
amounted 59.4% with a tendency
to increase, but the rate of the un-
employed who are still young is high
having in mind that 29.5% of the un-
employed are at the age between 24
and 49 . From these indicators of un-
employment of young people at the
age from 18 to 24, 58.5% are male
and 61.0% are women. Starting from
the Lisbon Strategy for Employment
programs and measures according to
Integrated Guidelines for Growth and
Jobs, the government attempted to
direct the employment policies aimed
at: a) stimulating demand in the la-
bor market, b) adjustment of supply
and demand of the work force, c) im-
provement the supply of labor force,
d) greater balance between flexibility
and security, e) reduction of the gray
economy. To realize the aforemen-
tioned goals operational plans were
effectuated for active programs and
measures for employment and the
self-employment project is imple-
mented for which loans are provided
under favorable conditions. For this
purpose 3,097 loans were taken for
employment of 3,648 people. Active
employment programs in the last 4
years have sought to cover about
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3.648 nuua. AKTMBHWUTE nporpamn 3a
BpaboTyBare BO NocneaHvBee 4 roguHn
HacTojyBaa ga oncatart okony 40.000
HeBpabOTEHM NMLUA, HO camMuoT hakT
LWITO n3aBoeHuTe cpeactea og bl ce
awxkea on 0,07% (2007), 0,16% (2008),
0,25% (2009) 1 0,12% (2010) ce noka-
Kaa Kako marnky eoukacH1 1 HEAOBOSTHO
cTumynupadku. EgHoBpemeHo, ogpene-
HW cpencTtea G6ea n3geoeHun o BAMM 3a
NnacvMBHWUTE MEPKN Ha BpaboTyBawe, CO
cumbonunyHn m3Hocn mery 0,37%, po
0,45% B0 2010 .

[leHec, nazapoT Ha TpyaoT ce ywTe
Ce KapaKkTepuanpa co BUCOKa CTanka Ha
HeBpaboTeHOCT, NocebHO Kaj mraguTe
N HUCKOKBanMuKyBaHuTe, HUCKa cTan-
Ka Ha aKTMBHOCT Kaj XXeHUTe, Kako u
AonropoyYHa HeBpaboTeHOCT Koja e Me-
fy HajucokmTe Bo 3anageH bankaH wn
Hema noronemu NpomeHn of npea ae-
ceTMHa roauvHu. Taa wu3HecyBa Hag
31,8%, co TeHOeHUMja 3a HaTaMOLLEH
pacrt. [NasapoT Ha TpygoTt Bo PM ce ka-
pakTepuaunpa co:

- BaBeH ekoHOMCKM pasBoj, HegocTa-
TOK Ha MHBECTULMM U HUCKO HUBO Ha
Kpeupar-e Ha paboTHU MecTa;

- Bucoka crtanka Ha HeBpabOTEHOCT,
ocobeHo kaj mnagute (16-24) gonro-
POYHO HeBpabOTEHW, HUCKOKBAmM-
(h1KyBaHW 1 opyru paHnuBM rpynu;

- PogoBa HeegHaKBOCT;

- HepoBonHa  ycornaceHocT  Mmefy
06pa3oBHUOT cucTem U noTpedute
Ha na3apoT Ha TpyaoT;

- HepoBornHa eeKkTMBHOCT BO KOpUC-
TEeHEe Ha UHCTUTYLUUTE Ha nasapoT
Ha TpyaoT;

40,000 unemployed people, but the
fact that the allocated funds of GDP
ranged from 0.07% (2007), 0.16%
(2008), 0.25% (2009) and 0.12%
(2010) have proved not enough ef-
ficient and insufficiently stimulating.
Simultaneously, some funds from
the GDP were allocated for the pas-
sive measures of employment with
symbolic amounts between 0.37% to
0.45% in 2010.

Today, the labor market is still
characterized by high unemploy-
ment rate especially among young
and low-skilled, low activity rate
among women and long-term unem-
ployment, which is among the high-
est in the Western Balkans and there
are no major changes for the last ten
years. It is above 31.8% with a ten-
dency for further growth. The labor
market in the Republic of Macedonia
is characterized by:

- Slow economic growth, lack of
investment and low level of job
creation

- High unemployment rate es-
pecially among young people
(16-24) long-term unemployed,
low-skilled and other vulnerable
groups

- Gender inequality

- Lack of adjustement between
the educational system and the
needs of the labor market

- lack of effectiveness in using the
labor market institutions
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- MMpucyTHOCT Ha HebopManHa ekoHo-
Muja;

- HepgoBonHa  oyHKUMOHANHOCT U
eMKacHOCT Ha coumjanHuTe napT-
HEepu BO Kpeupawe U UMNIeMeHTa-
LMja Ha EKOHOMCKUTE U counjanHnTe
NOSNUTUKK;

HCB Ha PM 2015 r. camo Ha nono-
BMHA cTpaHa ce 3adhaka co npobnemor
Ha pogoBaTa eqHaKBOCT M CrpaByBah-e-
TO CO HeBpaboTeHocTa Ha xeHaTta (HCB
Ha PM - 2015:33) n npu Toa nHcuctupa
Ha 3ronemMyBaH-EeTO Ha KOMMETeHUunTe
(3Haetrbe, BEWTMHMW, NpUcTan), paseoj n
AaBamwe ycnyrn 3a BpaboTyBarwe WU
obykn npucnocobeHn KOH WHAMBWUAY-
anHuTe notpebu u coBnagyBawe Ha
GapvepuTe 3a MHTErpMpare Ha nasapoT
Ha TpygoT (HCB Ha PM - 2015:33). Toa
€ CaMO UHAMKATOP CO KOJIKY roriema He-
CEepPMO3HOCT U 3aN0CTaBEHOCT Ce TPEeTU-
pa oBoj npobnem BO ApxaeaTta. CmeTa-
Me JeKka Mo aHanuMsata Ha KputudHata
cocTojba Ha nasapoT Ha TpydoT, BKINy-
4yBajKn M cUTE napameTpu, Kako LITO
ce knacudukaumnja Ha AONrOPOYHO He-
BpaboTEHMTE XKEHU, NOTOA CPEAHOPOY-
HO 1 OHME LUTO ce HeBpaboTeHn Ao ea-
Ha roguHa, Heonxo4Ho e Aa ce npucTanu
KOH npalLaweTo Ha obpa3oBaHMETO Ha
MInaguTe XXeHW, notoa KOH npodecuno-
HanHaTa e4HaKBOCT LUTO MOpa Aa cTaHe
Aen of, KONeKTMBHUTE 4OroBOPW Ha Co-
umjanHMTe NapTHEPWU, HUBHO COOABETHO
TPETUpaHwe BO HEKOj LOKYMEHT BO BUA
Ha lNMoeenba 3a pogoBa eaHaKBOCT Koja
©u bmna noTnuwiaHa og CTpaHa Ha cute
coumjanHn NnapTHEPU U CKyyYyBake Ha
HauMoHaneH merynpodecunoHaneH ao-
roBop 3a nornosaTa npodecunoHanHa
eaHakBocT. HeonxogHn ce nocebHu
MEpPKU 3a NpoLLUMpyBaHe Ha Npodecuno-

- presence of informal economy

- lack of functionality and efficiency
of social partners in the creation
and implementation of economic
and social policies

NPV of the Republic of Ma-
cedonia 2015 only deals with the
problem of gender equality and cop-
ing with the unemployment among
women (NPV of the Republic of
Macedonia 2015: 33) and at the
same time it insists on increasing
competencies (knowledge, skills, ac-
cess), development and provision of
services for employment and training
tailored to individual needs and over-
coming barriers to integration in the
labor market (NPV of RM 2015:33).
It is only an indicator how great lev-
ity and neglect is used to treat this
problem in the Country. We consider
that after analyzing the critical state
of the labor market, including all pa-
rameters such as classification of
long-term unemployed women, then
medium-term employed and those
unemployed up to one year, it is nec-
essary to approach the issue of ed-
ucation for young women, then the
professional equality which should
become a part of the collective
agreements of the social partners,
their proper treatment in a document
in the form of a Charter for Gender
Equality which would be signed
by all social partners and conclud-
ing the national inter-professisonal
contract for the professional gender
equality. Specific measures are nec-
essary to expand the professional
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HanHMOT M36op 3a MnNaauTe OEBOjKN 3a
NoycCneLuHO BKyYyBake BO paboTHMOT
npouec, nogobpyBarke Ha Yy4eCcTBOTO
Ha >XeHaTa Ha na3apoT Ha TpyaoT u
cMarnyBah€ Ha pacuenoT BO nornes Ha
nornosaTta pasnuka Bo HeBpaboTeHoCTa,
Kako 1 pacyeKkopoT BO Morneq Ha pas-
nuknTe BO nnatute. Bo Taa Hacoka, He-
OMXOQHO € co3gaBake Ha BUCOK aBToO-
puUTET KOj Ke BoaM OGuTKa NpPOTMB AUC-
KpMMUHaumjaTa, HO, eOHOBPEMEHO, ke
Tpeba ga ce nobapa pamHoTEXa Mery
npodecrnoHanHmTe n cemejHUTe 06BpC-
KV Ha XeHara.

OcobeHo e Telwka nosuumjata Ha
MnaguTe Ha nasapoT Ha Tpygot. Oeaa
cocTtojba Moxe da ce n3pasm co: a) He-
A0BONHNOT Opoj paboTHM MecTa 3a da
ja ancopbupaaT noHygata Ha Mnagu
nuua; 6) HeycornaceHocT mery noTpe-
buTe Ha paboTogaBayvoT M KBanMduka-
LUMMTEe Ha MNaguTe KoW Maneryeaat of
o6pa3oBHNOT cucTtem; B) Henogrotee-
HOCT M HECTMMYNUPAHOCT Ha paboToaa-
BadoT Aa o6e3bean cpencrtea 3a obyka
Ha mMnaguTe Kou HemaaT paboTHO uc-
KycTBO; ) HegoctaTtok Ha paboTHO uc-
KyCTBO Ha MmnaguTe, HedopmarnHo
obpasoBaHue; o) HegosonHo ctumyna-
TUBHW MEPKW 3a MIaguTe of CTpaHa Ha
Apxasara.

Bo pamkute Ha HCB, Bo rnaea 4,
NPUOPUTETM U LENN Ha MONMUTUKUTE Ha
nasapot Ha Tpygot (HCI1-2015:30), aB-
TOpWTE He 04BOjyBaaT NOroyiemM NpPocTop
32 OBOj CErMEHT M €QUHCTBEHO UCTaKHY-
BaaT HEKOSKy npenopakun 6e3 noronema
pa3paboTeHOCT, 1 Toa: HaTaMOLLHO Mo-
nobpyBare Ha BU3HWC KNMmara, rone-
MyBah-€ Ha MHBECTULMUTE, NPEBEHTUB-
HN MepPKKN Kon ke obesbenat uHaHCuC-
KM OnecHyBaha BO Hacoka Ha Hamany-

choice for young girls for successful
insertion into the work process, im-
proving the participation of women
in the labor market and reducing the
split in terms of gender difference in
unemployment, as well as the dis-
crepancy in terms of differences in
wages. In this regard it is necessary
to establish a High Authority that
shall fight against discrimination but
simultaneously should require a bal-
ance between professional and fam-
ily responsibilities of women.

Particularly difficult is the posi-
tion of the youth in the labor market.
This condition can be expressed
by: a) lack of work places to absorb
the supply of young people, b) dis-
cord between employer’s needs and
qualifications of young people who
leave the educational system, c¢) un-
willingness and negative stimulation
of the employer to provide funds for
training of young people who don’t
have any work experience, d) lack
of work experience of young people,
informal education e) insufficient in-
centives for young people from the
Country.

Within the frames of the NES in
Chapter 4 priorities and policy objec-
tives of the labor market (NPV -2015:
30), the authors do not allocate more
space for this segment and only point
out several recommendations with-
out better development, including:
further improvement of the business
climate, increasing investments, pre-
ventive measures that will provide fi-
nancial incentives aimed at reducing
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Bake Ha TpowlouuTe Ha paboTa u npu-
OOHECU 3a coumjanHo ocurypyBawe,
nogobpyBare Ha 06pPa30BHUOT CUCTEM
N YOBEKOBUTE PEecypcu COrnacHo no-
TpebuTe Ha nasapoT Ha TpyaoT, Moaep-
HM3auwuja n 3roneMyBar€e Ha KBanuTeToT
N KBaHTUTETOT Ha ycnyrute, dnekcu-
OunHocT Ha paboTHUTE MecTa, UMnne-
MEHTaumja Ha aKTUBHUTE MOMUTUKM Ha
nas3apoT Ha TPYAOT, pa3Boj Ha couumjan-
HWOT Aujanor, UTH. Bo HaTtaMOLWHOTO
HabpojyBake Ha MepKuTe 3a 3ronemy-
Bake Ha BpaboTeHocTa Ha mMnaauTe,
HCB rn ncrakHyBa cnaboctuTe Ha cuc-
TEMOT KOM reHepupaar Tonkasa rornema
HeBpabOTEHOCT M Npegnara: ycornacy-
Bahe Ha 06pa3oBHMOT cucTeM co bapa-
HaTa Ha Na3apoT; NPaKTUKAHCTBO U BO-
NIOHTEPCTBO, aKTUBHM NporpamMyn 3a
BpaboTyBame; 3ronemyBawe Ha MO-
OunHocTa, nNpPEeBEHTUBHO AenyBake
npeky obyka n coBeTyBak€ 1 NPOMOBH-
pawe Ha npetnpuemaiwuteo. O cute
cnomeHaTu anaTtku, HATY egHa He bele
npumeHeTa Bo PM. Hekon mepkn Gea
CMMOONMMYHO aHMMMpPaHK, HO 6e3 Moro-
nem edpekt. I HaTamy napTuckute Bpa-
6oTyBara Ha MnaguTe BO agMUHUCTPa-
umjata 3a3efoa BOAEYKO MECTO BO aM-
ovumMnTe Ha MnaguTe.

M nokpaj ronemnte amobuumnm n Ha-
jaBu, Ap>xaBaTta He ycnea fa ce crnpasu
co npobnemoT Ha HeBpabOTEHOCTa,
OOHOCHO Ha JonropoyHarta HespaboTe-
HocT. Kako nocebHo 3arpuxyBadku 6m
M wnsgsourne HeBpaboTeHOCTa Ha Xe-
HuTe (32,3%) n ocobeHo HeBpaboTe-
HocTa Ha mnaguTe og 18 go 24-roguiluHa
Bo3pacT (59,4%). Bo ogHoc Ha nocneg-
HVoB cermeHT, Bnagata ce obuae npeky
avcnepsvpaHu ctygum n 6pojHu Mapke-
TUHLLKM akuun, o TUNOT: ,3HaeHeTo €

the cost of work and contributions to
social security, improving the educa-
tion system and human resources
according to the needs of the labor
market, modernization and increas-
ing the quality and quantity of servic-
es, flexibility of jobs, implementation
of active policies on the labor mar-
ket, development of social dialogue
etc. In the further listing of measures
to increase the youth employment
NES highlights the weaknesses of
the system that generated such a
great unemployment and suggests:
adjustment of the educational sys-
tem with the market requirements,
internships and volunteering, active
employment programs, increasing
mobility, preventive action by train-
ing and advising and promotion of
the entrepreneurship. Of all the tools
mentioned, none was applied in the
RM. Some measures were sym-
bolicaly animated but without any
significant effect. Furthermore, the
employment through affiliation to the
political party of youth in the admin-
istration took a leading place in the
ambitions of the youth.

Despite the high ambitions and
announcements, the Country failed
to deal with the unemployment
problem, that is, the long-term un-
employment. As issues of a special
concern, we would emphasize the
unemployment of women (32.3%)
and especially youth unemployment
from the age of 18 to 24 (59.4%).
Regarding the latter segment, the
government tried through numerous
dispersed studies and marketing ac-
tions of the type “Knowledge is force
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curna -3HaereTo € MOK’, fja ro nornyrna-
pusmpa BMCOKOTO obpasoBaHue. Mery-
TOQ, HAMECTO O4eKyBaHMOT eqEeKT BO
OTCYCTBO Ha CTPAHCKN AWPEKTHN UHBEC-
TMUMK, noedrKacHN NONMUTUKN Ha Bpa-
6oTyBate U HENPOAYKTUBHW WHBECTU-
uun, camo ce 3ronemm 6pojoT Ha HeBpa-
GoTeHnTe CO BUCOKA CTPYYHa NOAroToB-
ka. BoegHo, noarajku og npecmetkuTe
3a OAPXMMBOCT Ha jaBHUTE (pUHaHCUU
Kou ce TemenaTt Bp3 6 npeTnocTaBku
(HCB 2015:11), og koun Beke Hekou ce
HEOAPXKNMBKU, Ce NPOEKTUpa cTarnka Ha
HamanyBawe Ha HeBpaboTeHocTa of
31,8% Bo 2012 r., Ha 16,3% BO Hapea-
HuTe 20 rognHun. Victo Taka, ce npeTno-
cTaByBa feka Bo 2050 roguHa ctankara
Ha HeBpabOTEeHOCT ke ce cTabunumaupa
Ha 12%. Toa 3Haun geka rparaHuTe Ha
PM ke Tpeba pa ce crpnart ywTte He-
MofHM YeTMpu OeueHun 3a Aa ce Oo-
CTUIHe eBporcka cTanka Ha HeBpa-
ooteHocT oA 12%, WITO € HaBWUCTMHA
npegonr spemeHckn nepuon? (HCB20
15:11)

HauvoHaneH akUMOHEH NnaH Ha
®paHumja 3a BpaboTyBame

Penybnuka ®paHumja nma egHo
JOnro MUCKycTBO BO 6uTkata npoTuB
HeBpaboTeHOCTa M BO CBOWUTE Hanopu
3a 3rornieMyBare Ha BpaboTeHocTa uma
n3rotBeHo norornem 6poj HauvoHanHu
NpoeKkTn 1 nporpamu. HaumoHanHuoT
aKuMoHeH nnaH 3a BpaboTyBawe
HAIB-Plan national pour I'emploi Ha
®paHumnja e nogerneH BO TpW ronemu
nogsarnasja, n Toa: a) Ctpatervja 3a
BpaboTyBame Ha PpaHuuja, 6) Ogroso-
py Ha cneunUYHUTE rMaBHU Npasux U
npenopakv1 v B) YnpaByBawe W napT-

-knowledge is power” to popularize
the higher education. However, in-
stead of the expected effect in the
absence of direct foreign invest-
ments, more effective employment
policies and unproductive invest-
ments, only increased the number
of the unemployed ones who have
completed the university education.
At the same time, starting from the
calculations for the sustainability of
public finances which are based on
6 assumptions (NES 2015:11) out of
which some are already unsustain-
able, the projected rate of reduction
of the unemployment is from 31.8%
in 2012 to 16.3% in the next 20 years.
According to the same assumptions
it is supposed that in 2050 the un-
employment rate will be stabilized at
12%. This means that the citizens of
the Republic of Macedonia should
be patient for almost four decades to
reach the European unemployment
rate of 12% which is really too long
time period? (NES2015: 11)

National Action Plan for
Employment of France

The Republic of France has a
long experience in the fight against
unemployment and in its efforts to
increase the employment has devel-
oped a number of national projects
and programs. The National Action
Plan for Employment NAPE-Plan
national pour I'emploi in France is
divided into three major chapters
which are as follows: a) Strategy for
Employment of France, b) Responds
to specific main directions and rec-
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HepcTBO. OCHOBHUTE MPUOPUTETHU OC-
KA KoM noaraat of [LOKYMEHTOT
,L’emploi, 'emploi, 'emploi“ (Bpaboty-
Bawe, BpaboTyBawe, BpaboTyBame),
BO KOj CE€ UCTakHyBa [eKa BO €KOHOM-
ckuom KoHmekcm Ha ®paHyuja Heorl-
X00HO e Oa ce UHmeH3usupaam Hario-
pume Ha cume akmepu Oa ce 60ee 8p3
KOXepeHmHocma Ha cume enemeHmu
Kou enujaam ep3 320/1eMy8ar-emo Ha
akmueHocma, 0a ce nodobpu rnasapom
Ha mpydom u paseojom Ha epabomyea-
Hemo 3a cume. NpuTtoa, ce n3aBojysaat
crnegHvMBE OCHOBHWM Hacoku: a) [logo-
OpyBare Ha aganTMBHOCTA NpPeEKy npe-
BEHMPaHETO, NPOBOLMPAHETO U UHTE-
rpvparweto Ha npomenute; 6) MNpuene-
KyBak-€ Ha noronem 6poj nyre Ha nasa-
poT Ha Tpygort; B) NoronemMo mMHBeCTU-
pake BO XYMaHWOT KanuTan, a egHo-
BpemeHo obpas3oBaHMETO M hopmaun-
jaTa 4a cTaHaT cocTaBeH fena Ha uenu-
oT uBoT; B) Mobunusaumja Bo nonsa
Ha pedopmute n obesbenyBarwe Ha
nogobpo pakoBogewe co BpaboTyBa-
teTo. LTo nogeranHo 3Hayat oBue Tpu
erneMeHTapHun 3anoxon?

Mopo6pyBare Ha afanTUBHOCTA,
OOHOCHO AMHamusMpakwe Ha nasapot
Ha TPy4oT 1 ofleCHyBaH-e Ha AaBadkuTe.
EdwukacHocTa Ha nasapoT Ha TpyaoT
Mopa ga buge nobapyBaHa Ha KpaTko-
poOYeH POK NMpeKy nogobpyBare Ha He-
roBaTta peakuuja, npeky nogobpo npea-
BMAYyBawe Ha ngHuTe notpebu Ha Bpa-
6oTyBaHETO, a Kora € Toa HEOMNXOAHO U
npeky aganTupawe Ha npeTnpujatvjata
n BpaboTeHUTe KOH EKOHOMCKUTE Mpo-
MeHu. Toa 3Haun geka e notpebHo aa
ce csiedam eKOHOMCKUme MpoOMeHU
npeKky KOHBEHLMOHanHuTe oppeaobw,
npegBuayBawe W TpeTupame Ha npe-

ommendations and c) Management
and partnership. The basic prior-
ity axis which start from the docu-
ment “L’emploi, I'emploi, I'emploi”
(Employment, employment, employ-
ment) which points out thatin the nec-
essary economic context of France it
is necessary to intensify the efforts
of all actors to keep watching the co-
herence of all elements affecting the
increase in activity, to improve the
labor market and the development of
employment for all. Besides that, the
following basic guidelines are pointed
out: a) improvement of the adaptiv-
ity through preventing, induction and
integration of changes, b) attracting
more people to the labor market, ¢)
greater investment in human capital
and education and formation simul-
taneously to become integral parts of
the whole life, ¢) mobilization in favor
of reforms and ensuring better man-
agement of employment. What do in
more details these three essential
commitments mean?

Improvement of the adaptiv-
ity, that is, intensification of the labor
market and facilitating the charges.
The efficiency of the labor mar-
ket should be a short term demand
through improvement of its reac-
tion by better anticipation of the fu-
ture needs of the employment, and
when necessary, through the adap-
tation of the enterprises and work-
ers to the economic changes. That
means that it is necessary to monitor
the economic changes through the
conventional provisions, anticipating
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CTPyKTypupawarta, oxpabpysan-e 3a
co30aga-e mpajHu epabomyeatba
BO KOHKYPEHTCKMOT CEKTOP, Npe3emare
MEPKW 3a OfeCHyBake Ha couumjanHute
KoTusauum Bp3 6Gasa Ha npocedHaTa
nnaTta HeoONxo4HW 3a [a ce CManu He-
BpaboTeHOCTa Ha HAjHUCKO KBanNnguKy-
BaHWTE, BOCNOCTaByBake OOrOBOPU 3a
Mnagu, NOMoLL 3a 3aXuByBake Ha 0a-
peLeHvn LOMEHW, CmMuMYyJlaHCU 3a CO3-
daeame npemnpujamuja npeky OT-
CTpaHyBawe Ha €KOHOMCKU U aAMWHU-
CTPaTUBHU MPEYKM N NPEKY CO34aBaHe
Ha MUKpo-fipemnpujamuja 3a Hespa-
6omeHu. NogobpyBareTo Ha afanTmB-
HOCTa 3Ha4yn u nodobpyeaw-e Ha Kea-
Jlumemom Ha HajMariKy ampakmugHU-
me pabomHu mecma, CO uUen ga ce
nosefe Gutka NpoOTUB nonapusauunjata
Ha nas3apoT Ha TPYAOT W HenpaBegHo-
CTUTE KOW ro cnepart. Toa 3Ha4u 3rone-
MyBake Ha udbpaHama MobusrHocm,
OOHOCHO MpYy>ake MOXHOCT 3a paboT-
HUUMTE da ce ogpXaT U HanpegHaT Ha
nasapoT Ha TpyaoT. OpraHusupawe
KOHCYNTauuM co couujanHuTe napt-
Hepw, CO Len Aa ce NoTTUKHAT Aa npe-
3emMaT uHMUmjaTMBKU Ha Mefynpodecno-
HanHW NPEroBOpM 3a TEMM KOU Ce OfHe-
CyBaaT 3a HMBHO aHraxupawe npeky
efeH HOB 10roBop 3a BpaboTtyBawe. Bo
OBaa aKTMBHOCT 3HAYUTENHO Ce aHra-
Xunpa v Bnagara.

MpuBnekyBawe noBeke nuua Ha
nasapoT Ha TpyAoT, peBanopu3auuja
Ha TPYAOT U jakHeHe Ha couumjanHaTa
KoXxe3uja, Co Orfieq Ha Toa WTo AOMro-
roguLLHaTa B1COKa cTanka Ha HeBpabo-
TEHOCT U eKCKNy3uja TexaT Bp3 couu-
janHaTta koxesnja. Bo Taa Hacoka, gp-
KaBaTa npesema ogpeneHv HoBU Mexa-
HA3MM BO MON3a Ha edHakBocTa Ha

and treatment of the restructurings,
encouragement to create perma-
nent employments in the competi-
tive sector, taking measures to fa-
cilitate the social fees based on the
average wage necessary to reduce
the unemployment of those that are
the least qualified, establishing con-
tracts for youth, helping to revive
certain domains, incentives for cre-
ating enterprises through the remov-
al of economic and administrative
barriers and by creation of micro-
enterprises for the unemployed.
Improvement of the the adaptivity
also means improvement of the
quality of the least attractive jobs
in order to initiate a fight against the
polarization of the labor market and
unfairnesses that accompany it. That
means increasing of the chosen mo-
bility, that is, providing an opportuni-
ty for workers to maintain and make
better progress in the labor market.
Organizing consultations with the
social partners in order to initiate to
take initiatives for inter-professional
negotiations for topics regarding to
their commitment through a new em-
ployment contract. This activity sig-
nificantly engages the government.

Attracting more people on the
labor market, revaluation of the la-
bor and strengthening the social
cohesion having in mind that the
long term high unemployment rate
and the exclusion make pressure on
the social cohesion. In this regard
the state takes some new mecha-
nisms in favor of equality of chances,

105



PeBwja 3a counjanHa nonuTuka, rog. 5, 6p. 9, Ckonje, asryct 2012

waHcuTe, ocobeHo 3a 3awTuTa Ha
HajpaHnuBMTe rpynu N 3a Hagdasopu-
3npaHute Teputopun. WM3rotBeH e u
llnaH 3a couyujasiHa Koxe3uja u npo-
€KM Ha 3aKOH 3a npozpamMupar-e 3a
mekoeHama 200uHa. VIcTo Taka, ce
nnaHvpa o6HOBYyBaHe U jakHeHe Ha
KONEeKTUBHUTE Hanopu BO MNons3a Ha
G6apaTtenuTte 3a BpaboTyBame npeky
BOCMOCTaByBawe Ha HOBW anartkvM 3a
npuapyx6a n cnegerwe Ha HeBpaboTe-
HWUTe 1 Co goaenyBare NPUOpUTETU 3a
noBpaTok Ha BpaboTyBakeTo npeky
efiHa jacHa 1 KoOopAWHMpaHa NoHyaa of,
CTpaHaHacepB1UCUTE KOH HajpaHnueuTe.
BoegHo, ce npegsuaysa aMHamu3upa-
H€ Ha NonuUTUKaTa BO Non3a Ha nNpo-
drecMoHanHoOTO BKNy4YyBawe U Bpa-
6oTyBawe Ha MnaguTe, 0COOEHO Haj-
HekBanMdurKyBaHUTe, KOHconuaaumja
Ha CTPYKTypuTe Ha BKNyYyBake U
BpaboTyBame npeky eKOHOMCKUTE aK-
TUBHOCTU, NoaobpyBawe Ha oapea-
6UTe Ha MUHMMYM couujanaTa npeky
co3fjaBare Ha AOroBOPW 3a aKTUBHOCT,
npowupyBake Ha y4eCcTBOTO Ha na-
3apoT Ha TPyAoT 3a nocrtapuTte opf
50-roguwiHa Bo3pacT nNpeky nnaHoBu
3a mobunusauuja Ha ceHuopuTe 1 no-
pobpyBame Ha ynpaByBaweTO CO MO-
cTapuTe BO paMKuTe Ha npeTnpujaTujata
1 NasapoT Ha TpyaoT, peBanopu3auumja
Ha TPYAOT NpeKy yHuduumpare n pe-
Banopusaumja Ha rapaHTMpaHarta nna-
Ta,jaKkHeHe Ha ynoraTta Ha KONekTUBHOTO
nperosapake BO OOHOC Ha JOrKuHaTa
Ha TpyaoT.

MoronemMo uHBecTUpawe BO Ka-
nUTan-40BeKOT, obpa3oBaHue u oby-
Ka 3a BpeMe Ha LieNniMoT XUBOT - pas-
BMBake Ha UHBECTULUMTE BO YOBe-
koBuTe pecypcu. OBaa npenopaka

especially to protect the most vulner-
able groups and for the over the un-
favorable territories. In this regard,
a Plan for Social Cohesion and a
Project of the Law on Programming
for the Current Year is prepared as
well. In this direction, renewal and
strengthening of collective efforts
in favor of applicants for employ-
ment through the establishment of
new tools for supporting and monitor-
ing the unemployed and by assign-
ing priorities to return to employment
through a clear and coordinated offer
by the services to the most vulner-
able, is planned. Also, it provides ac-
celeration of the policy in favour
of professional insertion and em-
ployment of youth, and in particular
the least qualified ones, consolida-
tion of the structures of insertion
and employment through economic
activities, improvement of the pro-
visions to a minimum social wel-
fare by creating an activity contract,
widening participation in the labor
market for the ones older than 50
through plans for mobilization of the
seniors and improving the manage-
ment of the elderly within the enter-
prises and labor market, revaluation
of labor through unification and re-
valuation of the guaranteed wage,
strengthening of the role of collective
bargaining in terms of length of the
working experience.

Greater investment in human
capital, education and training
throughout the life - development
of investment in human resourc-
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O3HayyBa OAPXXYBak-€ Ha KanauutetTuTe
1 pa3BOj Ha OArOBOPHOCTUTE Ha aKTUB-
HUTE KOW OBO3MOXYyBaaT npodecuno-
HanHW NPeKuHU 1 cHabayBake Ha Bpa-
GoTeHnTe Co aayTh 3a HMBHAaTa npode-
CMOHanHa eBonyuuja 1 3a HMBHaTa Mo-
6unHoct. OBME MHBECTUUMM CE Heon-
XOOHW 3a jakHEHEe Ha KOMMNETUTMBHOCTA
Ha npeTnpujaTnjata n 3a nogobpysare
Ha HaUMOHANHMOT EKOHOMCKWN MOTEHLUMN-
jan. CnomeHatuTe mepku nogpasbupaar
onecHyBaw€ Ha nmpucmanom Ha cume
3auHmepecupaHu eparaHu KOH obpa-
308aHuUemo u npomoyuja Ha obykama
80 meKom Ha Uesiuom KueomeH B€K.
BoepgHo, TakBaTa akuuja ce npesenysa
Kako WHBECTMpakE BO XyMaHWUTE pe-
cypcu Ha onwTtectBOoTO. KOHEeYHo, BO
cekoja cTpaTellka opueHTauuvja mnpo-
¢ghecuoHasiHama eOdOHakeocm Mery
Ma)xume u xeHume e 3Ha4aeH CerMeHT
Ha oBaa nporpama. LlenokynHarta akum-
ja 3Haun noronema BpaboTeHOCT, no-
ronem KBanuteT U NPOAYKTUBHOCT U
noronema couujanHa koxe3suja.

HauuoHaneH akuMOHeH nnaH 3a
BpaboTyBawe Ha KpanctBoto
Benruja

HaunoHanHMOT akuMoHeH nnaH
3a BpaboTyBarwe Ha Kpancrtsoto ben-
rnja (Plan d’action national pour I'emploi
2004-PANL) noara og cogpxwuHata Ha
EBponckata ctpaternja 3a BpabotyBa-
e Koja bewwe ycBoeHa Ha CamMnToT Ha
EY Bo Ilykcembypr 1997 r. Wcrara
cTpatervja Oewe eBanyvpaHa M BO
2002 r. MNpeuTte peyeHnumn Ha N3BeLwTa-
jot: ,BpabotyBane, BpaboTtyBane, Bpa-
G6oTyBawe“, n3paboteH o cTpaHa Ha
Taskforce Emploi, npeaBogeHa oa ctpa-

es. This recommendation means
maintaining the capacity and devel-
opment of responsibilities the active
ones which enable professional dis-
ruptions and providing the employ-
ees with facts for their professional
evolution and their mobility. These in-
vestments are necessary to strength-
en the competitiveness of enterpris-
es and improvement of the national
economic potential. The above men-
tioned measures include facilitating
the access to all citizens interested
in education and promotion of train-
ing throughout the lifespan. Such
an action, is also translated as an
investment in human resources of
the society. Finally, in each strategic
orientation, the professional equality
between men and women is a signif-
icant segment of this program. The
overall action means more employ-
ment, higher quality and productivity
and greater social cohesion.

National Action Plan for
Employment of the Kingdom of
Belgium

The Nacional EmploymentAction
Plan for the Kingdom of Belgium
(Plan d’action national pour I'emploi
2004-PANL) starts from the con-
tents of the European Employment
Strategy which was adopted at the
EU Summit in Luxembourg 1997.
The same strategy was evaluated
in 2002. The first sentences of the
Report “Employment Employment
Employment” prepared by the Task-
force Emploi led by Wim Kok are
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Ha Ha Wim Kok, ce mowwHu npeaynpe-
aysayku. ,EY pusukyBa ga He i no-
CTUrHe cBOMTE aMOMUMO3HN Lienn yCBo-
eHun Bo JlncaboH 2000 roguHa v Aa He
npepacHe BO HajAMHaMMU4yHa U KOMNETU-
TMBHa eKOHOMMWja Ha 3HaeHe BO CBETOT,
cnocobHa 3a edeH TpaeH EKOHOMCKM
pa3Boj, NpUApPY>XeHa CO KBanuTaTUBHO
N KBaHTUTATMBHO nopobpyBawe Ha
BpaboTyBak€TO M Ha MnorofiemMa coumu-
janHa koxesuja“ (Kok, 2003)

BopeuknTe npaBuu Ha BpaboTyBa-
HETO NpeaBuayBaar:

- EBponcka ctpaTermja 3a nonHa
BpaboTeHOCT n nogobap KBanu-
TeT 3a cute. YUneHkute Ha EY Bopgat
HWBHW NONMUTUKN Ha BpabTyBake Ha
Ha4YWH a rm BocnocTaBaT OCHOBHUTE
NPUHLUMNN U NPUOPUTETU HA akuwmja
W Hanpegok KOH peanusauumja Ha
KBanUTaTMBHU N KBAHTUTATUBHU pe-
3yntatn. HanopegHo, ApxasBuTe-
uneHkn Ha EY ke npogomnxat co oc-
HOBHUTE OpPWEHTaLMM Ha EKOHOM-
ckuTe nonuTukn. CornacHo Ha arex-
parta of JlucaboH, nonuTMKUTE Ha
BpaboTyBare Ha ApXKaBUTE-YNEHKN
o6e3benyBaat npomouMja Ha Tpu
reHepanHu Lenu Kou ce 1 3aeMHO
3aBWCHW, Toa ce: rosiHa gpabome-
Hocm, K8asiumemunpoodyKmueHOCm
Ha mpydom, u coyujanHa Koxeauja u
eknydyearbe Ha mnadume. (PANL,
2004:8). HanopegHo co oBue Tpwu
Lenu, HeonxooHO € Aa ce Boau
CMeTKa 3a NPUHUMNUTE Ha efHa-
KBOCT Ha LUaHCUTE U eAHaKBOCT Me-
fy XXEHUTE N MaxuTe.

MonHa BpabGoTeHOCT: ApxaBuTe-
yneHku Ha EY ce o6Bp3yBaaTt aa Bocno-
cTaBaT nonHa BpaboTteHocT, bnaroga-

rather dissuasive. “The EU risks to
reach their ambitious goals adopted
in Lisbon in 2000 and to grow into
the most dynamic and competitive
knowledge economy in the world,
capable for a lasting economic de-
velopment, accompanied by qualita-
tive and quantitative improvement of
employment and greater social co-
hesion” ( Kok, 2003)

The leading directions of the
employment anticipate:

- European strategy for full em-
ployment and better quality for
everyone. The EU members
keep their employment policies in
a way to establish the basic prin-
ciples and priorities for action and
progress towards the implemen-
tation of qualitative and quantita-
tive results. At the same time the
EU member states will continue
with the basic orientation of eco-
nomic policies. In accordance
with the Lisbon’s agenda, the em-
ployment policies of the Member
States shall ensure the promotion
of three general goals that are
mutually dependent: they are full
employment, quality and produc-
tivity of labor, and social cohesion
and the insertion of young peo-
ple. (PANL,2004:8). Along with
these three goals, it is necessary
to take account for the priniciples
of equality of chances and equal-
ity between men and women.

Full employment: the EU mem-
ber states undertake to establish
full employment, thanks to a global
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peHve Ha eneH rnobaneH MoNUTUYKK
npucTan Koj rm MHTerpupa MepkuTe Kou
ce ogHecyBaaT Ha noHyaaTta u nobapy-
BaykaTta Ha uenu yTepaeHu Bo JlncaboH
n Ctokxonm. Nputoa, cranknte Ha rno-
6anHoTo BpaboTyBawe 6y Tpebano aa
pocturHat ao 70% Bo 2012 ., 3a XeHute
60% un 50% 3a maxuTe Mery 55 u 64 ro-
OWHN CTapocCT.

NopobpyBawe Ha KBanUTETOT U
NPoOAYKTUBHOCTA Ha TPYAOT: NoAdo-
OpyBaH-E€TO Ha KBANUTETOT Ha TPyaoT e
TECHO MOBpP3aH CO eBonyuujata KoH
KOMneTuTMBHaTa ekoHomuja n e 6asn-
paHa Bp3 HaykaTta. Taa 6u Tpebano ga
ce peanusvpa CO 3aeMHW Hanopu Ha
cuTe akTepu, ocobeHo CO nomowl Ha
counjanHmnoTt amjanor. KeanuteToT npeT-
CTaByBa efeH nnypuavMeH3noHaneH
KOHUENT KOj ce NpMMeHyBa CO KapakTe-
pUCTMKNTE Ha BpaboTyBaH-€TO N BO NO-
LUMPOKNOT KOHTEKCT Ha NasapoT Ha Tpy-
OoT. KBanuteToT rv nokpuea: meryceob-
HWOT KBanuTeT Ha TPy4oT, 06pasoBaHu-
eTo 1 obykaTa BO TEKOT Ha LEenuoT Xu-
BOT, HanpeAoKOT BO Kapuepara, eaHak-
BOCTa Mery MaXxuTe NXXeHuTe, 30pasjeTo
n 6e3begHocta npu paboTa, opraHusa-
Lumjata, coumjanHuoT anjanor, y4ecTBoTo
Ha paboTHUUWTe, OUBEP3UTETOT N He-
AnckpuMmnHaumjaTa, u gp. lNopactot Ha
cTankata Ha BpaboTMBaHheTO Mopa Aa
6uae npugpyxeHa co OMwWT nopacT Ha
NPOAYKTUBHOCTA Ha TpyaoT. KBanuTeToT
Ha TPy4OT MOXe [a NpuaoHece KOH 3ro-
nemMyBaw€ Ha NPOAYKTUBHOCTA Ha Tpy-
OOT W cuHeprujata Koja noctoum Mmery
HUB.

JakHew-e Ha couujanHaTa Koxe-
3nja M BKNyuYyBakbe Ha Mnagure.
BpaboTyBakeTo € CpeacTBo 3a pelua-
Ba4ko CpeacTBO 3a MHKNysuja. Bo cu-

political approach that integrates
measures concerning supply and
demand objectives set in Lisbon
and Stockholm. At the same time
the global employment rates should
reach 70% in 2012, for women 60%
and 50% for men between the age of
55 and 64.

Improvement of the quality and
productivity of labor: improvement
of the quality of labor is closely as-
sociated with the evolution towards a
competitive science based economy.
It should be realized by mutual ef-
forts of all actors, particularly through
social dialogue. Quality represents a
plural dimensional concept that ap-
plies with the characteristics of em-
ployment in the wider context of the
labor market. The quality covers the
mutual quality of labor, education
and training throughout the life, ca-
reer advancement, equality between
men and women, health and safety
of the labor organization, social dia-
logue, participation of workers, diver-
sity and nondiscrimination, etc. The
employment growth rate should be
accompanied by a general increase
in labor productivity. The quality of
labor can contribute to increasing la-
bor productivity and synergy that ex-
ists between them.

Strengthening of the social
cohesion and insertion of young
people. Employment is a means of
decisive means of inclusion. In syn-
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Hepruja co OTBOPEHMOT METOL, Ha KOOp-
AVHaumja BO JOMEHOT Ha couujanHara
WHKITy3uja, NONNTUKNTE Ha BpaboTyBakwe
6u Mopane Aa ja onecHaTt naptuuuna-
umjata Ha TpygoT Gnarogapejkvm Ha npo-
Mouwmjata Ha NpPUCTanoT Ha KBanuUTeETOT
Ha TPYAOT 3a CUTE MaXu U XKEHU KOU ce
crnocobHn ga pabotart, 6utka npoTmB
AVCKpUMMHaUMjaTa Ha nasapoT Ha
TPYOOT W MpeBeHumja Ha TpyaoT of
eKCKny3vja Ha nuuata of CBEeTOT Ha
TpyaoT. 3a npomoumja Ha eKoHoMmcKaTa
N coumjanHaTta Koxeauja, HEONXO4HO €
4a ce cmanaT pervoHanHuTe gucnapu-
TETN BO JOMEHMUTE Ha BpaboTyBaH-€TO U
HeBpabOTeHOCTa, COOYyBake CO MpPO-
GnemuTe Kou npousneryBaart U KO Xu-
BeaT co AedaBopu3MpaHuMTe 30HM Ha
EY BO nOMEHOT Ha BpaboTyBakETO.

Bo pamkuTe Ha HaumoHanHuWoT ak-
LUMOHEeH nnaH 3a BpaboTyBanwe Ha ben-
rmja ce npegnaraat HEKOSKY rfaBHU OC-
KM KOH KOW € NOXEeNHO Aa ce npuapxy-
BaaT ApXaBHUTE WMHCTUTYLUUW U COUM-
janHn naptHepu Bo BuTkaTta 3a 3rone-
MyBak€ Ha BpaboTyBaweTo, 1 T0a: 1)
AKTVBHW 1 NPEBEHTUBHN MEPKX BO NOr-
3a Ha HeBpaboTeHWTe, Kako LITO ce:
BHUMATENHO criegerwe Ha notpebute
Ha cuTe HeBpaboTeHN, MOXHOCT 3a CO-
BETyBak€, OpMeHTauuja, noMoLl Bo 6a-
pawe paboTa 1 akUMOHEH nepcoHanm-
3npaH nnaH. Of Apyra cTpaHa, Ha He-
BpaboTeHWTE UM Ce Hyau Mpexa Ha
MepKK, edheKkTBHU U edomKacHU, Haco-
YeHW KOH noaobpyBaH-€TO Ha HUBHUTE
CNOCOBHOCTN M LIAHCK 3a NpoHaorake
BpaboTyeamwe. [pxaBaTa, o CBoOja
CcTpaHa, ce obBp3yBa Ha CEKOW LIeCT
Meceun ga npearioxu HOB MOYETOK 3a
MraguTe 1 Ha KpajoT Ha 12. mecel, 3a
BO3pacHuTe, BO BUA Ha: obyka, peKoH-

ergy, by the open method of coordi-
nation in the domain of the social in-
clusion, employment policies would
have to facilitate the participation of
labor thanks to the promotion of the
access to quality labor for all men
and women who are able to work,
struggle against discrimination on the
labor market and prevention of labor
exclusion of persons from the world
of labor. To promote the economic
and social cohesion, it is necessary
to diminish regional disparities in the
areas of employment and unemploy-
ment, coping with problems arising
out and living with unfavoured zones
of the EU in the field of employment.

Within the frames of the National
Employment Action Plan of Belgium,
several main axes are proposed to
which the state institutions and so-
cial partners is desirable to observe
in the struggle to increase employ-
ment as follows: 1) Active and pre-
ventive measures in favor of the un-
employed such as: a) careful moni-
toring the needs of all unemployed,
the opportunity for counseling, ori-
entation, assistance in job search
and akcioan personalized plan. On
the other hand the unemployed are
offered a network of measures, ef-
fective and efficient targeted at im-
proving their skills and chances to
find employment. The state, in turn,
undertakes every six months to pro-
pose a new start for youth and at the
end of the 12 th month for the aged
ones in the form of training, reconev-
ersion, professional experience and
assistance aimed at finding a new
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eBp3uja, NpodecnoHanHoO MCKYCTBO U
MOMOLLI BO HACOKa Ha NpoHaorake HOBO
pabotHo mecto. Bo 2010 r, 25% on
BpaboTeHWTEe yyecTByBane BO NpekBa-
nduvkauunte 1 aokeanudurkalunTe.
KoH oBue mMepku ce goaaBa 3ajakHyBa-
HETO Ha MHCTUTYUUUTE Ha Na3apoT Ha
TPYAOT W Ce rapaHTMpa perynapHara
npoLeHka Ha ecmkacHocTa Ha nporpa-
MUTE Ha NasapoT Ha TPyAOT W HMBHA
afjanTauuja Bo Taa yHKUMja.

OcraHaTtnTe rmaeHu ocku ce: 2) Co-
30aBakbe HOBWM paboTHM mecTa u npo-
Moumja Ha AyXOT Ha NPeTNPUEMHMLLTBO,
WTO noapa3bupa nopacTt Ha BpaboTe-
HOCTa, ynpoCcTyBake U orpaHudyBare
Ha agMUHMCTPAaTMBHUTE ONTOBapyBakba
W NpaBuna 3a cosgaBame npetopujatunja
W Ha Manu WU cpegHu npetnpujatuja,
Kako 1 npomoumja Ha 06pasoBaHNETO U
obykata Ha HeBpaboeTHuTe. 3) Coouy-
Bakbe CO MPOMEHUTE M Mpomouuja Ha
crnocobHocTa 3a aganTtaumja KoH pabo-
Tata n mobunHocTta. Bo oBaa Hacoka,
apxaeuTte Ha EY ce obBp3ayBaart ga ja
onecHat crnocobHocTa Ha aganTauuja
Ha paboTHMUMTE K NpeTopujaTnjaTa KoH
npomMeHuTe, PnekcMbunHocTa u curyp-
HOCTa M MHCUCTUPaH-e BP3 KpyuujanHaTa
nosuvumja Ha coumjanHuTe napTHepu. 4)
lMpomouuja Ha pa3BUTOKOT HA XyMaHUOT
kanuTan, obpasoBaHueTo 1 obykarta Bo
TEKOT Ha uenuoT xueoT. OBa nogpasbu-
pa Oeka gpxaBute-dneHkn Ha EY ke
BOCMnocTaBaT cTparermm Ha obpasoBa-
Hue n obyka, ocobeHo ke ro nogobpar
KBanuTeToT n epmkacHocTa Ha obpaso-
BaHWeTO u obykarta, Co uen ga um ce
OBO3MOXMW MpucTan Ha LWTO noronemM
©poj HeBpaboTeHn. OcobeHo e 3Ha4ajHO
Aa ce 3rofleMu MHBecTUumjata BO Yo-
BEYKMTE pecypcu. 5) 3ronemyBare Ha

job. In 2010, 25% of employees par-
ticipated in vocational training and
additional trainings. Added to these
measures is the strengthening of
institutions on the labor market and
regular assessment of the effective-
ness of programs in the labor market
and their adaptation in that function
is ensured .

Other major axes are: 2) Creation
of new jobs and promotion of the
spirit of entrepreneurship, which
means an increase in employment,
simplification and limitation of the ad-
ministrative burdens and rules of un-
dertakings and the creation of small
and medium size enterprises and
promotion of education and training
of the unemployed ones. 3) Facing
the changes and promotion of the
ability of adaptation to work and mo-
bility. In this respect, the EU member
countries are obliged to facilitate the
ability of adaptation of workers and
the enterprises to changes, flexibil-
ity and reliability and insists on the
crucial position of social partners. 4)
Promotion of the development of hu-
man capital, education and life-long
training. This means that EU member
countries shall establish strategies
for education and training, and in
particular, shall improve quality and
efficiency of education and training
in order to allow access to as many
as possible of the unemployed ones.
It is especially important to increase
the investment in human resources.
5) Increase the supply of work force
and promotion of the active ageing.
6) Gender equality. 7) Integration of
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noHyaaTta Ha paboTHaTa cuna u npomo-
UMja Ha aKTMBHOTO cTapeeke. 6) lMorno-
Ba pamMHonpasHOCT. 7) VHTerpauuja Ha
AedaBopusmpaHnTe nuua Ha nasapot
Ha TpygoTt. 8) PaboraTta oa ce Hanpasu
nonpuenedHa. 9) TpaHcdopmauuja Ha
HegeknapupaHute paboTHUUM Ha LpPHO
N HMBHO neranusupare. 10) HagmuHy-
Bake Ha pervoHanHuTe AucnaputeTu
BO JOMEHOT Ha BpaboTyBaH-E€TO.

Oaa CrtpaTtervja crniyxewe Kako
BOAEYKa pamka BO pegeumHupareTo u
peopueHTauujata Ha MONUTUKUTE Ha
BpaboTyBamwe Ha Kpancrteoto benruja.
Taa akueHTUpa Hekornky of criabocTuTe
Ha 6enrMckMoT cmucTem, Ho, BOegHO, BO
noBeke AOMEHW npeTcTaByBa oxpabpy-
Bakb€ 3a NPOAOSIKYyBake Ha Hanopute
3a BpaboTyBakETO, MHaKy AOMEH BO KOj
Benruvja ce cHaora nogo6po oA octaHa-
TuTe. MNMpOTMB MCKYyLIEHMjaTa Ha CeKoja
Brnaga ga m3bepe camMo OHa LUTO N ce
ponara, notpebHo e Aa ce MWCTakHe
AeKa OBOj AOKYMEHT e efieH rnobaneH un
KOXepeHTeH MnpucTan Koj ce 3anara 3a
efHa CTPYKTypHa pedopma 4nja uen e
3rornemyBare Ha BpaboTyBaweTo 1 no-
pobap KBanuTeT Ha TPyAOT, eaHa 3rone-
MeHa NPOAYKTUBHOCT U jakHEHE Ha CO-
umnjanHata koxesuja Ha GenrnckoTo on-
LUTECTBO.

3akny4Hu oppenou

Mpawaweto Ha HeBpaboTeHocTa
npeTcTtaByBa Cepuo3eH MeryHapodeH
npeavssuk Ha 21 Bek. AHanuMTU4apuTe
Ce eQUHCTBEHM BO KOHCTaTauujata geka
BO TaKBW YCMOBW ApXaBaTa WU npueaT-
HMoT cektop (bun KnuHTOH) ce ocHoB-
HWUTe akTepu 3a nogobpyBare Ha eKo-
HOMCKaTa Knuma, HagMuHyBare Ha pe-

unfavored people in the labor mar-
ket. 8) To make the work attractive.
9) Transformation of not declared
black market workers and their legal-
ization, 10) Overcoming the regional
disparities within the scope of em-
ployment.

This strategy served as the
leading frame in redefinition and re-
orientacijata redefinition of the em-
ployment policies of the Kingdom of
Belgium. It emphasizes some of the
weaknesses of the Belgian system,
but also represents an encourage-
ment in several domains for con-
tinuing of efforts for employment,
that is, the domain in which Belgium
copes better than others. Against the
temptations of every government to
choose just what it likes, it is impor-
tant to note that this document is a
global and coherent approach that
advocates a structural reform aimed
at increasing the employment and a
better quality of labor, an increased
productivity and strengthening the
social cohesion of the Belgian soci-
ety.

Final provisions

The issue of unemployment is a
serious international challenge of the
21st century. Analysts are unique in
the conclusion that in such circum-
stances the Country and the private
sector (Bill Clinton) are the primary
actors to improve the economic cli-
mate, overcome recession and in-
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uecujata u 3ronemyBare Ha BpaboTy-
BaweT0. PuHaHcuckaTta kpmsa Bo CAL
n EBpona nokaxaa TeHOEHUMM Ha jak-
Hewe Ha npasomo Ha pabomeme u ro-
2onema rnpasHa cuzypHocm, wmo 00
cmpaHa Ha nampoHamom bewe do4e-
KaHO co 00pedeHU COMHEXU OeKa makK-
suom rpouec Ke ja cmarnu Komnemu-
musHocma Ha npemnpujamujama (Le
Feuvre 2010).

CornacHO HeKONKy AOKYMEHTW Ha
EY, kako wT0 ce: Egporickama cmpa-
meauja 3a namemeH, 0OPXI1U8 U UHKITy-
3ueeH ropacm - Eepona 2020 u NIHme-
epupaHume Hacoku Ha Eepona 2020 3a
€KOHOMCKa rofumuka u rnofumuka 3a
gpabomysare Ha 3eMjume-4rieHKU Ha
EY u dpyau onepamugHu doKymeHmMU,
PM ja yceou HayuoHanHama cmpame-
euja 3a epabomysane Ha PM - 2015.
EBuaeHTHO e geka BO M3roTBYBaETO
Ha OBOj OOKyMeHT ©6una noTtpolleHa
MHOry eHepruja, Ho, UCTO Taka, ce eBu-
AEHTHU U HEKOIKY OLIEHKM 1 napameTpu
KOM Ce HepearHu, a Kou npouanerysaar
oa:

- MonuTtnsaumjata Ha npobnemaTu-
KaTa Ha BpaboTyBaH-ETO U HEj3NHOTO
npeHacoyyBake BO aAMUHUCTpaLM-
jata cornacHo naprtuckara npvnag-
HOCT;

- Hepeanuute nogartoun u Hepean-
HWTE OYeKyBawa Kou ce Temenar
BP3 ONTUMUCTUYKMTE OYeKyBaka Ha
OO PXIMMBOCTA Ha jaBHUTE (PUHAHCUN,
Kako LWTO ce notdpnake BO MNpo-
CEYHMOT EKOHOMCKM pacT of npo-
ceyHn 4% rogmHo, a Ko MMHaTara
1 oBaa roguHa 6ea, nnu ce npegsu-
ayBa ga 6upat nog 3%, OQHOCHO
2% 3a 2012 (nako Hekou NpoeKumm

crease employment. The financial
crisis in the U.S. and Europe have
shown tendencies of strengthen-
ing the right to work and greater le-
gal certainty, that by patronate was
greeted with considerable skepticism
that such a process shall reduce the
competitiveness of enterprises (Le
Feuvre (2010).

According to several EU docu-
ments such as the European strat-
egy for smart, sustainable and in-
clusive growth-Europe 2020 and the
Integrated Guidelines for Europe
2020 economic policy and employ-
ment policy of the EU Member States
and other operational documents,
the Republic of Macedonia adopted
the National Employment Strategy of
the RM-2015. It is evident that in the
preparation of this document a lot of
energy was spent but also are sever-
al grades and parameters which are
not real are evident and are arising
from:

- The politicisation of issues of em-
ployment and its diversion into
administration in accordance to
party affiliation

- the unreal data and unrealistic
expectations that are based on
optimistic expectations of the
sustainability of public finances,
such as failure of the average
economic growth to the average
of 4% annually, which last year
and this year were either predict-
ed to be below 3%, that iis, 2%
for 2012 (although some projec-
tions are still more pessimistic),
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ce ywTe NonecUMmMCTUYKK), pacToT
Ha NpoayKTuBHOCTa 0, 2% roguLLHO
€ MOLLHE ONTUMUCTUYKO OYEeKyBakbE,
a cornacHo oBMe HEUCMNOMNHETM Npo-
ekuun Hema ga buaat UcnonHeTU n
npoekuunTe 3a npenosnioByBawe Ha
HeBpaboTeHocTa Ha 16,3% BO cnea-
HuTe 20 roanHu;

HecoogBeTHata nocTaBeHOCT Ha
06pa3oBHNOT CUCTEM KOj NMoBeKke e
HaCO4Y€eH KOH Pa3BUTOKOT Ha BUCOKO-
To obpa3oBaHMe, OTKONKY KOH 0by-
Kata n npeksanudpukaumjata, og-
HOCHO JoKBanudukauujata;

CumbonunyHuTe obumam 3a nogobpy-
Bakbe Ha couujanHaTa koxesuja, He-
[OCTaTOK Ha CTUMYMaHcK 3a Bpabo-
TyBake Ha MnaguTe Kako KOH HUB-
HWOT TPETMAH, Taka 1 KOH TPETMaHOT
Ha npetnpujatnjata, cUMOBONUYEH
HaZOMECT Ha nuuaTta Kou ocTaHane
6e3 paboTa 1 HMBHA NMOKPUEHOCT 0f
enBaj 8%, HegocTaToK Ha cneuumjan-
HA nporpamu 3a BKMNyYyBawe Ha
mMnaguTe BO MPOLECOT Ha TPyaor,
NCTO Kako M 3a CeHMopuTe CO Haj
55-roanwHa Bo3pact. HanopeaHo, n
noKpaj roneMmoT pernoHaneH geba-
naHc, He ce BOAM CMeTKa 3a opgpe-
AEHO ypaMHOTEXYyBah-€e BP3 OCHOBA
Ha nokanHarta W pernoHanHaTa 3a-
CTaneHoCT Ha BpaboTyBaH-ETO;

Bo pamkute Ha HCB Ha PM 2015 1.
NpaBUITHO Ce aHanuanpa 1 KOoHCTa-
Tupa coctojbata Ha BMCokKaTa cran-
Ka Ha HeBpabOTEHOCT Ha MnaauTe.
lMpuToa, aBTOpUTE KOHCTaTMpaaT
HMCKa CcTarka W Ha akTyernHarta Bpa-
ooteHocT Ha mnagute od 15 pgo
24-rogvwiHa Bo3pact, koja 3a 2010 .
nsHecysa 15,4%, npoekTupaHo e aa

the productivity growth of 2%
per year is a very optimistic ex-
pectation and under these pro-
jections which are not met, the
projections of halving unemploy-
ment will be 16.3% in the next 20
years.

the mproper placement of the
education system that is more di-
rected towards the development
of the higher education rather
than training and retraining or
additional training.

Symbolic attempts to improve so-
cial cohesion, the lack of incen-
tives for employment of youth, as
to their treatment and the treat-
ment of enterprises, symbolic
compensation to persons who
lost their jobs and their cover-
age of barely 8%, lack of special
programs for inserting youth in
the working process as well as
the senior ones to the age over
55. At the same time, despite the
large regional imbalances, the
attention is not paid for a balance
based on local and regional rep-
resentation in employment.

within the frames of NES of RM
2015, the situation of the high
rate of youth unemployment is
properly analyzed and stated. At
the same time, the authors state
a low rate of the current employ-
ment of youth at the age from 15-
24, which for 2010 was 15.4%, it
is projected the same to increase
in 2015 to 17%. However, mech-
anisms that are offered which are

114



HaHo PyxwuH

Nano Ruzin

ce sronemu Bo 2015 1. Ha 17%. Me-
fyToa, NOHYAEHUTE MEXaHU3MK KOu
ce noseke 3anox6bu n BonyHTapuc-
TUYKM amMBuuMKn nokaxkyBaaT [eka
Ha OBOj nnaH, OO OBOj nepuos,
Bnaparta He ycnea ga ro 3ronemu
BpaboTyBakeTO HA MNaguTe OCBEH
BO agMMHUCTpaumjaTa, 1 Toa cnopes
napTuckute kputepuymn. 3a cmeTka
Ha Toa, BO pa3BMEHUTE ApXaBW Ha
EY, HaumoHanHuTe cTparterun 3a
BpaboTyBare Ha MnaguTe ce MHOTy
MOKOHKPETHW, CO MPELM3HN BU3UN 1
nnaHupaka Ha MOXXHOCTUTE 3a Bpa-
6oTyBare Ha mnagute. Tue BU3MKN 1
npeanosu ce ABuXaTt of: npaeBHaTa
ajanartauuwja, CO YCBOjyBakbe Ha
HOBUTE MEPKW, CManyBaweTO Ha
AVPEKTHOTO U UHOAUPEKTHOTO YMHe-
He Ha TpyaoT, nogobpyBarwe Ha
NPOAYKTMBHOCTA Ha YOBEYKUTE pe-
cypcu, agantauuvja u aptukynauuja
Ha TpygoT, dnekcmbunHo paboTHO
Bpeme, TpeTMaH Ha HehopManHMoT
TPyA, Pa3Boj HAa Hay4yHaTa U TEXHO-
nowkata cnocobHOCT Ha MnaguTe,
pa3BOj Ha CEKTOPCKU MPOEKTU, OCO-
6GeHO BO 3eMjogencTBOTO M ronemmnte
NPOEKTN: KemnesHuua, natHa WH-
dpacTtpyktypa, GpaHu, XuapoueH-
Tpanu, ypbaHa apmaTtypa, OuTka
NpOTMB €epo3unja, CEKTOPOT Ha py-
OapcKuUTe HaoranuwTa, UHaycTpuja,
eHepruja, pbapmaueBcka UHOyCTpU-
ja, TeENeKoMyHMKauum, NoKanHu 3a-
€OHVLM, N CIINYHO;

Hajronemarta cnaboct Ha HCB Ha
PM - 2015 e wTo uctata n nokpa;j
ogpeneHy No3UTUBHU Mpeanosn u
naev He ce NpuMMeHyBa BO Npakca.
Toa He e crniy4yaj co cnuyHnUTE CcTpa-
Ternn Ha PpaHuuja n benryja.

more efforts and voluntary com-
mitments and ambitions, show
that on this plan, by this time, the
government failed to increase
youth employment except in the
administration and according to
political parties’ criteria. Instead,
in the developed countries of
the EU, the National strategies
for youth employment are much
more concrete with precise ac-
curate visions and projections
for employment opportunities for
youth. These visions and propos-
als ranging from legal adapata-
tion by adopting new measures,
reducing direct and indirect costs
of labor, improving the productiv-
ity of human resources, adapta-
tion and articulation of labor, flex-
ible working hours, treatment of
informal employment, develop-
ment of scientific and technologi-
cal capability of the youth, de-
velopment of the sector projects
particularly the agriculture and
major works projects, railway,
road infrastructure, dams, hydro-
power, urban fixtures, struggle
against erosion, the sector of
mining sites, industry, energy,
pharmaceutical industry, tele-
communications, local communi-
ties and etc.

the greatest weakness of the
NPV of RM-2015 is that the
same, despite some positive
suggestions and ideas are not
applied in practice. It is not the
case with the similar strategies in
France and Belgium.

115



PeBwja 3a counjanHa nonuTuka, rog. 5, 6p. 9, Ckonje, asryct 2012

Kora 61 HanpaBune egHa MOKOH-
KpeTHa cnopeanba mery akunmoHuTe nna-
HoBW 3a BpaboTyBane (AlB) Ha pa3Bu-
eHuTe gpxaBu, kako ®paHumja n benrn-
ja,onenHavnHa Penybnuka MakegoHuja,
of Apyra cTpaHa, MOXe ja ce KOHCTaTu-
paaT cnegHuTe napametpu. MpBo, pa-
3BMEHUTE ApKaBwu HanopegHo co AlB
passuja cooasetHa CTtpaTterunja 3a Bpa-
GoTyBake COrMacHoO aHanusute u
NPOUEHKNUTE HAa  MaKPOEKOHOMCKMOT
KOHTEKCT, COCTOjOMTe Ha nasapoT Ha
TPYAOT M cTpaTerunTe un LuenuTe Ha no-
nuTUKaTa Ha BpaboTyBawe Koja ce
noTnvpa Bp3 Tpy NparMaTuyHu 3adaTtu:
a) MopobpyBake Ha aganTuUBHOCTa, 6)
lMpuBnekyBakwe NoBeke nuua Ha nasa-
POT Ha TpyaoT, B) 3roneMeHo MHBECTU-
pake BO YOBEYKMOT KanuTan. KoH cno-
MeHaTUTe napameTpu ce MWHCUCTUpa
Bp3 nonema BpaboOTEHOCT, noronem
KBanuTeT U NpOAYyKTUBHOCT M nororiema
couujanHa koxesuja. Bropo, passueHu-
Te Ap)XXaBw npeanaraar noseke oAroBo-
pv 1 Npenopaku KOH rMaBHUTE U crneum-
u4HU nNpaBumn Ha HUBHUTE AlB, mery
KOM Ke r'M U3aBOUME: akTUBHU U NPEBEH-
TUBHM MEPKM BO Nossa Ha HeBpaboTe-
HUTE N HEAKTUBHWUTE; CO3[laBaH€ HOBM
paboTHM MecTa M HOB AyX Ha npeTnpu-
€MHULITBO; OArOBOP KOH NMPOMEHUTE U
npomouumja Ha aganTUBHOCTa N Mobwun-
HOCTa Ha NasapoT Ha TPYAOoT; NpoMoumja
Ha pa3BOjOT Ha YOBEYKMOT Kanutamn u
dopmaumjata 40 KpajoT Ha XKMBOTOT,
pa3Boj Ha noHygata Ha paboTa u npo-
MouMja Ha aKkTUBHOTO CTapeeme; 0bes-
GenyBarbe eQHaKBOCT Ha MaXuUTe U xe-
HWTE; NpoMoLMja Ha WHTerpauujata u
OuTka nNpoTUB AUCKPUMMHAUMUTE Ha
nuMuata Cco XeHAMKen Ha nasapoT Ha
TPYZOT; Aa Cce Hanpasu TPYAOT CO Moro-
neMu npegMMmcTBa M ga ce passue

If we would make a more con-
crete comparison between the Em-
ployment Action Plans (EAP) of de-
veloped countries such as France
and Belgium on one hand and the
Republic of Macedonia on the other
hand, the following parameters could
be concluded. First, the developed
countries along with EAP developed
an appropriate Employment Strategy
in accordance with the analysis and
assessments of the macroeconomic
context, the situation on the labor
market and strategies and objec-
tives of employment policy that re-
lies on three pragmatic actions: a)
Improvement of the adaptivity. b)
Attracting more people in the labor
market, c) increased investment in
the human capital. In addition to the
above mentioned parameters it is in-
sisted on higher rate of employment,
higher quality and productivity and
greater social cohesion. Second,
developed countries propose more
answers and recommendations to
the major and specific directions of
their EAP out of which we shall men-
tion the following: Active and preven-
tive measures in favor of the unem-
ployed and inactive; creation of new
jobs and a new spirit of the enterpre-
neuship; response to changes and
promotion of the adaptivity and mo-
bility in the labor market, promotion
of the development of human capital
and life end formation, development
of the supply of labour and promotion
of active ageing, ensuring equality of
men and women, promotion of inte-
gration and struggle against discrim-
ination of persons with disabilities in
the labor market, to make labor with
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aTpakTUBHOCTa Ha paboTHUTEe MecTa
He3aBWCHO Of, HMBHaTa NpVPOAaA; TpaH-
chopmmparse Ha paboTereTo Ha LPHO
BO perynapHa paboTa; cooyyBawe CO
perMoHanHuTe gucnapuTeTv BO AOMe-
HOT Ha BpaboTyBaweTo, UTH. TpeTo,
paKkoBOAEHETO W MapPTHEPCTBOTO BO
0BOj AOoMeH npeTtnocTtasyBaart: 1) [JoHe-
CyBate nporpamv U 3aKOHCKU MEpPKM
KOW Ke ro cTumynupaat BpaboTyBateTo
BO MOCTOjaH KOHTUHyuTeET, 2) MNpugoHec
Ha coumjanHuTe NapTHepWU Npeky mery-
npodecnoHanHn  nperosopu,  Mery
GpaHwmn, mefy npetnpujatvja unn Ha
TEPUTOPWjanHO HKMBO, CO naparnenHo
npoLunpyBake Ha NOCTOjHUTE Nporpamm
3a 6buTka npoTMB BpaboTyBaweTO 1 3a
npodecmoHanHa dopmaumja U HMBHA
3aeMHa KoopaunHauuja, 3) 3ajakHyBame
Ha aKTUBHOCTa Ha TepuTopujanHuTe 3a-
eaHuum Bo BuTkaTta 3a noronemo Bpa-
6oTyBare M npodecnoHanHata Aoo6-
pa3ba, 4) PuHaHCKpare Ha NPUOPUTET-
HWTE OCKM Ha nonutukaTa 3a BpaboTy-
Bare, 5) CopaboTka co permoHanHute
N eBPOMNCKUTE MHCTUTYLUMU U (HOHOOBM
BO ebekTymnpare Ha oBaa butka.

[en og cnomeHaTuTe ANPEKTUBK U
npenopaku ce cogpxaHu n o HCB Ha
PM po 2015 r., HO HejanHaTa cogpXxumHa
e MHory norno6anHa, nomanky agantu-
paHa KOH MakedoHCKaTa €EKOHOMCKa,
coumjanHa u KynTyponoLwlka peanHocT
N HegocTacyBa €f1eMEHTOT Ha MOTUBK-
pame 1 cTumynupare. Ha npumep, ako
ce aHanuaupa JaBHuOT ornac Ha Bna-
pata Ha PM poHeceH Bp3 OCHOBa Ha
OnepaTMBHMOT MriaH 3a aKTUBHU MNpo-
rpamMm M Mepku 3a BpaboTyBawe 3a
2011 r., npeasmaeHn co lNporpamaTta 3a
pabota Ha Bnagara Ha PM 2008-2012
r. 3a akTuBHaTa mepka Obyka 3a ogaen-

great advantages and to develop
the attractiveness of jobs regard-
less to their nature, transformation
of the work in the black market into
a regular work; facing the regional
disparities within the scope of em-
ployment etc. Third, leadership and
partnership in this domain assume
the following: 1) Adopting programs
and legislative measures which shall
stimulate employment in permanent
continuity, 2) contribution of social
partners through interprofessional
negotiations between the profes-
sional branches, between enterpris-
es or on territorial level with parallel
expansion of existing programs to
fight against employment and pro-
fessional formation and their mutual
coordination, 3) Strengthening of the
activity of territorial communities in
their struggle for higher employment
rate and professional upgrading, 4)
Financing of the priority axes of em-
ployment policy, 5) Cooperation with
the regional and European institu-
tions and funds in the effectuation of
this struggle.

Some of the aforementioned di-
rectives and recommendations are
contained in the NPV of RM to 2015,
but its content is much more global,
less adapted to the Macedonian eco-
nomics, social and cultural reality and
lack of the element of motivation and
stimulation. For example, if the public
announcement of the Government of
the Republic of Macedonia adopted
on the basis of the Operational Plan
for active programs and measures
for employment for 2011 is analyzed,
provided by the Work Programme
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HW 3aHUMara Kou ce aeduuntTapH Ha
na3apoT Ha TpyaoT, objaBeHa of cTpaHa
Ha AreHuujaTta 3a BpaboTtyBawe Ha PM
Ha 15.2.2011 r., HabpoeHu ce aecuun-
TapHuTe mecTa 6e3 HMKakoB CTMMyna-
TUBEH KapakTep 3a npeTnpuemador,
ocobeHo 3a HeBpaboTeHnot. OTcycTBY-
BaaT MEPKUTE 3a HAAMWHYBaHE Ha Ncu-
xonowkata 6apvepa Ha ponroBpeme-
HUTe HeBpPabOTEHW, HUBHO NMPOAKTUBHO
NH(OPMUparE, OpraHn3npare 1 KOMy-
HULMpaHse.

Bo gomeHOT Ha egHakBocTa mery
norosuTe, npenopavyBame ga ce u3-
roteu, yceou n annuumpa lNosenba 3a
edHaKBoCTa Mery MaXuTe W XeHuTe,
NOTNMLIYBake Ha HaUMOHaneH Mery-
npodecroHaneH JOroBop 3a norosata
€[HaKBOCT Mery coLmjanHnTe napTHepw,
N3roTByBak€ Ha NnaH 3a couujanHata
Koxesuja npeky Koj 6u ce npowwmpwun
npodecnoHanHMoT n3bop 3a nomnagu-
Te AEBOjKM 3a BKIyYyBaHe BO paboTHU-
OT npouec, NnogobpysBare Ha y4ecTBOTO
Ha XXeHaTa Ha nas3apoT Ha TpyAoT, cMma-
nyBaw€e Ha MONoBMOT pacyeKkop BO OA-
HOC Ha pasnukute BO nnaTtaTta, nogo-
OpyBare Ha ogHocuUTe Mery npodecno-
HanHuTe OBBPCKM U CEMEJHUOT XMBOT
Ha XeHara.

LlenokynHaTta cTpaTervja 3a 3rone-
MyBa-€TO Ha BpaboTeHOCTa MpeTno-
CTaByBa MOCTOjaHO criefee Ha UHOW-
KaTopuTe ¥ eBarnyaumjarta, nporpamu u
MepKW COrnacHo yTBpAEeHUTe MHAUKATO-
PV 1 NPOLIEHKHM, MOYMTYBakE Ha npeno-
pakuTe Ha EY, yTBpOyBare Ha BOAEYKM
FOAMULLHK NporpamMu 1 NpasLy 3a Bpabo-
TyBake.

of the Government of the Republic
of Macedonia 2008-2012 for the ac-
tive measure Ttraining for certain
occupations that are deficitary in
the labor market, published by the
Employment Agency of RM on the 15
February 2011, deficitary work plac-
es are listed without any stimulation
character for entrepreneurship espe-
cially for the unemployed. There is
a lack of measures to overcome the
psychological barrier of long-term
unemployed, their proactive informa-
tion, organization and communica-
tion.

In the domain of equality be-
tween the genders we suggest you
to prepare, adopt and apply the
Charter for equality between men
and women signing a national agree-
ment for inter-professional gender
equality among the social partners,
preparation of a plan for social co-
hesion through which the profes-
sional choice would be expanded for
younger girls for insertion into the
work process, improving the partici-
pation of women in the labor market,
reducing gender discrepancy in wag-
es, improving relations between the
professional obligations and family
life of women.

The overall strategy for in-
creasing employment assumes con-
stant monitoring of indicators and
evaluation, programs and measures
in accordance with the established
indicators and assessments, com-
pliance with EU recommendations,
determination of the leading annual
programs and employment routes.
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KopnopaTtuBHa couujanHa
OArOBOPHOCT - HOBA
nepcnekTuea
BO cnpaByBaH-€TO CO
HeBpaboTeHOCTa Ha
NOKanHo HUBO

M-p CnaraHa CpbuHocka'

Pe3ume

CoouyeHu co rmobanHu npobnem kako
LITO Ce EKOHOMCKU Kpu3n W MpUpOaHU
Katactpodn, rpwxara 3a couujanHuTe
npobrnemn ce noBeke ce npenywTa Ha
CNOCOBHOCTa Ha camuTe 3aefHnuUmM Aa
mMobunuanpaar cute pacrnonoxnueu pe-
CypCv 3a peluaBane Ha cBouTe npobne-
mu. JTokanHuTe 3aeaHnum ce BO CUTyaumja
Ja ja pa3BuBaaT U UCKOPWUCTyBaaT Con-
CTBeHaTa KpeaTMBHOCT 3a peLuaBake Ha
nokanHuTenpobnemu, BKIy4vyBajku ja He-
BpaboTeHoCTa, couumjanHarta 3awTtuta u
rpuxara 3a coumjanHara 6narococtojba.

Co npouecotr Ha rnobanusauuja,
ronem 6poj Ha BU3HMUC KOMNaHWK ja npe-
nosHaBaar notpebara 3a 06e3beyBar-e
Ha nogapLuka 3a cBojata pabota og fo-

"M-p CnaraHa Cp6uHocka YCAW[,
MakegoHuja, CneumjanmcT 3a NpoeKTeH
MeHaLIMeHT

Corporate social
responsibility - a new
perspective
in coping with the
unemployment at local
level

MA Sladjana Srbinoska’

Abstract

Challenged with global prob-
lems, including the economic crises
and natural disastrous, the concern
about the local problems is left to the
local communities’ ability to deal with
it. The local communities depend on
their ability and creativity to utilize
the local resources in dealing with lo-
cal issues, like unemployment, social
protection or the social wellbeing.

With the globalization, many
companies recognized the need to
obtain local support for their busi-
nesses. They are aware that local
support means improved social im-
age, better rating, more committed

" Sladjana Srbinoska, MA USAID Macedonia,
Project Management Specialist
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KanHata 3aefHuUa Ha Koja npunaraar,
CBECHM [eKa CO Toa Ke npuaoHecaT KOH
nogobpyBake Ha CONCTBEHUOT CTaTyC BO
3aeHuLaTa, NOBUCOK PEjTUHT, MOCBETEHN
BpabOoTEHN M MOXHOCT 3a NPOoLUMpPYBaHe
Ha 6usHucot. Oa T1e NPUYMHKU, OBME KOM-
MaHWM MOCBETYBaaT 3Ha4ajHO BpemMe WU
pecypcu 3a noaapLuka Ha MpoekTu 3a
pa3Boj Ha nokanHaTta 3aegHuua, Kako
WTO ce: obykn 3a Mraam u Bo3pacHU of
NoKanHuTe 3aedHuuUKn, MOXHOCTK 33 BO-
NOHTMPaHe U OTBapare Ha paboTHU Me-
CTa, MOXHOCTW 3a AokBanudvkauuja u
obpasoBaHue.

Bo n3muHaTuTe HEKOnKy roavHu, BO
Penybnuka Makegonuja (PM) ce npasat
npBuTE NMOHEPCKM obuan 3a couujanHu
WHTEPBEHUMN BO NOKanHWTE 3aegHuum
Of CTpaHa Ha 6u3Huc komnaHumTe. Bo
2010 rognHa, KoopanHaTMBHOTO Teno 3a
coumjanHa oaroBOPHOCT Ha BU3HUC KOM-
naHuute Bo PM Harpagm 15 makeqoHCKu
KoMnaHuu of 75 npuvjaseHu, naeHTudu-
KyBajkv M Kako couujarHO O[roBOPHU
6usHuc komnaHun. Osue BM3HUC KoMna-
HUW Maa MHMLMPaHO ¥ CNPOBEAEH oape-
AEHW coumjanHn MHULUMjaTUBK, BKMy4y-
Bajkn: BpaboTyBawe Ha LUTUTEHWUUM Of,
OOM 3a geua GespoguTtenu, CTuneHgum
3a NpoJoIKyBake Ha CTyaumn, nporpamu
3a couujanHa nHKNysuja Ha geua, obykn
3a HeBpaboTeHU, peHoBMpare Ha objek-
TW Of jaBeH NHTepec.

OBoj TpyA ke ce obuae aa ogrosopu
Ha npallakeTo, Aanu couujanHata ogro-
BOPHOCT Ha KOMMaHUUTE N HUBHOTO BO-
XXyBak-€ BO pa3BOjOT Ha NOKMHaTa 3aed-
HMLUA MOXaT [a umaaTt BnujaHue Bp3
crnpaByBaHeTO CO NpobnemMoT co HeBpa-
6oteHocTa? Bo npogomkeHue, TpyooT ke
npe3eHTMpa KoMMnapaTUBHWU NpUMepUn of,
coumjanHuTe GU3HNC NPaKTUKK Ha BIOXY-
Bake BO nokanHute 3aedHuvum Bo CA[L,
EBpona, n MakenoHuja, n Kako TakBuoT
BMA Ha coumjariHo BrOXyBake MOXe Aa

employees and growing potential.
With this in mind, these companies
devote their time and resources to
initiate community development proj-
ects, create possibilities for voluntary
work, offer continued education and
training for youth and adults, and
provide support for skills’ develop-
ment programs.

Recently, we have witnessed the
pioneering efforts by some of the
local businesses to invest in the lo-
cal communities in the Republic of
Macedonia. In 2010, the recently
established Coordinating Committee
for Corporate Social Responsibility
awarded 15 Macedonian companies
out of 75 nominated for corporate so-
cial interventions in their communi-
ties. These companies implemented
certain social interventions aimed
to: offer employment to orphans
from the orphanage, provide fellow-
ships for educational degree, initiate
programs for social inclusion, train-
ings for entrepreneurship and skills
development and investing in infra-
structural improvements in the com-
munities.

This paper will try to answer
the question: Can the corporate so-
cial responsibility and the corporate
community investment have an in-
fluence in lowering the level of local
unemployment? The paper will pres-
ent comparative experiences from
Europe and USA on recent trends
in corporate community investment,
and will present examples of socially
responsible practices in coping with
the unemployment. An emphasis will
be given to the potential of coordi-
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CnaraHa CpbuHocka

Sladjana Srbinoska

BNvjae Ha npobnemot co HeBpaboTeHo-
cta. Tpygot ke nobapa oaroBop Ha npa-
LIaHeTO Aanu e notpebeH KoopanHupaH
npucTtan nomery apxaBHWUTE NporpaMmm 3a
oTBapate Ha paboTHMMECTa U MOXHO-
CTUTE KOWU MM HydaT GU3HWUC KOMMaHUUTE
NPeKy HWBHUTE COUMjanHX NPaKTUKW, U
Janu coumjanHaTta ogroBOPHOCT Ha KOM-
naHWMTe OTBapa HOBa MepCrnekTMBa BO
CrnpaByBaH-€TO CO MPONEMOT Ha HeBpa-
6oTteHocTa?

KnyyHn 36opoBu: KopnopaTtueHa
couMjanHa OAroBOPHOCT, BOXYyBae BO
nokanHarta 3aefgHuua, HeBpaboTEeHOCT,
coumjanHo 0AroBOPHU NPaKTUKK, UTH.

BoBep

Coo4eHun co rmobanHuTte npobnemw,
KaKo LUTO Ce eKOHOMCKUTE Kpu3u 1 npu-
poAHWTE KaTacTpodu, rpyxara 3a couu-
janHute npobnem cé noseke ce nNpenyLu-
Ta Ha cnocobHocTa Ha camuTe 3aeaHuUUm
Aa rm Mmobunusmpaar cuTe pacronoxnvsm
pecypcu 3a peluaBarwe Ha CBOUTE MNpo-
6rnemu. JlokanHuTe 3aegHUUM ce BO COC-
Tojba Oa ja pasBMBaaT M UCKOPUCTyBaaT
COMCTBEHaTa KpeaTMBHOCT 3a peLlaBame
Ha rnokanHute Nnpobnemu, BKNy4yBajku ja
HeBpaboTeHoCTa, couunjanHaTta 3awTuTa
nrpwxara 3a coumjanHara bnarococtojba.

Co npouecoT Ha rnobanusauuja, ro-
nem 6poj Ha BU3HMC KOMMaHWK ja Npeno-
3HaBaaT nortpebata 3a 00e3benyBar-e
Ha nopgpllka 3a ceojata paboTta of no-
KanHata 3aefHuUa Ha Koja npunaraar,

nated effort between the current gov-
ernment employment programs and
the possibilities that the businesses
offer in the Republic of Macedonia.
Can we state that the social corpo-
rate responsibility is a new perspec-
tive in dealing with social problems,
including the local unemployment?

Key words: corporate social re-
sponsibility, community investment,
unemployment, socially responsible
practices.

Introduction

Faced with the global problems,
such as the economic crises and nat-
ural disasters, social care problem is
increasingly left to the ability of the
communities to mobilize all available
resources to solve their own prob-
lems. Local communities are in a sit-
uation to develop and use their own
creativity to solve local problems,
including unemployment, social care
and the concern for social welfare.

By the process of globalization,
a lot of the business companies, rec-
ognize the need for providing support
for their work from the local commu-
nity where they belong, aware for the
fact that it shall contribute in improv-
ing their own status in the commu-
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CBECHU [1eKa CO Toa Ke NpuaoHecaT KOH
nogobpyBare Ha CONCTBEHMOT CTaTyC BO
3aeaHuLaTa, NOBUCOK PEjTUHT, NOCBETEHN
BpabOTEHN 1 MOXHOCT 3a NpoLUMpyBaH-e
Ha ©OusHucot. Og TWe npUYMHKU, OBME
KOMMaHMM NocBeTyBaaT 3Ha4ajHO Bpeme
N pecypcu 3a NoaapLuka Ha NpoekTn 3a
pa3Boj Ha NokanHaTa 3aefHvua, Kako
LTO ce: 0byku 3a Mnagu 1 BO3pacHu of,
NOKanHuTe 3aedHuuUun, MOXHOCTK 3a BO-
NOHTMPaHe U OTBOpaHe Ha paboTHU Me-
CTa, MOXHOCTU 3a [oKBanuukauumja u
obpasoBaHue.

Bo usmuHatute HEKOmnKy roguHu, BO
Penybnuka MakegoHuja (PM) ce npasat
npBuTE MUOHEPCKN obuan 3a coumjantu
WHTEPBEHLMN BO fOKariHUTE 3aegHuum
o4 CTpaHa Ha GusHuc komnaHuute. Bo
2010 rognHa, KoopanHaTMBHOTO TeNo 3a
coumjanHa oaroBOPHOCT Ha BU3HUC KOM-
naHuute Bo PM Harpaam 15 makeooHcku
KOoMnaHuu of 75 npvjaseHu, naeHtngu-
KyBajkn rm Kako coumjariHo OAroBOpPHU
Oun3HMC KomnaHun. OBne OM3HMC KoMNa-
HUM MMaa MHULMPAHO W CNPOBEAEHO OA-
pefeHy coumjanin MHULMjaTUBK, BKITyYY-
Bajku: BpaboTyBake Ha LUTUTEHULM Of
OOM 3a fdeua 6e3 pogutenu, cTtuneHgum
3a NPOAOSKYBaHe Ha CTyaun, nporpamm
3a coumjanHa MHKNysunja Ha geua, obyku
3a HeBpabOTeHW, peHoBMpaHe Ha 0bjek-
TN Of1 jaBEH UHTEpeC.

Bo Penybnuka MakeooHuja, kopro-
paTuBHaTa couujanHa oaroBOPHOCT, Kako
HOB TPeHA Ha couujanHo UHBECTUpaHe
BO NnOKanHaTa 3aefHuLa, He e Hay4Ho uc-
TpaxyBaHa ¥ npoyyysBaHa rnojasa. OBOj
Tpya Ke ce obuae Aa ogroBopu Ha npa-
LUIAHETO Aanu couujanHara ogroBOPHOCT
Ha KOMMaHWUTE U HUBHOTO BIIOXYBaH-E
BO pa3BOjoT Ha NokanHara 3aegHuua Mo-

nity, the higher rating, dedicated em-
ployees and possibilities to expand
their business. For these reasons,
these companies dedicate a signifi-
cant period of time and resources
to support development projects for
the local community, such as: train-
ings for youth and adults by the lo-
cal communities, opportunities for
voluntary work and creation of jobs,
opportunities for further training and
education.

In the past few years, in the Re-
public of Macedonia (RM) the first
pioneering attempts for social inter-
ventions in local communities by
business companies are made. In
2010, the Coordinating Body for
Social Responsibility of Business
Companies in RM awarded 15 Ma-
cedonian companies out of 75 ap-
plicants, identifying them as socially
responsible business companies.
These business companies had ini-
tiated and carried out certain social
initiatives, including: employment
of residents of a home for orphans,
scholarships for continuing studies,
programs for social inclusion of chil-
dren, training for the unemployed,
renovation of buildings of public in-
terest.

In the Republic of Macedonia,
the corporate social responsibil-
ity, as a new trend of social invest-
ment in the local community, has not
been scientifically researched and
studied phenomenon. This paper
shall attempt to answer the question
whether the social responsibility of
companies and their investment in
the development of the local com-
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XaT Oa umaar BnvjaHue Bp3 CrpaByBa-
HETO CO coumjanHuTe Npobnem, BKIyYy-
BajkMronnpobrnemoT coHeBpaboTeHocTa?
Bo npogormkeHue, TpyaoT ke npeseHTupa
KOMMapaTUBHW NpUMEpK 0f counjanHuTe
OU3HMC NPaKTMKN Ha BMNOXyBake BO NO-
KanHuTe 3aegHunum Bo EBpona n Makeno-
HWja, U Kako TakBMOT BWA Ha coumjanHo
BIOXYyBaH-€ MOXe [ja Brnjae Bp3 npobne-
MOT CO HeBpaboTeHocTa. TpyaoT ke no-
Gapa ogroBop Ha npallakeTo ganu co-
upjanHata oaroBOPHOCT Ha KOMNaHuuTe
0TBOpa HOBa NepCneKT1Ba BO CrnpaByBa-
HETO CO NPOBNeMOT Ha HeBpaboTeHoCTa.

1. [OedmHuparme Ha KoprnopaTMBHa
couujanHa oAroBOpPHOCT

KoHuenToT Ha couujanHa ogroBop-
HOCT € KOHTUHYUPaH EBONYTMBEH KOHLIEMT
N MMa pasnnMyHO 3HaYeHe, 3a pasfnyHu
nyre. Bo TeKOT Ha MMHATUOT BeK, KOPMo-
paTVBHOTO MHBONBMPAaH-E BO Pa3BojoT Ha
noKanHaTta 3aegHuua eBonyupa BO Mo-
CNOXeHN hOpMU Ha [ejCTByBaH-E.

MpBr4YHaTa dpopMa Ha KopropaTnsHa
dmnaHTponuja e nacuMBHO [aBake Ha
Kelw AoHauuMn 3a ogpedeHu nporpamu.
Co TekoT Ha BpeMeTo, KopropaTuBHaTa
dhmnaHTponuja e AMPEKTHO NOBP3aHa co
cTpatervjata Ha OM3HUC KOMMNaHwjaTa K
MapKeTVHT nnaHoeute. Bo 80-Tnte rogu-
HW Ha MUHATUOT BEK, KOMNaHUUTE Ce Mno-
BEKe pasBMBaaT, TakaHapeyeHa, CTpa-
Telwka dwmnaHTponumja, 3acHoBaHa Bp3
naejata feka KOHKypEHTHOCTa 3aCHOBaHa
BP3 LlEHMTE 1 KOpPNopaTUBHUTE Nporpamm
3a pas3Boj Ha NokanHWTe 3aegHuuUM € no-
Aobpa OTKOMKY CamMO KOHKYPEHTHOCT Bp3
OCHOBa Ha LeHuTe. [leHec, KopnopaTue-
HaTa dmnaHTponuja esonyuMpa BO HoBa

munity could have an impact on cop-
ing with social problems, including
unemployment problem? In addition,
the paper shall present comparative
studies of social business practices
of investment in local communities in
Europe, and Macedonia, and in what
way such a kind of social investment
can affect the unemployment prob-
lem. The paper shall seek an answer
to the question whether the social
responsibility of companies opens a
new perspective in coping the unem-
ployment problem.

1. Definition of the corporate social
responsibility

The concept of social respon-
sibility is a continuous evolutionary
concept and has different meaning to
different people. During the last cen-
tury, the corporate involvement in lo-
cal community development evolved
into more complex forms of action.

The original form of a corporate
philanthropy is passive cash dona-
tions for specific programs. Over the
time, the corporate philanthropy is di-
rectly related to the company’s busi-
ness strategy and marketing plans.
In the 80s of last century, the compa-
nies much more developed so-called
strategic philanthropy, based on the
idea that competition based on pric-
es and the local communities corpo-
rate development programs is better
than the competitiveness based just
on prices. Nowadays, the corpo-
rate philanthropy has evolved into a
new form described as a corporate
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dopma, onuliaHa Kako KopropaTuBHa
WHBOMNBMPAHOCT BO Pa3BojoT Ha floKanHa-
Ta 3aegHuua. MHuumjatnente 3a passoj
Joaraart og CcTpaHa Ha MeHaLMEHTOT Ha
KOMMNaHUUTE, HUBHWUTE BpabOTEHW, WNK
04 CTpaHa Ha JoKanHaTa 3aegHuua,
OBO3MOXYBajKM ONPEKTHA KOPUCT 3a cuTe
cTpaHu. Npeky nporpamuTe 3a BONIOHTEP-
CKO BKNy4yBak-€ BO MogobpyBaH-eTO Ha
nokanHaTta 3aegHuua, 3aegHuuUata uma
KOPWCT Of AOHUPaAHOTO BPEME W TareHT,
pogeka GusHMUC KoMMnaHujata uma KopucT
0 3rofieMeHuoT Moparn U nojanHocT Ha
BpaboTeHuTe.

lonem 6poj Ha ctyaumn op 1970 -
1980 roamHa ce obuayeaat ga nocturHat
KOHCEH3yC BO Ae(UHUPAHETO HA COLM-
janHarta ogroBOpHOCT, HO BO rofieMa Mepa
He ycneBaart Bo Toa. KoHUenToT Ha couu-
janHa oaroBOPHOCT € cTap KOSKY U Yo-
BELUTBOTO ¥ €BOfympa 6aBHO HW3 rOAUHK-
Te, 0o AeHeluHaTa ¢asa. [pBroT obuma 3a
CUCTEMATCKV MpucTan KoH oBaa obnact
ce jaByBa Bo 1953 roguHa, co 06jaByBare
Ha KHuraTta Ha Xayapg boseH “CouujanHa
OArOBOPHOCT Ha Bu3HMCMeHuTe”. BoBeH,
BO KHUraTta, Bpe4HOCTUTE, KaKo jaBHa 0a-
FOBOPHOCT, couujanHa obspcka 1 moparn-
HOCT Ha Ou3HucuTte, M objacHyBa Kako
CUHOHMUMW 3a couwujanHa OArOBOPHOCT.
(Kotler, 2005)

Bo 1971 roanHa, KomuteToT 3a eko-
HOMCKM pa3Boj Ha EBpona o6jaBu kHura
BO KOja ogHocuTe Mefy GU3HUCOT U On-
LUTECTBOTO Ce TpeTMpaaT Kako couujaneH
porosop nomery agete rpynu. Co 0BOj
[I0roBOp, rMaBHa OArOBOPHOCT Ha BU3HNUC
KoMnaHuite e ga m obe3begysaar
NPOU3BOANUTE W YCMYyrUTe KOU My ce Mo-
TpebHM Ha onwTecTBOTO. TpaauumoHan-
HO, OBME MOTPebM ce EeKOHOMCKM, Kako
WTo ce obe3benyBate Ha MOXHOCTY 3a

involvement in the local community
development. Development initia-
tives come from the management
of the companies, their employees
or by the local community, providing
direct benefit to all parties. Through
voluntary involvement programs in
improving the local community, the
community has benefits from do-
nated time and talent, while the busi-
ness companies have benefits from
the increased morality and loyalty of
the employees.

A number of studies from 1970
- 1980 years try to reach the con-
sensus of the definition of social re-
sponsibility, but largely fail in it. The
concept of social responsibiity is
as old as the humanity and evolve
slowly over the years up to the to-
day’s stage. The first attempt for a
systematic approach to this area
occurs in 1953 by publication of the
book by Howard Boven “Social re-
sponsibility of businessmen.” In his
book, Boven explains the values as
a public responsibility, morality and
social reponsibility businesses as
synonyms for social responsibility.
(Kotler, 2005)

In 1971 the Committee for Eco-
nomic Development of Europe pub-
lished a book in which the relation-
ship between business and soci-
ety are treated as a social contract
between the two groups. By this
agreement, the main responsibility
of business companies to is to pro-
vide products and services needed
by society. Traditionally, these needs
are economic, such as providing em-
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BpaboTyBare, nogobpyBawe Ha CTaH-
0apOoT Ha XuBeewe M MOBUCOK BpyTo-
HauuoHaneH npoussod. OBoj Tpagmumo-
HaneH gorosop nomery Ou3HUCOT u on-
LUTECTBOTO CE MEHyBa BO MOHOBO Bpeme
1 ce JogaBaar HOBW couujanHy BpeaHo-
CTW, KaKo OAIrOBOPHOCT Ha BU3HUC KoMna-
HuMTe. Hekon o HOBWUTE coumjanHu
BPEAHOCTM BKNy4vyBaaT: YOBEKOBMW Bpea-
HOCTW, couunjanHu npobremu, 3gpaBcTee-
Ha rpwxka, KBanUTET Ha XXMBOT, eOHaKBU
MOXHOCTM Mpu BpaboTyBawe, 3alTuTa
o[ cekcyanHa snoynotpeba, enummHupa-
K€ Ha cupomallTujaTa, rpuxa 3a geuara
n cTapuTe nuua, NoMoLl 3a obpasoBaHune
N YMETHOCT, U MHOry apyru. Bo ocHoga,
cekoja of OBME couujanHu BPELHOCTU
MOXe [da ce CMEeCTW BO egHa of TpuTe
MOLUMPOKM KaTeropum Ha couujanHata
OLrOBOPHOCT: NeranHarta, MoparnHo-eTu-
ykaTa u pmnaHTponckarta.

Bo HayyHaTa nutepaTtypa ce cpeka-
BaaT noBeke pasnuyHu aeduHMLMK 3a
coumjanHata OAroBOPHOCT Ha Ou3HUC
KOMMaHu1Te, 3aBUCHO Aanu goaraat of
€BPOICKM UM aMEePUKAHCKN UCTpaXyBa-
4yn. AMEPUKaAHCKNOT UCTpaxkyBay BoTtatb,
B0 1972 roguHa ro noTeHumpa BrmjaHUeTo
Ha pasnuMyHUTE nepuenumu Ha couwmjan-
HaTa OAroBOpHOCT. Toj NoTeHUMpa Aeka:
“‘KopnopatBHata couujanHa ogroeop-
HOCT HEMa WCTO 3HayeHe 3a cute nyre.
3a Hekou nyfe 3Ha4W neranHa ogroBop-
HOCT, 3a ApYry 3Ha4u coLmjanHo oarosop-
HO OfHecyBak€ BO €TMvKka cMmucna, 3a
HeKou, cenak, € camo A0OPOBOMHOTO U
000poTBOPHO AaBawe”. [onemmoT Bapu-
eTeT N pparmMeHTUpaHuTe norreagu npe-
BEHWpaaT jacHO JedhvHupare Ha couu-
janHaTta oaroBOPHOCT Ha BM3HUC KoMna-
HMMTE BO OAHOC Ha Pa3BojoT Ha floKarnHa-
Ta 3aegHuua.

ployment opportunities, improving
the standards of living and higher
gross national product. This tradi-
tional contract between the busi-
ness and the society has changed
in recent times and add new social
values as a responsibility of busi-
ness companies. Some of the new
social values include: human values,
social issues, health care, quality of
life, equal opportunities in employ-
ment, sexual harassment protection,
elimination of poverty, care for chil-
dren and the elderly, assistance for
education and art and many other
things. Basically, each of these so-
cial values can be placed in one of
the three broader categories of so-
cial responsibility legal, moral and
ethical and philanthropic.

In the scientific literature several
different definitions of social respon-
sibility of business companies are
found, depending on whether they
come from European and American
researchers. The American re-
searcher Votanj in 1972 highlights
the impact of different perceptions
on the social responsibility. He em-
phasized that: “The corporate social
responsibility has the same mean-
ing for all people. For some people
it means legal responsibility, for oth-
ers it means socially responsible be-
havior in an ethical sense, however,
for some it is only a voluntary and
charitable donation.” . the great vari-
ety and fragmented views prevent a
clear definition of social responsibil-
ity of the business companies in re-
gard of development f the local com-
munity.
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3a uenute Ha OBOj Tpya, Kopriopa-
TUBHaTa couumjanHa OAroBOPHOCT Ke ja
dedvHupame BO MOLUMPOKA cMmucna, co
nocebeH hoKyCc Ha ETUYKOTO OAHECYBaHE
N 4yBCTBOTO 3a OArOBOPHOCT KOH CUTE
aKkTepu: BpaboTeEHUTE, KOPUCHULUTE, WH-
BECTUTOpUTE, a npef ce, NnokanHara 3a-
egHuua. Bo Taa Hacoka, couujanHaTta og-
rOBOPHOCT BKITy4yBa:

e [lounTyBaH€ Ha ETUYKMTE Ha4ena 3a
3aegHuuaTa;
3awTuTa Ha X1BOTHaTa 3aeaHNLa;
[obpococTojba Ha BpaboTeHuTE;
MHuumnpare Ha coumjanHu passojHu
MHULMjaTVBM BO NOKanHata 3aegHu-
ua.

MHory ©u3HUC KOMMaHuM W Opyru
aKkTepu BO 3aefHuUaTa YyBCTyBaaT [eka
OU3HMC KOMNAHUUTE MMaaT MoparnHa of-
FOBOPHOCT Aa ' Kopurmpaar coumjanHuTe
npobremn Kon ce jaByBaaT BO OnLUTEC-
TBOTO. MCTO Taka, MHOry aktepu ofg Ino-
KanHaTta 3aegHvua Mucnar geka 6usHuc
KOMMNaHUMTe HEeOOBOMHO U HeadeKBaTHO
ce cnpaeyBaart co couujanHuTe npobnemm
BO 3aegHuumte. OBne dakTopu npuoo-
HecyBaar 3a 3rofieMyBaH-€ Ha NPUTUCOKOT
KOH OM3HMC KOMMaHWUTE da oprosopar
KOH 3ronemMeHunoT 6poj Ha counjanHm npa-
waksa. (Tsogas G. 2007)

lonem 6poj Ha akTepu BO NokanHaTa
3aefHvLa M1cnarT Aeka 3a Aa ce 04rosopu
noeguKacHO 1 NoeeKTUBHO KOH COLM-
janHnTe npobrnemu CO KoM ce CoodyBa
AeHellHMuaTa, KoprnopaTuBHaTta couu-
janHa nonuTtnka Mopa ga buae uHTerpu-
paHa BO KoprnopaTuBHaTa cTpareruja.
KopnopaTtusHuTe nuaepu ke mopa Aa ja
BKMyYaT coumjanHata nonmTmka Bo cTpa-
TELUKUTE NMaHOBM Ha HUBHUTE Koprnopa-
umn.

For the purposes of this paper,
we shall define the corporate social
responsibility in the broadest sense,
with a special focus on ethical behav-
ior and a sense of responsibility to-
wards all stakeholders: employees,
customers, investors and first of all
the local community. In this respect,
te social responsibility includes:

e observance of ethical principles for
the community,
Protection of the environment,
welfare of employees,
initiation of social development initia-
tives in the local community.

A lot of business firms and other
actors in the business community
feel that companies have a moral
responsibility to correct social prob-
lems which occur in the society. Also,
many actors from the local commu-
nity think that business companies
insufficiently and inadequately cope
with the social problems in the com-
munities. These factors contribute to
increase the pressure on business
companies to respond to the grow-
ing number of social issues. (Tsogas
G. 2007)

Many actors in the local commu-
nity think that to respond efficiently
and effectively to social problems we
are facing with nowadays, the cor-
porate social policy skould be inte-
grated into a corporate strategy. The
corporate leaders shall include the
social policy in the strategic plans of
their corporations.
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Maprapetr Ctpoyn n Pand Hy6ept
(Kotler, 2005) eBonyuujata Ha couujan-
HaTa OAroBOPHOCT ja rnefaar of BOSIOH-
Tepcka (NpaBerwe Ha Oobpu pabotn co
HamaneH npoduT 3a GU3HMC KOMNaHWja-
Ta), 0o obBp3yBayka (NMPUTMUCOKOT Ha
aKkTepuTe BO floKanHata 3aegHuua aa pe-
anuavpaar HeKOM coumjanHm akTUBHOCTH,
NOBTOPHO Ha TPOLLOK Ha OBU3HMC KOMMa-
HujaTa), Na cé 0O MHBECTMPaHE BO MOHW-
HaTa (couujanHa OAroBOPHOCT € MHBEC-
TyumMja Koja ro nogobpysa AONTOPOYHOTO
pabotere Ha BU3HNC KoMnaHwjaTa).

Mako 0BOj KOHUENT e MHOry nocaky-
BaH 1 KOPUCEH, Cenak € HOB KOHLIeNT LUTO
€ HeJoBOMHO pasbpaH un paspaboteH. Bo
npakca, ABe [MNaBHU MOTELLKOTUM Mopa
Aa ce HagMuHaT, 3a OBOj KOHLUenT Aa
hyHKUMOHMPa, 1 ABETE NOBP3aHN CO eay-
kauuja. 3a oa ce oCcTBapu KOHUENTOT, Le-
nuTe n HamepuTe, NOTpPebeH e NHTEeH3N-
BEH eAyKaT1BEH NpoLiecC Ha KoMNaHuwjaTa,
LWITO oA3eMa BpemMe U MeHallepcka no-
ceeTeHocT. Og Apyra cTpaHa, NnogeaHakso
€ BaXHO edyuMpareTo Ha akTepuTe BO
nokanHata 3aegHuua 3a ga pasbepat
KOW ce HaMepuTe Ha BU3HUC KOMNaHUKTe,
LwTo ce obuaysaart Aa nocturHat. Aktepu-
Te BO JloKanHaTta 3aefHuua, UCTO Taka,
“MaaTt couujanHa O4roBOpHOCT Aa bugar
CBECHM M ga M pasbupaar couujanHo
€KOHOMCKUTE NpoLecH.

KopnopartusHata 3anoxba 3a pa3Bo-
jOT Ha nokanHaTta 3aefHuua e uHTerpa-
NEeH, ako He M HajBaXeH Jen Ha couujan-
HaTa cTpaTternja Ha BM3HMC KOMMAHWUKUTE.
BoctoH Konel noteHumpa 20 npuHumnnu
Ha KOprnopaTuBHW aKTUBHOCTM Ha BGU3HUC
KOMMaHUWUTE, KoM TUE M HapeKyBaaT Kop-
nopaTMBHO rparaHcTBo. Tue BKNy4vyBaar:

o ETnyko BM3HMC ogHecyBan-e
o ®ep n uckpeHn GU3HNC NPaKTUKK

Margaret Stroup and Ralph Nu-
bert (Kotler, 2005), see the evolution
of the social responsibility from the
voluntary (doing good things with de-
creased profits for the business com-
pany) to a binding one (the pressure
of actors in the local community in
order to implement some social ac-
tivities, again on the account of the
business company) and further in
the investment in the future (social
responsibility is an investment that
enhances the long-term operation of
the business company).

Although this concept is a very
desirable and useful one, it is still
a new concept that is insufficiently
understood and developed. In prac-
tice, two main difficulties should be
overcome in order this concept to
function, both of them are related
to education. In order the concept
to be realized, the objectives and
intentions required is an intensive
educational process of the compa-
ny that takes time and managerial
commitment. On the other hand, it
is equally important to educate the
actors in the local community to un-
derstand the intentions of business
companies which they are trying to
achieve. Actors in the local commu-
nity also have a social responsibility
to be aware and to understand social
economic processes.

The corporate commitment for
the development of the local commu-
nity is integral, and possibly the most
important part of the social strat-
egy of business companies. Boston
College highlights 20 principles of
corporate business activities of com-
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o Bucoku ctaHmapam Ha ogHecyBake
oA cTpaHa Ha BpaboTeHuTe
o MpakTrKkyBake Ha eTU4Ko

pacyayBake Ha CuTe HMBOa Ha
MeHaLMeHT

o [locBeTEeHOCT 0 CTpaHa Ha
aKumoHepuTe
o KomnaHujaTa e pakoBozeHa BO
MHTEPEC Ha CUTE aKLMOHEPU

o BocnoctaBeH e uckpeH aujanor co
cuTe akunoHepu

o [loCBETEHOCT KOH floKanHarta
3aegHuUa

o HarnaceH peumnpounTeTeH ogHOC
nomery kopnopauumte u
3aegHuLaTa

o WHBecTupame BO nokanHata
3aegHuLa BO Koja BU3HUCOT
YHKLMOHMPa

e [locBETEHOCT KOH MOTpOLLyBayuUTe
o lNounTyBare Ha npasara Ha
noTpoLLyBaynTe
o lNoHyna Ha npounsBoaM 1 ycrnyrn co
BMCOK KBanuTeTt
o WHdpopmauuunte kou ce nasaar ce
BEPOAOCTOjHM 1 KOPUCHU

o [locBETEHOCT KOH BpaboTeHuTe

o ObesbenyBar-e Ha paboTHa
cpeamHa Koja 0BO3MOXKyBa pas3Boj
Ha hamMuUnnjapHNOT XNBOT

o OproBopeH MeHaLIMEHT CO YOBEYKM
pecypcu

o ObesbenyBsa hep cuctem Ha
KOMMeH3auuja n HarpagyBame

o OtBopeHa 1 chnekcnbunHa
KOMYyHMKauwja co BpaboTeHuTte

o WHBecTupane BO
NPoeCcnoHanHNOT pacT Ha
BpaboTeHuTe

panies which they call a corporate
citizenship. The same include:

e Ethical business behavior

o Fair and honest business prac-
tices

o High behaviour standards of the
employees

o Practicing ethical reasoning at
all levels of management

e Commitment by shareholders

o The company is managed in the
interests of all shareholders

o A frank dialogue is stablished
with all stakeholders

e Dedication to the local commu-
nity
o Emphesised reciprocal relation-

ship between corporations and
the community

o Investment in the local commu-
nity in which the business oper-
ates

e Commitment to customers
o Respect the rights of consumers

o Offer of high quality products
and services

o The given information is reliable
and useful

e Commitment to employees

o Providing a working environ-
ment that enables development
of the family life

o Responsible management of
human resources

o Provides a fair system of com-
pensation and reward

o Open and flexible communica-
tion with employees

o Investment in the professional
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o [locBETEHOCT KOH MHBECTUTOPUTE:

o HacTtojyBare Ha KOMNeTUTUBEH
NOBPaTOK Ha MHBECTULMjaTa

e [locBeTeHOCT KOH fAobaByBauuTe:

o ®ep Tproecka npakca co
pobasyBaunTe

e [1oCBETEHOCT KOH XXMBOTHaTa
cpeavHa
o lNocBeTeHOoCT KOH 3alwTuTa Ha
KMBOTHaTa cpeauHa

o lMopopxyBare Ha OAPXKNNB Pa3Boj

... ynoraTta Ha gpxaBaTta

Bo akagemckarta nutepatypa, aHa-
NM3nTe 3a yrorata Ha gpxxaeara BO Mpo-
MOBUPaHETO U Pa3BMBAHETO Ha KOPMO-
paTvBHaTa OOrOBOPHOCT Ce 0O MOHOB
AaTtym, NMOTOYHO Of MOYETOKOT Ha OBOj
Bek. [1pBuTE aHanuan Kou pesynTmpaa co
WHOBATUBHN MEPKWN Of, CTpaHa Ha ApXa-
BaTa 3a pa3Boj Ha kopnopaTuBHaTa couu-
janHa oAroBOPHOCT, Ce HampaBeHU BO
AHrnuja n [laHcka, MHMUMpaHn og ctpaHa
Ha ap)xaeaTa, HO 1 of CTpaHa Ha LUMBWII-
HUOT CEKTOP.

Obup 3a cuctemarcka aHanusa Ha
nocroeykaTta nuteparypa 3a ynorata Ha
ApXXaBaTa Bp3 OCHOBA Ha JOKYMEHTU Of
pasHun BUOOBW Ha OpraHv3aummn: of cama-
Ta ApXaea, HO U o[, Mef'yHapoaHUTe opra-
HM3aummn, JOKYMEHTM Of CTpaHa Ha couu-
janHuTe opraHusauum Kou ce jaByBaaT
Kako nHTepmeaujatopu noMery gpxasara
N GU3HUC KOMMaHMMTE M MNocToevkarTa
akagemcka nuteparypa Bo EBpona, npa-
Bn Anbepta HymaH (2005). NocToeukata
nuTepaTtypa ja knacuduumpa cnopes no-
NIMTUYKMOT KOHTEKCT W cnopeq umnne-
MeHTauujata Ha nonutukuTe. (Altman N,

growth of employees
¢ Commitment to investors:

o Keeping the competitive return
of the investment

e Commitment to suppliers:

o A fair trade practice with suppli-
ers

e Dedication to the environment

o Dedication to the protection of
the environment

o Supporting the sustainable de-
velopment

... the role of the state

In the academic literature, the
analyzes for the role of the state in
promoting and developing corporate
responsibility date of a recent date,
more precisely, from the beginning
of this century. The first analyzes
that have resulted in innovative mea-
sures by the state for development
of corporate social responsibility are
made in England and Denmark, initi-
ated by the state, but by the civilian
sector as well.

An attempt for a systematic anal-
ysis of the existing literature on the
role of the state on the basis of docu-
ments of various types of organiza-
tions: from the state itself, but also
from international organizations, doc-
uments of social organizations that
act as inter-mediators between state
and business companies and the ex-
isting academic literature in Europe
makes Alberta Numan (2005).. The
existing literature was classified ac-
cording to the political context and
according to the implementation of
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2005)

Bo ¢okycoTr Ha aHanusaTa crnopen
NOMUTUYKNOT KOHTEKCT € pa3BuBare Ha
TEeopeTcka pamka 3a YTBpAdyBake Ha
BKINy4eHOCTa Ha ApXaBaTa BO MPOMOBU-
pakeTo Ha KopropaTvBHaTa couujanHa
OArOBOPHOCT W NOBP3yBaHe CO HEKOW Of
noronemuTe NPeau3BULM Ha OEHELUHU-
uata, Kako Wwro ce rnobanusauyjata Ha
€KOHOMCKM W MOMUTUYKU NfaH, couujan-
HaTa gpaBa, Kpu3aTa Ha gpxasaTta Ha
bnarococTojba, KOHKYPEHTHOCT M MHOBA-
TUBHOCT Ha HaUMOHanHWTE EKOHOMUW U
0fpXXNnB paseo;.

TpaguumnoHanHo, koprnopaTuBHaTa
coumjanHa ogroBOpHOCT ce aedhmHupa
KaKko BONOHTEpPCKa aKTUBHOCT Of, CTpaHa
Ha OM3HMC KOMNaHWMTE LITO MM HagMU-
HyBa nNpaBHUTE perynaTtueu. AHanusute,
reHepasnHo, ce ooKycupaHu Ha OQHOCOT
nomery peneBaHTHaTa npaBHa pamka u
aKTUBHOCTUTE Ha Apxagarta. [NpsuTe go-
KYMEHTV BO KOM Ce uHuumpa aebarta 3a
yrorarta Ha Ap)asaTta Kako npomoTtep Ha
KopropaTueHara couujanHa oAroBOPHOCT
ce cpekaBaaT BO JoUHUTE AeBedeceTTu
rogvHN Ha MWHATUOT U NOYETOKOT Ha 21
BEK, Kou Gea OUPEKTHO WM3roTBEHW Of,
CTpaHa Ha caMuTe ApXXaBu UNn of cTpaHa
Ha MeryHapoaHu opraHusaumm (Esponcka
komucuja, 2001). OBue [OKYMEHTU ja
yKaxyBaaTt nortpebarta gpxasata da ce
BKIy4Ys BO NPOMOBMPae Ha Kopropa-
TMBHaTa couujanHa OArOBOPHOCT KaKo
OOroBOp Ha coumjanHUTE U eKOMOLUKUTE
npobrnemu Kou ce nocneguua Ha Kopro-
paTVBHWTE aKTUBHOCTY BO rnobanunsunpax
€KOHOMCKW KOHTEKCT. 3eneHara kHura Ha
Esponckata komucuja (2001) ja npetcra-
ByBa KOprnopaTuBHaTa couujanHa ogro-
BOPHOCT KakO MexaHu3am 3a NOCTUrHY-
Bakbe Ha CTpaTeLLKNTE Lieny Ha ApXKasuTe

policies. (Altman.N, 2005)

The focus of the analysis accord-
ing to the political context is devel-
oping a theoretical framework for
determining the involvement of the
state in promoting corporate social
responsibility and connection with
some of the major challenges of
today, such as the globalization of
economics and political policy, wel-
fare state, the crisis of the state of
prosperity, competitiveness and in-
novation of national economies and
sustainable development.

Traditionally, corporate social
responsibility is defined as a volun-
tary action by business companies
which exceeds the legal regulations.
Analyses are generally focused on
the relationship between the relevant
legal framework and the activities of
the state. The first documents which
initiate a debate on the state’s role
as a promoter of corporate social re-
sponsibility are found in the late nine-
ties of the last and the beginning of
the 21st century, which were directly
prepared by the countries them-
selves or by international organiza-
tions (European Commission, 2001).
These documents indicate the need
for the state to get involved in pro-
moting corporate social responsibil-
ity as a response to the social and
environmental problems as the re-
sult of corporate actions in a global-
ized economic context. The Green
Paper of the European Commission
(2001) represents the corporate so-
cial responsibility as a mechanism
for achieving the strategic goals of
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Of CTpaHa Ha 6usHuc komnaHunTe. 3ene-
HaTa KHUra npeseHTMpa v anenupa 3a ko-
pucTere Ha JoOpW NpakTMKM of CTpaHa
Ha BM3HUC KOMNaHWMTE KoM MoXaT aje-
KBaTHO Aa oAroBopaT Ha couujanHuTe
NpeausBMUM NOBP3aHM CO EKOHOMCKMOT
pa3Boj, notpebata of oOykwn, egHaKkBu
MOXHOCTM, coumjanHa uHTerpaumja n oa-
pxnue passoj. OBue anenu ce Ha ucta
nMHKWja co nonuTukata Ha EBponckarta
yHvja og 1993 rogmHa, Kora rin noBukaa
€BPOncKuTe BU3HMC KOMMaHUK Aa NoMor-
HaT BO CnpaByBakeTO CO couujanHaTa
ncknyyeHoct. Toa e npBuoT obua 3a no-
3Ha4vajHa Mobunm3aumja Ha BU3HUC KOM-
NaHW1TE M OpraHu3npare Ha Kopropa-
TUBHA MpeXa Haco4YeHa KOH CripaByBak-e
Ha ogpeaeH couujaneH npobnem.

EBponckata komuncuja (2001) ro 3a-
CTanyBa CTaBOT JeKka CO npe3emMane Ha
couujanHn oaroBOPHOCTM U BOFTOHTEPCKM
3anox6u og cTpaHa Ha BU3HMUC KOMMNaHK-
UTe KOW MM HaOMUHYBaaT KOHBEHLMOHaT-
HWUTe perynaTopHu obBpcku, Tue ce obu-
AyBaart 1 fja ' NoaurHaT cTaHaapauTe Ha
coumjanHUOT pasBoj, 3alUTUTa Ha XUBOT-
HaTa cpegvHa u noynTyBake Ha yHaa-
MeHTanHuTe YoBekoBM npasa. Komucuja-
Ta ja NoBp3yBa koprnopaTvBHaTa couujan-
Ha OZIrOBOPHOCT CO MOpaKUTe 3a OAPXIUB
coumjaneH paseoj Bo EBpona, noteHuu-
pajku ja egHakBaTa BaXKHOCT HA €KOHOM-
CKMOT pas3Boj, coumjanHaTa Koxesuja u 3a-
LITMTaTa Ha XUBOTHaTa cpeamHa, Kou ce
Aen o eBponckaTa coumjanHa areHaa.

Bo 2001 roauHa, EBponckarta komu-
cujaycBov M T.H. bena kHura Ha Brageere
Bo EBpona, co koja ce npomosupa EB-
pornckaTta paMmka 3a kopnopaTvBHa CoLu-
janHa ogroBopHOCT. Bo 0BOj OOKYMEHT,
KoprnopaTuBHaTa couujanHa OaAroBOPHOCT
MMa 3HaYajHM UMNMKauumM Bp3 cuTe

the state by business companies.
The Green Book presents and calls
for the use of good practices by
business companies which can ade-
quately respond to social challenges
associated with economic develop-
ment, the need for training, equal
opportunities, social integration and
sustainable development. These
appels are in line with European
Union policy since 1993, when the
European business companies were
urged to assist in tackling the social
exclusion. It is the first attempt for a
significant mobilization of the busi-
ness companies and organizing a
corporate network aimed at coping
with a specific social problem.

The European Commission
(2001) argues that by taking social
responsibility and voluntary commit-
ment by business companies that
exceed conventional regulatory obli-
gations, they try and raise the stan-
dards of social development, envi-
ronmental protection and respect
of fundamental Human Rights. The
Commission associated with the cor-
porate social responsibility by the
messages for sustainable social de-
velopment in Europe, emphasizing
the equal importance of the econom-
ic development, social cohesion and
environmental protection that are
part of the European social agenda.

In 2001 the European Commi-
ssion adopted the so-called White
Paper on Governance in Europe,
which promotes European frame-
work for corporate social responsibil-
ity. In this paper, the corporate social
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€KOHOMCKM 1 CouMjanHu akTepu, Kako u
o4 Ap)xasata, of kou ce Gapa aa UHKop-
nopuvpaaTt CcouumjanHO OAroBOPHM Mpak-
TUKN BO HMBHUTE aKTMBHOCTW. [pxaBaTa
MMa 3Ha4ajHa ynora BO OBO3MOXYBaHETO
Ha ycnoBuM 3a noggpwka Ha OusHuC
KOMNaHuMTe fa passBuBaaT couujanHo
OArOBOPHW MNONUTKKM M NpakTukn. Cnopen
0BOj [OOKYMEHT, KopropaTMBHaTa COLU-
janHa o4roBOpPHOCT HE € CaMO aKTUBHOCT
Ha BM3HMC KOMMaHWUMTE, TYKY U Ha Opy-
rMTe couujanHu CeKTopu, Kako LieHTparn-
HWUTE 1 NOKanHuTe Bnaau, opraHmsaummTe
Ha rparaHCcKoTO OnTecTBO, UTH. BaksnoT
npuctan Gapa u pegeduHMpare Ha
cTapuTe 1 BOCNOCTaByBakEe HA HOBM 0f-
HOCW NOMEryY CouMjarHUTE aKTepMW.

2. 3owTo KoprnopaTuBHa MHBONBUpa-
HOCT BO peLlaBaH-e€TO Ha NOoKanHu-
Te npobnemu?

JlokanHata 3aegHuua Moxe Oa ce
aeduHnpa kako reorpadckn gedmHmpa-
Ha 3aegHuWLa HacerneHa co rpyna Ha nyre
KOW XuBeaT egHu Ao apyru. TepMmUHOT 3a-
e[HWLa cyrepupa Aeka YneHoBuTe umaar
HEKOM 3aedHUYKU penaumun, 3aegHUYKU
BPEeOHOCTM UNW MHTEPECH U Ce 3anHTepe-
CUpaHM 3a KOMEKTWBHA, 3aefHu4ka Ado-
6pococTojba. MHory npakTvyHu u Teo-
PETCKN UCTPaXKyBaksa ja CTakHyBaart no-
3WTMBHaTa CTpaHa Ha nokanHuTe 3aeq-
HULM, MEFy KON Haj4eCTO Ce UCTaKHYBaHW:
NHTepnepcoHariHuTe BPCKM KOW Ce BOC-
nocTaByBaaT UnW, TakaHapeyYeHa mpexa
Ha odHOCW BO 3aefHuuata. Taa mpexa
Ha OOHOCKM OBO3MOXYyBa NyfeTo Kou ce
NoBp3aHW Aa crnofenysaat pasnuyHu uc-
KycTBa, 3Haewa, Aa Aenat 3aefHuuKu
BpPeOHOCTW, HO M Aa fasaaT nogapLuka
eaHu Ha apyru. (Laverak and Wallerstein,
2001).

responsibility has major implications
for all economic and social actors
and the state, which are required
to incorporate socially responsible
practices in their activities. The state
has an important role in establishing
conditions to support business com-
panies in order to develop socially
responsible policies and practices.
Under this document, the corporate
social responsibility is not only an
activity of business companies, but
also other social sectors such as
central and local governments, civil
society, etc.. Such an approach re-
quires redefining of the old and es-
tablishing new relationships between
the social actors.

2. Why corporate involvement in
solving local problems?

The local community can be de-
fined as geographically defined com-
munity inhabited by a group of people
who live side by side. The term com-
munity suggests that members have
some common relations, shared val-
ues or interests and are interested in
a collective, common welfare. A lot of
practical and theoretical studies high-
light the positive side of local commu-
nities, including the most prominent
ones, that are: interpersonal relation-
ships that are established or so called
network of relationships in the com-
munity. This network of relationships
enables people who are connected
to share different experiences, knowl-
edge, to share common values and to
give support to each other. (Laverak
and Wallerstein, 2001).
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Bo cBojata kHura CouujanHa pabo-
ma 80 slokannHama 3aedHuuya, [1oHeBcka
(2006) 36opyBa 3a TepuTOpMjanHa 3a-
efHu1ua - BO KOja HaceneHneTo e nosp3a-
Ho mery cebe nopaan NpocTopoT BO KOj
XuBee 1 PyHKUMOHanHa 3aegHuua - 3a-
€[HWYKNOT MHTEPEC KOj ' NOBP3yBa Nnyre-
TO (yyunuiwiTa, CNOPTCKM OpraHu3aumu,
BEPCKM, CTONAHCKWU, MONUTUYKK). Teopu-
UTe Ha nokanHata 3aegHuua, [loHeBcka
(2006) rn rpynupa Bo HEKOIKY rpynu, Cro-
pea Toa Ha Ko enemMeHTn og AeUHNLM-
jaTa nm ce naBa ocHoBeH akueHT. Crnopen
TOa, MOCTOjaT: EKOMOLLKM, MCUXOSOLLKN,
COLMONOLLKK, ypbaHo-pypanHu, Kako u
TEOpUM Of acnekT Ha TeopujaTa Ha ak-
umja.

Bo cBeToT noctojat MHOry npumepm
Ha GU3HWMC KOMNaHuM Kou ce TpyaaT Aa
oupat “0obpu rparaHn” Npeky HUBHO Au-
PEKTHO BKIy4YyBah€ BO PasBOjoOT Ha Jl0-
kanHata 3aegHuua. OBue GU3HUC KOM-
naHWM M HagMuHane TpaguumoHanHuTe
obBpCckM BO cMmucna Ha obe3benyBare
Ha Mpov3BOAM M YCNyru, Npeno3HaBake
1 NOYMTYBaHE Ha CTaHOAAPAUTE U OYeEKy-
BakbaTa Ha NoKanHuTe 3aegHuum u npe-
MWHyBaaT KOH NOTTUKHYBaH€ 1 NOAAPXKY-
Bak-€ Ha Pa3BOjoT Ha floKanHaTa 3aegHu-
La, Kako Aen o4 HUBHaTa couujanHa yro-
ra Koja npuaoHecyBa 3a 34paB pacT v
pa3Boj Ha fnokanHarta 3aegHuua 1 Ha 6us-
HWC KOMMaHujaTa.

KopropaTuBHOTO y4eCcTBO BO pa3sBo-
jOT Ha 3aegHuUaTa ja HagMuHyBa aedu-
HuuWjaTa Koja BKIy4yBa CaMo: AOHVpaHe
Ha napw, Bpeme, aobpa, ycnyru, nuaep-
CTBO WNW ApYyr1 pecypcu BO 3aedHuuaTa
BO KOja OWM3HMC KOMnNaHwjata paboTw.
OBue pecypcy NprMapHO MM 3afoBory-
BaaT coumjarnHuTe N eKOHOMCKUTE NoTpe-
6u Ha 3aegHuuaTa, a BO UCTO BpeMe, ja

In her book Social work in the lo-
cal community, Donevska (2006) pre-
sents the territorial community - in
which the population is connected
with each other sharing the space in
which it is living and the functional
community - the common interest
that connects people (schools, sports
organizations, religious, economic,
political). Theories of local community
Donevska (2006) grouped into several
groups, according to the elements of
the definition which are given primary
emphasis. According to that, there are
environmental, psychological, socio-
logical, urban-rural, as well as theories
in terms of the theory of action.

There are many examples of busi-
ness companies in the world that are
trying to be “good citizens” through
their direct involvement in the local
community development. These busi-
ness companies overcome traditional
obligations in terms of providing prod-
ucts and services, recognizing and
respecting the standards and expecta-
tions of the local communities and are
moving towards encouraging and sup-
porting the local community develop-
ment as a part of their social role which
contributes to healthy growth and de-
velopment the local community and
the business company.

The corporate participation in
community development exceeds the
definition which includes only donating
money, time, goods, services, leader-
ship and other resources in the com-
munity where the business company
operates. These resources primarily
satisfy social and economic needs of
the community, and simultaneously
are strengthening the link between
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3ajakHyBaaT Bpckata rnomery OusHuc
KOMMNaHUMUTE U XMBOTOT BO floKanHara 3a-
egHuua. Kopucta koja 61M3HMC KOMNaHu-
UTe ja MMaaT of BKIy4yBaH-ETO BO Pa3Bo-
jOT Ha nokanHaTta 3aefHuua e, npeqg ce:
penyTauuja, nogobpeH crtaTyc BO fokan-
HaTa 3aedHMUA U NO3UTUBEH edekT Ha
MoparnoT Ha BpaboteHute. Yecto natuy,
OU3HMC KOMMAHUUTE UHBOMBUPAHETO BO
NOKanHUTe 3aedHuUM 1o rmedaaT Kako
cumbon Ha BpaboTEeHWTE, Ha HUBHUTE
€TUYKM U KOPNOopaTUBHU BPEOHOCTW.

Mepuenuujata 3a kopucta Koja ja
nvaat OM3HUC KOMMNaHWuTE Bapupa BO
OGU3HUC CEeKTOPOT. 3a HEKOM OM3HUC KOM-
NaHWK, BKIy4yBaH-ETO BO Pa3BojoT Ha J10-
KanHaTta 3aegHuua 3Ha4um obesbenyBar-e
Ha [o3BOfa 3a AOMropodHO paboTtemse.
3a nomanute GU3HMUC KOMMNaHUK, BKITyYY-
Bak-E€TO BO 3aegHuuata 3Haun nogobpy-
Bake Ha BoOfMjaTa Ha MOTpOLlyBauuTe u
nogobpyBare Ha Nas3apor.

2.1. Momusu u Ha4uHu 3a
KopriopamueHu couujanHu
UHmMepseHyuu

Pa3bunpareTo Ha HEKOU BU3HUC KOM-
naHWM 3a coumjanHata OAroBOPHOCT €
NOLUMPOKA M T BKIyYyBa O4YeKyBaraTa
Ha cuTe rpynu of HafBOPELLUHOTO M BHa-
TPELIHOTO OKPYXyBake Ha BU3HWUC KOM-
naHujaTa, BKITydyBajku ri: BpaboTeHuTe,
fobaByBaunTe, NOTPOLUyBaYMTE, Kako M
aKTepuTe Ha NnokanHaTa 3aegHuua Kako
HagBsopewHn chaktopun. [pyrn GusHUC
KOMMaHUM oA couujanHo BKIyYyBake
nogpasbupaar camo obe3benyBare Ha
HagBopellHa (oMHaHCKUCKa nogapLuka 3a
Gnarococtojba Ha nokanHata 3aefHvua,
CMOPT, KyNTypa 1 YMETHOCT Unun 3a Coum-
janHo 3arposeHu rpynm kako HespaboTeHn
nnn 6e3gomMHu. KopeHnTe Ha oBMe HOBU

the business companies and the life in
the local community. The benefit that
business companies have from the in-
volvement in the development of the
local community, first of all are as fol-
lows: the reputation, improved status
in the local community and the positive
effect on employees’ morality. Often
business companies involvement in
local communities see as a symbol of
the employees, their ethical and corpo-
rate values.

The perception for the benefits
which business companies have, var-
ies in the business sector. For some
business companies, involvement
in the local community development
means providing a permit for long-term
operation. For small size business
companies, the involvement in the
community means improving the will-
ingness of consumers and improve-
ment of the market.

2.1 Motives and modes of corporate
social interventions

Understanding of some business
companies for social responsibility
is broader and includes the expec-
tations of all groups of external and
internal environment of the compa-
ny’s business, including: employees,
suppliers, customers as well as the
local community actors as external
factors. Other business companies,
under social inclusion solely un-
derstand provision of the external
financial support for the welfare of
the local community, sports, art and
culture or socially disadvantaged
groups such as the unemployed or
the homeless ones. The roots of
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MPUTUCOLIM KOH KOMMNaHUUTE Ce KOMIeK-
cHu. TpaguumoHanHo, BU3HUC KOMMNaHU-
Te ce 3aMHTepecupaHm 3a cBojara peny-
Tauuja Bo 3aegHuULaTa. 3aaaro nocturHar
TOa, BU3HKC KOMMNaHUKUTE Ce CBECHU AeKa
um Tpeba noaaplLuka v gosepba of 3aed-
HULaTa. HaaBopeLwHWOT NPUTUCOK Ha Bu-
3HWUC KOMMaHUUTE Of CTPaHa Ha XuTenuTe
Ha NloKanHaTa saefHu1La 3a NoaoopyBatbe
Ha COLIMO-EKOHOMCKMOT CTaTyC Ha 3aef-
HULaTa nNpeausBMKyBa U KynTypHa npo-
MeHa, koja Tpeba fa Guae nogapikaHa co
COO[BETHa fnerucnartea of cTpaHa Ha
LieHTpanHarTa 1 nokanHara BracrT.

HaunHuTe 3a BKNyyyBahe Ha 61U3HUC
KOMMNaHuMTe BO pas3BoOjOT Ha fokanHarta
3aedHuUa ce pasnuyHM U OBO3MOXyBaaT
NUCKOPUCTYBakE Ha KPEATUBHWU TEXHWKU
npeKy KoM KOMMaHuuTe ro 3roremysaat
YyBCTBOTO Ha ropgoCcT BO JlOKanHuTe
3aegHuumM. BknydyBareTo Moxe aa buge
npeky napTHepCKW nporpaMmu co enyka-
TUBHW W NOKaNHW TPEHWHT opraHu3auuu,
unu usrpagba Ha nokanHu pekpeaTuBHA
KanauuTeTu, akTMBHOCTM of obnacTta Ha
couvjanHarta 3awTtuta Kako MOMOLW Ha
6e300MHMUM U couMjanHO 3arpo3eHwu,
nogapLuka 3a noMoLl Ha CTapu U UsHe-
MOLLTEHM, NOMOLL Ha Miaan HeBpaboTe-
HW. YecTto natn, GM3HUC KOMNaHUMTE
noaapXyBaaT paBOj Ha yMeTHocTa U
CMOPTOT BO 3ae4HWLMTE, KAKO U MOMOLL
3a npoueHyBare Ha noTpebuTe n cucte-
MaTCKu MpucTan 3a pellaBame Ha CoLMo-
€KOHOMCKUTE MNpobnemMn u MHULMpaHe
Ha ogpXnuB coumjaneH passo;.

Mporpamute 3a couujanHKU UHTEp-
BEHLMW BO NoKanHaTta 3aefHvua Ha bums-
HUC KOMMaHUMTe CE MOLUMPOKO ce pac-
npocTpaHyBaaT Bo GU3HMC CBETOT BO Ae-
HELLHO BpemMe, Kako pesynTaT Ha 3rone-

these new pressures on companies
are complex. Traditionally, busi-
ness companies are interested in
their reputation in the community. In
order to achieve this, the business
companies are aware that they need
support and trust from the commu-
nity. The external pressure on the
business companies by residents
of the local community for improv-
ing the socio-economic status of the
community, also causes the cultural
change that needs to be supported
by an appropriate legislation by the
central and local government.

Ways to involve business devel-
opment companies in the local com-
munity are different and allow utiliza-
tion of creative techniques through
which companies increase the sense
of pride in the local communities.
Involvement could be through part-
nership programs with local educa-
tional and training organizations, or
construction of local recreational fa-
cilities, activities in the area of social
protection in order to help the home-
less and socially disadvantaged,
support to help elderly and weak
ones, help to the young unemployed
people. Business companies often
support development of the arts and
sports in the communities, as well as
a help to assess the needs and sys-
tematic approach in solving the so-
cioeconomic problems and initiating
of sustainable social development.

Programs for social interventions
in the local community of the busi-
ness companies are widely spread
in the business world nowadays, due
to an increased awareness of the
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MeHaTa CBECT Ha OM3HUC KoMNaHumTe 3a
coumjanHuTe UMMUKaAUMN Ha HUBHUTE
aktuBHocTu. OBue 3anoxbu ce pednek-
TUpaaT HW3 BOMIOHTEPCKM COUMjanHM aK-
TUBHOCTW, NPEKYy:

e YcBOjyBaHe Ha €TUYKMOT KOAEKC
Ha ogHecyBamse€,

e Pa3Boj Ha nokanHarta 3aegHuua
NpPeKy BONMOHTEPCKM Nporpamm Ha
BpaboTeHunTe,

o TPEHWHT 1 eaykaTUBHM aKTUBHOCTY
Ha nokanHuTe 3aegHuLUM,

o MUVKPOKPEAUTHN NTUHUK,

e OGe3benyBarse Ha onpema u
maTtepujanu 3a fnokanHute
yymnuwTa,

e [lopobpyBarse Ha ycnoeuTe BO
NOKanHuTe couwjanHmn JOMOBM

e JlokanHu n pernoHanHu wemm 3a
OTBOpar-€ Ha paboTHU MecTa.

3oLwT0 BU3HMC KOMNaHUKTE ce oany-
JyyBaaT Aa UMMNeMeHTupaaT couumjanHa
nporpama 3a pa3Boj Ha NoKanHara 3aea-
Huua? [lpBo, 3apagn HaOBOPELUHMOT
NPUTMUCOK Of aKTepUTe BO NOKanHarta 3a-
efHvua, npeq ceé: noTpollyBavute, Me-
ANyMUTE, NOKanHUTE aBTOPUTETU U N-
OEepW, VHBECTUTOPUTE, LUMBWUITHUOT CeK-
Top. CO EKOHOMCKMOT pacT Ha Ou3HuC
KOMMaHuUTe pacTaT u couujanHuTe ove-
KyBakba, LUTO TME MOXaT [a Hanpagar 3a
onwTecTeoTo. Bo ncto Bpeme, GU3HUC
KOMNaHuMTe cakaaTt ga ja 3gobujat go-
Bepbara og nokanHara 3aegHuLa 1 caka-
aT Aa BocrnocTaBaT MOTECHW OOQHOCU Ha
copaboTka CO NoKanHUTe akTepu.

Ycnexot Ha nporpamuTe 3a kopriopa-
TMBHO BKIydyBake BO PasBOjoT Ha Ilo-
kanHaTta 3aeqHuLa 3aBVCK O NoAApPLUKa-

business companies for the social
implications of their activities. These
commitments are reflected through
voluntary social activities through:

e adoption of the ethnic code of
conduct,

e Development of the local com-
munity through voluntary pro-
grams for the employees,

e training and educational activities
in the local communities,

e micro credit lines,

e provision of equipment and ma-
terials for local schools,

e improving social conditions in lo-
cal social homes

e |ocal and regional schemes for
creation of jobs.

Why business companies decide
to implement social development pro-
gram of the local community? First,
because of the external pressure by
actors in the local community, and
first of all: consumers, the media, lo-
cal authorities and leaders, investors,
civil sector. Together with the econom-
ic growth of the business companies,
also grow the social expectations that
they can do for the society. At the same
time, the business companies want to
gain trust from the local community
and wish to establish closer coopera-
tive relations with the local actors.

The success of programs for cor-
porate involvement in the local com-
munities development depends on
the support of business company’s
management and the pressure of the
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Ta Ha MeHaLIMEHTOT Ha BU3HMUC KOMMaHK-
jata n o4 NPUTUCOKOT Ha BpaboTeHuTe.
NcTpaxysarweto Ha AntmaH (2005) no-
KaxkyBa Jeka nogapLukata Ha MeHaLMeH-
TOT 3a ycrex Ha couujanHuTe nporpamu
Ha KOMMaHujaTa e BaXkHa, HO HeJOBOMHa.
3a ycnex e BaxkHa 1 NOCBETEeHOCTa 1 BOM-
jata Ha BpaboTeHuTe da npuaoHecart 3a
pa3BOojoT Ha 3aedHuuara. AnTmaH r ge-
vHMpa BpabOTEHUTE KAKO KPUTUYEH
chakTop 3a BOCMOCTaBYBaH-€ Ha Koprnopa-
TMBHM BPCKWM CO flOKanHaTta 3aegHuua.
AnTmaH Toa ro notepayBa co akToT
Jeka BpaboTeHuTe XuBeaT BO NOKanHuTe
3aeHNLM N Ce HEej3NHWN HajBaXKHM amba-
cagopu. CoBpeMeHUTE KOMMaHWK o npe-
no3HaBaarT W BpefHyBaaT OBOj (pakTop n
v NOAApPXKyBaaT BpaboTeHWTe Aa MHULK-
paaT aKTUBHOCTW 3a fOKaneH pas3Boj.
BpaboTteHuTte T0a ro rnegaar kako BOCMO-
CTaByBah-€ Ha Bpcka nomery npodecmo-
HaInHMOT W NPUBATHMOT >XUBOT; TUE O4Ye-
KyBaaT HMBHaTa KOMMNaHwvja aa rm noaap-
KyBa npallawarta WwTo BpaboTeHuTe
nogapxyeaat BO NMPUBATHUOT XXUBOT.

BaxHocTa Ha HagBopeLUHUTe 1 BHa-
TPewWHnTe (aKTopu BO MOTUBMPAH-ETO
Ha Bu3HMCUTe 3a cnpoBedyBake Ha Co-
upjanHu nporpamu e NoTBpAeHa 1 of, no-
HOBOTO UCTpaxyBare Ha Kpuc MapcaeH
nAHyna MoxaH, o6jaBeHo Bo Egporickuom
Maz2a3uH 3a couyujariHa KopriopamusHa
odezosopHocm. CTtyoujata aHanuaupa
505 couujanHn npoekTn, og 340 eBponcku
KOMMaHuu, YneHosu Ha EBponckara mpe-
Xa 3a coumjanHa koxeauja. Hajronem 6poj
O UCMUTaHWUTE KOMMNaHWM ce usjacHune
Aeka Gune BKIyYeHn BO couujanHn npo-
€KTW, Kako OAroBOp Ha BHATpeLUHWUTE
dhakTopu Ha npuTncok (39%), unu Haaeo-
pewHnTe coumjanHm daktopu (38%), unu
kombuHaumja og asata dpaktopa (23%).
(Eurpoean CSR Magazine, 2007)

employees. The Altman’s research
(2005) shows that the management’s
support for the success of the social
programs of the company is impor-
tant, but it is insufficient. The commit-
ment and willingness of employees
to contribute to community’s devel-
opment is also important for the suc-
cess. Altman defines employees as a
critical factor for establishing corpo-
rate relationships with the local com-
munity. Altman confirmes it by the fact
that employees who live in the local
communities are their most important
ambassadors. Modern companies
recognize and value this factor and
support the employees to initiate local
development activities. Employees
see it as establishing a link between
professional and private lives; they
expect their company to support them
in issues that they support in their pri-
vate life.

The importance of external and
internal factors motivating companies
to implement social programs is also
confirmed by the recent research by
Chris Marsden and Anupa Mohan pub-
lished in the European Magazine for
Corporate Social Responsibility. The
study analyzed 505 social projects
of 340 European companies, mem-
bers of the European Social Cohesion
Network. Most of the surveyed com-
panies declared that they had been in-
volved in social projects as response
to internal factors of pressure (39%)
or external social factors (38%) or a
combination of both factors (23%).
(Eurpoean SWC Magazine, 2007)
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2.2. ®akmopom Ha KOHKYpeHmMHa
npedHocm

HapBopeluHute dhaktopu ce npocrie-
OEHN 1N CO BHATpeLHU dhakTopu Ha npu-
TUCOK KOW Npounanerysaar of co3faBare
Ha KOHKypeHTHaTa nNpegHOCT Ha BGusHUC
KOMMaHunTe, Kako U CTaBoOBUTE U Bpea-
HOCTUTE KoM M MmaaT BpaboTeHuTe W
MeHavlepute Bo H1B. CTaHyBa €BUAEHTHO
[AeKa HoBUTE TpeHJoBM Ha nubepanusa-
UMja Ha nasapute n HoBUTE UHpopmMaTU-
YKWN TEXHOMOMM, FO HamManmja 3Ha4YeHETO
Ha TpaavumoHanHaTta KOHKypeHTHa npea-
HOCT Ha 613HuC komnaHuuTe. ViHdopma-
ummuTe 3a MHOBaLMWTE M NPOM3BOAUTE Ce
nogocTanHu of 6uno kora. Bo TakBa cu-
Tyauuja, 6M3HMC KOMNAHWUMTE Ce BO MO-
CTOjaHa noTpara 3a HOBU U3BOPU Ha KOH-
KypeHTHa npegHOCT Koja Hema da buge
NEecHO Aa ce Konupa 1 pennuumpa, a ke
Ouae 3alWTUTEH 3HaK 1 Aen o UMULIOT Ha
Taa KomnaHuja. CouujanHute nporpamu,
KaKo LUTO ce KoprnopaTtuBHWUTE BKIy4yBa-
Hba BO Pas3BOjoOT Ha NokanHaTa 3aegHvua,
ce efeH o M3BOpWUTE 3a MOCTUrHyBaHe
Ha KOHKypEeHTHa MpegHOCT Ha OusHWC
komnaHuute. (N. Rogovski, 2006)

HaunHOT Ha koj GU3HUC KOMNaHWjaTa
ofroBapa Ha CouUMjanHWOT MPUTUCOK K
Gapa HOBM M3BOPWU HA MOCTUrHYBak-E€ Ha
KOHKYpEeHTHa NpeaHOCT MPeKy BKIyvyBa-
K€ BO COLMjarnH1oT pa3Boj Ha flokanHata
3aegHuua, € cneumndunyeH 3a Cekoj MHan-
BuayaneH 6usnuc. BaxxHo e oa ce oedw-
HMpaaT HeKoW OnLwIT! NpUcTanu Kou Mo-
XaTt fa rm Kopuctat KoMnaHumTe 3a npak-
TUYHO CMpPOBELYBaHE€ HA MHULMjATUBUTE
BO foKanHarta 3aegHuua, og efHa cTpa-
Ha, U naeHTnduKyBare Ha opMK Ha
coumjaneH NpUTUCOK KOW NoKanHuTe 3a-
edHUUM MoXaT da v KopucTart, og, Apyra

2.2 Factor of the competitive advan-
tage

External factors are also accom-
panied by internal factors of pressure
arising out of the creation of competi-
tive advantage of business compa-
nies as well as attitudes and values
that employees and managers have
in them. It is evident that the new
trends of market liberalization and
new information technologies have
reduced the importance of the tradi-
tional competitive advantage of busi-
ness companies. Information about
innovations and products are more
accessible than ever before. In such
a situation, business companies are
in a constant search for new sources
of competitive advantage that shall
not be easily copied and it shall be the
trademark and a part of the image of
that company. The social programs,
such as the corporate involvements in
the development of the local commu-
nity is one of the sources to achieve
a competitive advantage of the busi-
ness companies. (Rogovski.N, 2006).

The way in which the business
company responds to the social pres-
sure and seeks for new sources of
achieving competitive advantage
through involvement in social devel-
opment of the local community is spe-
cific for any individual business. It is
important to define some general ap-
proaches that could be used by the
companies for practical implementa-
tion of initiatives in the local communi-
ty on one hand and identifying forms of
social pressure that could be used by
the local communities. Development
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cTpaHa. porpamute 3a BKMy4yBake BO
pa3BOjOT Ha nokanHata 3aefHvua npet-
CTaByBa CyLUTUHA Ha couujanHaTa cTpa-
Termja Ha MHory ousHucy.

3. KomnoHeHTH Ha
KopnopaTuBHaTa couujanHa
OAroBOPHOCT

Bo nutepatypata ce cpekaBaaTt 4
BMOOBW Ha couujanHn O4roBOPHOCTH KOW
ja codmHyBaart LenocHara KoprnopaTtuBHa
coumjanHa OdroBOPHOCT:  EKOHOMCKA,
npaBHa, €TUYKa U unaHTponcka ogro-
BOpHOCT. OBue 4 KaTeropun, Unn KOMmMo-
HEHTU Ha ogroBopHocT, Kapon Apuu ru
npeTcTaByBa BO BWA Ha nupamuia, Koja
BO nuTepaTtyparta e nosHara kako lNupa-
mugata Ha Kapon. (Archie C. 1991)

Mpwukas 6p. 1:
Mupamngara Ha Kapon

dunaHTponcka
philantropictropic

inclusion Programs of the local com-
munity is the essence of the social
strategy of many businesses.

3. Components of the corporate
social responsibility

In the literature, 4 types of so-
cial responsibilities are found which
create the full corporate social re-
sponsibility: economic, legal, ethical
and philanthropic responsibilities.
These 4 categories or components
of responsibility, Carol Archie has
presented in a pyramid, which in the
literature are known as the Carol’s
Pyramid . (Archie C. 1991)

Chart 1:
Carol’'s pyramid

ETtnyka oaroBopHoCT
Ethical responsibility

[MpaBHa ogroBopHOCT
Legal responsibility

EkoHomcka ogroBopHOCT
Economic responsibility

U3zeop: Archie, C., 1991

erIpaMVID,aTa ' OTCIIMKYyBa YeTnpute
KOMMOHEHTN Ha KopnopaTtuBHata COuUn-

Source: Archie, C., 1991

The pyramid reflects the four
components of corporate social re-
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janHa oAroBOPHOCT, NOYHYBAjKN Of €Ko-
HOMCKaTa O[rOBOPHOCT, Kako OCHOBa 3a
PYHKUMOHMPaHETO Ha BU3HNC KOMMNaHW-
ute. Bo ncto Bpeme, og 61U3HUC KOMMNaHU-
UTe Ce OYeKyBa a ja nouMTyBaar ynorarta
Ha NpaBoTO, buaejkn 3akoHWUTE ce Koau-
dvumpaHn  onwTecTBeHO npudarteHn
nnu HenpudpateHn ogHecyBara. CrnegHa
€ OAroBopHocTa 6M3HUC KOMNaHwjata aa
ce ogHecyBa €TUYKM, 3Haun da paboTu
npasunyHo, cdep M ga ja MUHMMU3UPaA
lwiTeTara LWTO MOXe [a ja Hanpasu KOH
BpaboTeHunTe, NOTpoLLyBaYuTe U 3aedHU-
uata. KoHeuyHo, of 6U3HMC KOMNaHuuTe
ce ovekyBa Aa bugat nobpw koprnopaTue-
Hu rparadun. OBa e ondareHo BO dumnaH-
TpornckaTta 04AroBOPHOCT, Kafe Ce O4YeKyBa
6u3HUC KOMMaHuMTE Aa OoHupaaT u-
HaHCUCKKN, YOBEYKN N TEXHUYKU pecypcu
BO IlOKanHuTe 3aedHuum, co uen nogo-
OpyBatbe Ha KBanmUTETOT Ha XKMUBOTOT.

KoMnoHeHTUTe Ha KopropaTuBHaTa
coumjanHa oAroBOpPHOCT MerycebHo ce
HagoMoMHYBaaT U He Cce WCKIy4vyBaar.
WcTo Taka, BaKBOTO NpUKaxKyBake Ha 0a-
JENHNUTE KOMMOHEHTU MM nomaraaT Ha
Ou3HUC kOMMNaHWMTe aa pas3bepar aeka
pasnuyHMTEe TUMNOBM Ha OArOBOPHOCT Ce
BO KOHCTaHTHa U AnHamunyHa merycebHa
TEeH3MYHOCT. HajuspaseHa TeHsunja e no-
Mely ekoHoMcKaTa - npaBHaTa, eKOHOM-
ckarta - eTMdkata U ekoHomckarta - du-
naHTponckata. OBne TEH3UN ce opraHu-
3aUMOHa peanHocT Ha BU3HUC KOMNaHK-
UTe M LUenTa Ha NPe3eHTUPaETO Ha oa-
rOBOPHOCTUTE BO BMA Ha NUpamuga e tme
Oa ce npuKaxkaT KaKo KOMMOHEHTU Ha
edHa uenvHa. Hue Tpeba ga rv umaat Bo
npeasua OU3HUC KOMMaHUKUTE Kora oHe-
CyBaaT OAMYKM WK npe3emMaar akTMBHO-
CTW Unu Nporpam, co uern aa ce UcnonHar
CMTE KOMIMOHEHTM Ha KoprnopaTvBHaTa
couujanHa ofroBopHocT. BaxHo e ga ce

sponsibility, ranging from economic
responsibility as the basis for the
functioning of business companies.
At the same time, the business com-
panies are expected to respect the
role of law, as laws are codified so-
cially accepted or unaccepted be-
haviors. The next is the responsibility
of the business company to behave
ethically, that means to operate in a
fair way, honestly and to minimize
the damage that could be made to
employees, customers and the com-
munity. Finally, the business compa-
nies are expected to be good corpo-
rate citizens. This is covered by the
philanthropic responsibility, where
the business companies are expect-
ed to contribute financial, human and
technical resources to the local com-
munities to improve the quality of life.

The components of the corporate
social responsibility are complemen-
tary and not exclusive. Such a pre-
sentation of individual components
also helps business companies to
understand that different types of re-
sponsibility are in constant and dy-
namic interpersonal tensions. The
most expressed tension is between
the economic - legal, economic -
ethical and economic - philanthropic.
These tensions are the organiza-
tional reality of business companies
and the purpose of the presentation
of the responsibilities in a form of a
pyramid is that they are presented
as components of a whole. The busi-
ness companies should have them
in mind when make decisions or take
actions or programs designed to
meet all components of corporate so-
cial responsibility. It is important to
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HarnomMeHe adeka OBME OAroBOPHOCTU Mo-
cToene of cekorall Kaj 6M3HMC KoMnaHu-
nTe, HO BO NOCNEeaHUTEe roauHU eTudkaTta
n dumnaHTponckata KOMMOHEHTa 3a3e-
MaaT nocebHO 3Ha4ajHO MeCTO.

3.1. EkoHomcka 0d2080pHOCM

WNcTopucku, GusHnc komnaHuute 6ea
co3aaBaHM Kako €KOHOMCKN MHCTUTYLUK
co uen obesbenyBake Ha NPOU3BOAUN K
ycnyrm 3a onwTectoto. [poduTor e
rMaBeH MOTMB 3a OCHOBaH-€ Ha KOMMNaHW-
ute. MNpen ga Gugat NOWKMPOKO AehrHK-
paHu, BU3HMC KOMNaHUMTe 6ea OCHOBHUTE
€KOHOMCKM eauMHULM BO OMWTECTBOTO.
Kako Takeu, HMBHaA NpumapHa ynora be-
we ga obesdbenysaar gobpa u ycnyru kon
UM ce NoTpebHM Ha NOTpoLlyBaynTe, a BO
TOj Npouec Aa octeapysaat npocut. Co
TEKOT Ha roguHuTe, uaejata 3a ocTeapy-
Bake Ha nNpoguT ce TpaHchopmmpa BO
naeja 3a OCTBapyBake Ha MakcumaneH
nNpocuT, WTO € NpUMapeH OBUXKEYKN MO-
TUB Ha KOMNaHuuTe n aeHec. Cute gpyrm
BMOOBWU Ha OOrOBOPHOCT Ce 3aBWCHMU 0f
€KOHOMCKaTa OfroBOPHOCT Ha ©Ou3HUC
KoMnaHwujarta.

note that these responsibilities were
always present among the business
companies, but in recent years, ethi-
cal and philanthropic components
take a particularly important place.

3.1 Economic Responsibility

Historically, the business compa-
nies were created as economic insti-
tutions in order to provide products
and services to society. The profit
is the main motive for the establish-
ment of companies. Before broadly
defined, the business companies
were the basic economic units in the
society. As such, their primary role
was to provide goods and services
needed by the consumers, and in
that process to realize a profit. Over
the years, the idea for realization of
profit is transformed into an idea to
achieve a maximum profit, which
even today, is the primary driving
motive of companies today. All other
types of liability depend on the eco-
nomic responsibility of the business
company.
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Tabena 6p. 1

EkoHOMCKa 1 npaBHa KOMMOHEHTa Ha
KopnopaTuBHaTa coumjanHa

OoAroBOpHOCT
Egﬁﬁgrgﬁfa lMpaBHa KOMMOHEHTa
(002080pHOCMU) (odz2080pHOCMU)

1. BaxHo e ga ce
paboTu Ha HauWH
KOj € BO COrnacHoCT
CO O4YeKyBaHbaTa

Ha OMLITECTBOTO U

1. BaxHo e ga ce
paboTu Ha Ha4WH Koj
Ke ja Mmakcummsmpa

3apaboTysaykara. NpasoTo.
2. BaxHa e 2. BaxHo e fa ce
noceeTeHocTa MounTyBaaT pasfnyHu

HauMoHalnHn n
NOoKanHu perynatuseu.

na ce buge wTo
€ MOXHO rnoBeke

npocouTabureH. 3. BaxHo 3a ycneliHa

O13HMC KoMNaHuWja e
na buge nedmHmpaHa
Kako KomnaHuja

Koja rv n3spLuyBa
npaBHUTE 0OBPCKMN.

3. BaxxHo e ga ce
oOpXKyBa cunHa
KOHKYPEHTHa
nosuuuja.

4. BaxxHo 3a ycneluHa
613HMC KoMNaHuja

€ cekoraw ga buge
AedrHpaHa Kako
BMCOKO NPOUTHA.

4. BaxHo e ga
obesbenysa
NPOW3BOAN U YCyTU
LUTO I 3ag0BoOMyBaaT
MWHUMYM NpPaBHUTE
Gapatba.

WU3zeop: Archie, C., 1991

3.2. MpasHu odz080pHOCMU

Op 613HUC KOMMaHUUTE ce OYeKkyBa
[a v noyutyBaaT 3aKoHWUTe W MpaBHUTE
perynaTmBu Kako OCHOBHM Npaswmna cro-
pen Kou komnaHunTe pabotart. MpaBHuTE
perynaTveu rnpeTcTtaByBaaT KoavpaHa
eTuka Ha dep oHecyBa-€e, BOCrNoCcTaBe-
Ha, Npen ce, o ApXasaTta M 3aKoHoaaB-
HUTE WHCTUTYUMWU. Toa, BCYLLHOCT, € U
BTOPOTO HMBO BO NMMpamuaara, uako 3a-

Table No. 1
Economic and legal component of the
corporate social repssonisibility

Economic component
(responsibilities)

Legal component
(responsibilities)

1. It is important to
operate in a manner
consistent with the
expectations of the
society and the Law.

1. It is important to
operate in a way that
shall maximize profits.
2. It is important to
respect the different
national and local
regulations.

2. The commitment
to be as profitable as
possible is important.

3. For a successful
business company
it is important to

be defined as a
company that fulfills
the legal obligations.

3. It is important to
maintain a strong
competitive position.

4. For a successful
business company
it is important to be
defined as a highly
profitable.

4. It is important to
provide products and
services that meet
the minimum legal
requirements.

Source: Archie, C., 1991

3.2 Legal responsibilities

The business companies are ex-
pected to obey laws and regulations
as legal ground rules under which the
companies operate. Legal regula-
tions represent the coded ethics of a
fair conduct, primarily established by
the state and the judical institutions.
Actually, it is the second level in the
pyramid, although together with the
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€0HO CO EKOHOMCKaTa OZArOBOPHOCT NpeT-
cTaByBaaT (PyHAAMEHTanHa OCHOBa Ha
CNoBOAHMOT NPETNPUEMAYKUN CUCTEM.

3.3. Emuuku o8z080pHOCMU

Nako ekoHOMCKMTE 1 NpaBHWUTE 0Aro-
BOPHOCTY M1 AecbuHmpaaT eTuukuTe Hop-
MM 3a bep M MpaBMYHO OOHECyBahse,
€TUYKNTE OOroBOPHOCTM MV BKINyYyBaaT v
aKTUBHOCTUTE N NPaKTUKUTE KOW Ce o4ye-
KyBaHW Wnu HenpudateHn og onwTtec-
TBOTO MaKO TUE He Ce perynupaHun co 3a-
KOH. ETn4kuTE 0aroBopHOCTU r npeTcra-
ByBaaT CTaHAapamuTe, HOPMUTE UK Ove-
KyBarbaTa KOW 3aefHuuaTta rm noumtysa
Kako goep, NpaBM4HU U MOpanHn. ETuyku-
Te OArOBOPHOCTU NOHEKOraLl BKIyYyBaaTt
1 HoBONpuaTeHN HOPMUN UK BPEAHOCTYU
KOW ce ofpa3 Ha NPUTUCOKOT 3a MOYUTY-
Bak€ Ha NOBWUCOKM CTaH4apawW, nako Tne
BPEeOHOCTM U HOPMU MOXe Ada He bupat
perynupaHn co 3akoH. Bo nocnegHute
AeCeT roavHn, eTudKUTe OBWXEHa LiBp-
CTO ja MOCTaBWja eTuykata OLrOBOPHOCT
Kako nermTMmHa KOMMOHEHTa Ha Kopmno-
paTuBHaTa couujanHa o4roBopHocT. Mako
BO NUpamuaaTta eTnykata ogroBOpHOCT €
nocTaBeHa BeAHall nocre npasHaTa oa-
FOBOPHOCT, Cenak OBME [BE KOMMOHEHTU
ce BO mefycebHa TecHa kopenauuja. Of
efHa CTpaHa, eTMyKaTa OAroBOPHOCT CO3-
AaBa NpUTUCOK 3a NpoLUNpyBare Ha ne-
ranHata OAroBOPHOCT, @ BO UCTO BpeMme,
rM NogurHyBa OYeKyBakaTa Ha onwTec-
TBOTO Aa paboTat no NOBMCOKN CTaHAapan
04 OHWe perynupaHu co 3akoH. Bo Ta-
Bena 2 ce HaBedeHW KapaKTepUCTUKUTE
Ha eTnyKaTa OAroBOPHOCT.

economic responsibilities they repre-
sent a fundamental basis of the free
entrepreneurial system.

3.3 Ethical responsibilities

Although economic and legal re-
sponsibilities define the ethical stan-
dards for a fair and equitable behav-
ior, the ethical responsibilities include
activities and practices that are ex-
pected or unaccepted by the society
even though they are not regulated
by the Law. Ethical responsibilities
are the standards, norms or expec-
tations that the community respects
as fair, just and moral. The ethical re-
sponsibilities sometimes also include
newly-accepted norms and values
that reflect the pressure to comply
with higher standards, although these
values and norms could not be regu-
lated by the Law. Within the last ten
years, ethical movements firmly set
ethical responsibility as a legitimate
component of the corporate social
responsibility. Although the ethical re-
sponsibility in the pyramid is placed
immediately after the legal responsi-
bility, however, these two components
are in a close correlation. On the one
hand, ethical responsibility makes
pressure in order to expand the legal
responsibility and at the same time
raises the expectations of the society
to set higher standards for operation
than the ones regulated by the Law.
In Table 2 the characteristics of ethi-
cal responsibility are listed.
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Tabena 6p. 2

ETnyka u counaHTponcka KOMNOHeHTa
Ha KoprnopaTuMBHaTa couujanHa

OoAroBOpHOCT
ETnuka koMnoHeHTa GrliEEpenlE
(0odeoe0pHOCMU) KOMMnoHeHTa
(o8z2080pHOCMU)

1. BaxHo e ga ce
paboTn Ha Ha4MH

KOj € KOH3NCTEHTEH
CO OMLUTECTBEHUTE
O4YeKyBara U ETUYKN
HOPMM.

2. BaxHo e pga

ce npenosHaar u
npudarar HoBUTE,
U €BONYTUBHU
E€TUYKM MoparHK
HOPMMU YCBOEHU Of,
OMLITECTBOTO.

3. BaxHo e
O[HECYBaH-ETO HA
OU3HUC KOMMaHUUTE
na buage gedunHUpaHo
KaKo ogHecyBaH-€ koe
€ MOpariHO M ETUYKMN.

4. BaxHo e ga ce
npenosHae geka
KOpPMopaTUBHUOT
MHTErpuTeT

1 €TUYKOTO
ofHecyBahe ce
noBeKe OTKOJIKY
NnoYnTyBaHkE Ha
npaBoTO U NpaBHUTE
perynatmsu.

1. BaxHo e ga ce
paboTn Ha Ha4MH
KOj € KOH3UCTEHTEH
CO OMLUTECTBEHUTE
OUNaHTPONCcKu

N XyMaHUTapHu
O4YeKyBamAa.

2. BaxHo e pa

ce notnomara
coumjanHuoT n
€KOHOMCKMOT pas3Boj
BO 3aefHuLaTa.

3. BaxHo 3a
BpaboTeHuTe

1 MeHalepuTe
BOJIOHTEPKM Aa

Ce aHraxupaar BO
pa3BOjHN aKTUBHOCTU
BO HVBHUTE
3aegHULN.

4. BaxHo e
BOJIOHTEPCKMN

Ja ce nogapxar
TWE MPOEKTU KO
ro nogobpysaar
KBanuMTeToT Ha
)KVMBOTOT BO
3aegHuUaTa.

WU3zeop: Archie, C., 1991

3.4. ®unaHmporicka 002080pHOCM

Table No. 2

Ethical and philanthropic component

of corporate social responsibility

Ethical component
(responsibilities)

1. It is important to
work in a manner

consistent with the
social expectations
and ethical norms.

2. It is important

to recognize and
accept new or
evolutionary ethical
moral norms
adopted by the
society.

3. It is important the
behaviour of the
business companies
to be defined as
moral and ethical
behaviour.

4. It is important to
recognize that the
corporate integrity
and the ethical
behavior is more
than the respect of
the law and the legal
regulations.

Philanthropic
component
(responsibilities)

1. It is important to
work in a manner
consistent with the
social, philanthropic
and humanitarian
expectations.

2. It is important to
support social and
economic development
in the community.

3. Important for
employees and
managers is to
engage volunteers in
development activities
in their communities.

4. It is important
voluntarily to support
those projects that
improve the quality of
life in the community.

Source: Archie, C., 1991

3.4 Philanthropic Responsibility

dunaHTponckata OArOBOPHOCT I
BKIy4yBa OHWE KOPMOPATMBHM aKTUBHO-
CTU KOWU Ce OATOBOP Ha OMLUTECTBEHUTE
ouyeKyBatba, a Toa € BU3HUC KOMMaHUKTE
[la ce ofHecyBaaT kako JoOpu rparaHu.
OBa BKIyyyBa aKTMBHO aHraxuparbe BO
nporpamy Kou npomoBupaat Grnarococ-

The philanthropic responsibility
includes those corporate activities
that respond to expectations of the
society, and it is business companies
to behave in a manner of good citi-
zens. This includes actively engaging
in programs that promote the welfare
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T0j6a Ha nyreTo Bo onwTecTBoTo. [Npume-
pv Ha dounaHTponuja BKNyyvyBaaT GusHUC
AOHaummn BO BUA Ha (PUHAHCUCKU pecypcu
W BOMOHTEPCKO Bpeme of CTpaHa Ha
BpaboTeHnTe, KaKko LUTO Ce NoaAdpLUKa Ha
nporpaMun 3a pa3Boj Ha 06pa3oBaHUETO,
BpaboTyBawe WM  UHPPaACTPYKTYpeH
pa3Boj Ha 3aegHuuaTa.

PasnukaTa nomery dunaHTponckaTa
N eTnykata OAroBOPHOCT € BO Toa LUTO
npBaTa OArOBOPHOCT HE € OYeKyBaHa BO
MoparnHa 1 eTmdka cMmucna. 3aegHuunTe
nocakyeBaaT GU3HMCWUTE Oa M AOoHWpaaT
CBOMTE Napu 1 BPEMETO Ha BpaboTeHUTe
BO JOOPOBOSIHN aKTUBHOCTU, HO 3aedHU-
Luata Hema fa ja oueHu upmarta Kako
HeeTn4yka ako He M UCMOMHWU OuYeKyBa-
warta. OTTyka, cunaHTponckarta ofro-
BOPHOCT € NoBeKe AMCKPeLMoHa nnm Bo-
NOHTEpCKa o4 cTpaHa Ha BusHWUC komna-
HUUTE, MaKo TyKa CeKorall MMa OveKyBa-
K€ 0f CTpaHa Ha 3aegHuuaTta. lNotpebata
3a geduHMpare Ha pasnvkata nomery
dmnaHTponckata M eTnykata oproBop-
HOCT ce HaMeTHyBa of noTpebarta LTo
HeKon OM3HWC KOMNaHWM cmeTaaT aeka
ce coumjarHoO OAroBOPHM CaMo 3aToa
LUTO Ce ofHecyBaaT Kako Aobpwu rparaHu
BO 3aefHuuata. PunaHTponckara oOfro-
BOPHOCT € MHOry MocakyBaHa M BUCOKO
LeHeTa of CTaHa Ha 3aeaHuuaTa, Ho 3a
OU3HMC KOMMNaHMUTE Taa € NoMarsky 3Ha-
YajHa crniopefeHa Co ApYruTe KOMMOHEHTK
Ha kopropaTMBHaTa couujarnHa oarosop-
HOCT.

Kako 3akny4yok, uenocHata kopropa-
TUBHA coumjanHa OAroBOPHOCT 3Ha4M Cu-
MYJITaHO UCMOSHYBaHE Ha: EKOHOMCKHUTE,
npaBHUTE, ETUYKUTE U PUMAHTPONCKUTE
OOrOBOPHOCTM Ha OW3HMC KOMMaHUUTE.
MapadpasmpaHo Ha nonparMaTuyeH Ha-
YMH, coLMjarHO OAroBOpHa KOMMNaHwuja ce

of people in the society. Examples of
philanthropy include business dona-
tions in the form of financial resourc-
es and volunteer time by employees,
such as the support for educational
development programs, employment
and infrastructure development of
the community.

The difference between philanth-
ropic and ethical responsibility is that
the first responsibility is not expect-
ed in the moral and ethical sense.
The communities wish businesses
to donate their money and the em-
ployee’s time in voluntary activities,
but the community shall not evalu-
ate the company as unethical one
if it shall not meet the expectations.
Hence, the philanthropic responsibil-
ity is more discretionary or voluntary
by business companies, although
there is always the expectation by
the community. The need to define
the difference between philanthrop-
ic and ethical responsibility arises
out from the need that some busi-
ness companies deemed socially
responsible because they behave
like good citizens in the community.
Philanthropic responsibility is much
coveted and highly regarded by the
community, but for business com-
panies it is less important compared
with other components of corporate
social responsibility.

In conclusion, the overall corpo-
rate social responsibility means si-
multaneous fulfillment of economic,
legal, ethical and philanthropic re-
sponsibilities of the business com-
panies. Paraphrased in a more prag-
matic way, socially responsible com-
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CTPEMU KOH: OCTBapyBak€ Ha MNpoguT,
NoYNTYyBaH-E€ Ha NPaBOTO, ETUYKO OOHECY-
Bakbe M Aa ce buae pobap kopropaTMeeH
rparaHuH BO 3aedHuLaTa Kkage pabotw.

BakBoTo pasbupare Ha OAroBOpHO-
cTa Ha BM3HMC KOMNaHUMTE MOHEKoraLl €
OCMOPYBaHO 0 KNacU4YHUTE EKOHOMUCTH,
KoM TBpAaT Aeka Len Ha cekoja GusHuc
KOMMaHWja € ga OoCTBapy MakcumaneH
npocuT. EQeH of Hajronemute noaapxy-
Ba4y/ Ha OBa TBpPAEHE € EKOHOMMUCTOT
MunToH ®puamaH Koj cmMeTa geka couu-
janHuTe paboTn He ce obBpcka Ha BU3HUC
KOMMNaHuMTe 1 geka Tme npobnemu Tpebda
[a ce pelLaBaart crioped CUCTEMOT Ha na-
3apHa ekoHomuja. Toj TBpau aeka “obep-
cka Ha MeHalIMEHTOT Ha KoMnaHuute e
a npasu LWTO € MOXHO noseke NpouT n
Aa M no4MTyBa OCHOBHUTE NpaBuria Ha
OMLWITECTBOTO, MPOMULLAHN CO 3aKOH UMK
CcoO etuykute crangapan” (Friedman,
1970). Wako MHory aHanuTuyapm ce 3a-
OpPXXyBaaT Ha npBuoT gen Ha ®puamaHo-
BOTO TBPAEHE, Cenak, Toa rv BKIy4ysa u
ApyruTte [ABe OAroBOPHOCTM Of Mupamu-
nata Ha Kapon, npaBHata M eTudkara.
Ho, n nokpaj Toa, MHOry 61U3HUC KOMNAHWK
cakaaT Ja ce cTaeaT BO yrora Ha gobap
rparaHnH 1 ja npudakaar m yeTBpTaTta
KOMMOHEHTa Ha OArOBOPHOCT.

4. OgHocuTe Mely NoKanHuTe
3aegHMLMN U OU3HUC KOMMAHUUTE

JlokanHuTe 3aegHMLM O COYMHYBaaT
OKPY>KyBaH-ETO Ha OU3HUC KOMMAHMMUTE.
WHTepakumjata Ha OBM3HMC KOMMNaHWWTe
CO NoKanHuTe 3aegHuuUM BO Kou pabotart
€ KPUTUYKIN (DaKTOp 3a YYMHOKOT Ha KOM-
naHu1Te, KaKo M 3a Pa3BojoT Ha floKanHa-
Ta 3aegHuLa. busHuc KomnaHumnTe Kou ro
pa3bupaart Toa NocBeTyBaaT rofemMo BHU-
MaHue Ha npallakbarta of fnokanHarta 3a-

pany strives for realization of profit,
respects the law, ethics and being a
good corporate citizen in the com-
munity where it operates.

Such an understanding of the
responsibility of business compa-
nies is sometimes disputed by clas-
sical economists who argue that the
goal of any business company is to
achieve maximum profit. One of the
biggest supporters of this claim is
the economist Milton Friedman who
believes that social work is not an
obligation of business companies
and that these problems should be
solved according to the system of
the market economy. He argues that
“the obligation of management of the
companies is to make more profits
and to follow the basic rules of so-
ciety, as prescribed by the Law or
ethical standards” (Friedman, 1970).
Although many analysts support the
first part of Fridman’s claim, yet it in-
cludes two other responsibilities of
the Carroll’s pyramid, legal and ethi-
cal. Nevertheless, many business
companies want to be in the role of
a good citizen and they accept the
fourth component of responsability.

4. Relations between local com-
munities and business companies

Local communities create the
environment of the business compa-
nies. What is the interaction of busi-
ness companies with the local com-
munities in which they operate is a
critical factor for the performance of
companies and the development of
the local community. Business com-
panies which understand that, do
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eaHvua. CeeTckmoT GM3HNC COBET 3a Oa-
pxnuve pa3eoj (WBCSD) kopnopatusHuTte
3anarawba 3a pasBoj Ha NokanHaTa 3aeg-
HUUa M gedmrHnpa Kako LWMPOK crekTap
Ha aKTMBHOCTM, BKIy4yBajk1 MM 1 nporpa-
MWTE 32 NOMOLL BO JIOKanHara 3aegHuua,
noaapLluka 3a efykaTMBHWUTE NOTPeOw,
crnogenysane Ha 3aegHu4kaTa Busuja Ha
OGU3HMC CEeKTOpPOT M HeroBaTa yfnora BO
nokanHarta 3aegHuua, NoTTUKHYBake Ha
34paBjeTo U CUrypHOCTa Ha 3aegHuuaTa,
CMOH30pCTBa, OBOMOXYBawe Ha Bpabo-
TEHUTE BOIMOHTEPCKN [a Ce aHraxupaar
BO foKanHarta 3aegHuua, ounaHTponuja.
(Vats, 1999)

OpraHn3aunoHOTO (hYHKLMOHMPaHe
Ha KopnopaT1BHUTE BPCKW BO NoKanHaTa
3aegHMLa ce nogeTanHo AednHUpanHn og,
CTpaHa Ha LleHTapoT 3a koprnopaTuBHM
ogHocwm co 3aegHuuara og boctoH Konely,
Kako cnfiet Ha ogHOCK NoMery KomnaHu-
UTe N 3aefHULMTE (NOKanHW, HaumoHan-
HW, unu rmobanHun), BO KoM Tne ce npu-
CYTHM 1 uMaar enmjaHue (Altman, 1998).
MocebHO M npeTcTaByBa MporpamuTe
KOW ro HarnmacyBaaT UHTEPECOT 1 Ha aBe-
Te CTpaHu, BKMNy4yBajkn AOHaAUMM WK
npuaoHecyBakwa Of pasfnuyeH Bug, BO-
NOHTEPCKN aKTUBHOCTU Ha BpaboTeHuTe,
nporpamm 3acHOBaHM Bp3 NoTpebuTe Ha
nokanHaTta 3aegHuua, Bo copaboTtka co
LUMBUIHUOT, NpoeCnOHaNHNOT U HENpo-
hUTHMOT CEKTOP, KaKo 1 KOPNopaTUBHUTE
rparaHcKu akTUBHOCTW.

30LUTO BU3HUC KOMMaHUUTE 1 nokarn-
HWUTE 3aedHULIM Ce BaXKHN eHW 3a Apyrn?
O6uagnte 3a gobreake Ha OAroBOpU O0-
OueHn oa noBeKe CTyaumn ce CyMMpaHu BO
Tabenarta 3. (Nelson, Gribben, Kanter,
spored Rogovski, 2006)

pay more attention to local communi-
tyi ssues. World Business Council for
Sustainable Development (WBCSD)
defined the corporate efforts for de-
velopment of the local community as
a wide range of activities, including
programs to help local community,
to support the educational needs, to
share the common vision of the busi-
ness sector and its role in the local
community, encouraging health and
safety of the community, sponsor-
ships, to enable employees to en-
gage voluntarily in the local commu-
nity philanthropy. (Watts, 1999)

Organizational functioning of cor-
porate relations in the local commu-
nity is further defined by the Center
for Corporate Community Relations
from Boston College as a mixture
of relationships between companies
and communities (local, national, or
global) in which they are present and
have an impact (Altman, 1998). It
especially presents programs that
emphasize the interest of both par-
ties, including donations or different
kind of contributions by employee’s
volunteer activities, programs based
on needs of the local community in
cooperation with the civil, profes-
sional and non-profit sector, as well
as corporate and civic activities.

Why the business companies
and the local communities are im-
portant to each other? Attempts to
obtain responses obtained from sev-
eral studies are summarized in Table
3. (Nelson, Gribben, Kanter, accord-
ing Rogovski, 2006)
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Tabena 6p. 3

OpHocuTe NnoMery KOMNaHMUTEN
noKanHuTe 3aegHULN

BusHucuTre 3a
3aegHuUaTa

Mopo6pa
penyTauuja u
KoprnopaTtuseH
NMULL.

CouvjanHa gossona
3a pabora.

CnogenyBatbe Ha
NOKarnHoTO 3HaeHe

nTpyn.

Mogo6pa
6e36enHOCT.

Mopo6po couwmo-
€KOHOMCKO
OKpYXyBaH€e 1
WHpacTpyKTypa.

MpuBnekyBare 1
aHraxvpawe Ha
BMCOKOMOTMBUPAHU
1 NOCBETEHM
BpaboTeHu.

lMpuBnekyBamwe
Ha KBanuTeTHa
paboTtHa cuna,
nobasyBayum n
MOTPOLLYBaYu.

Jlabopatopuja 3a
KoprnopaTuBHM
NHOBaLMW.

3aegHuuarta 3a
Ou3HucuTe

e MoxxHOCTM 3a
oTBOpaH€ Ha
HOBM paboTHU
MecTa, nogobpo
MCKYCTBO U
TPEHWHT.

e HamanyBsatbe Ha
cupomMaluTujata.

¢ HBecTnpame
BO pa3BojoT
Ha nokanHarta
3aegHuUa.

e MogobpeHa
nokanHa
MHPACTPyKTypa.

¢ /lckopuctyBare
Ha TEXHUYKUTE
3HaeHa un
BELUTVHM Ha
BpaboTeHuTe
3a pa3Boj Ha
3aegHuuaTa.

e peTcraBHUunTE
Ha Bn3nHucor
Kako nmpomoTepu
Ha nokanHuTe
VHULMjaTMBMW.

e Co3gaBarse
OAPXNNBU
napTHepcTBa co
OpyruTe nokanHu
akTepu 3a
OApPXXNNB NnNokaneH
pasBoj.

Table no. 3:

Relations between companies and
local communities

Businesses for the
Community

o Better reputation
and corporate
image.

e Social work
permit.

e Sharing the local
knowledge and
labor.

o Better security.

e Better
socioeconomic
environment and
infrastructure.

e Attracting and
hiring a highly
motivated and
committed
employees.

e Attracting a
high quality
workforce,
suppliers and
customers.

e Laboratory
for corporate
innovations.

Community for the
businesses

e Opportunities
for creating
new jobs, better
experience and
training.

e Reduction of
poverty.

e Investing in the
development
of the local
community.

e Improved local
infrastructure.

e Using the
technical
knowledge
and skills of
employees
for community
development.

e Representatives
of the business
as promoters of
local initiatives.

e Creation of
sustainable
partnerships
with other
local actors for
sustainable local
development.

Uszeop: Nelson, Gribben,
Kanter, spored Rogovski, 2006

NHTepecHo e aa ce 3abenexu fgeka
BO cTyaujaTta Ha KaHTtep (Rogovski, 2006)
edHa KOpUCT Koja BusHUC KoMmnaHuuTe ja
pobvBaat oA nokanHata 3aegHuua e
MOXHOCTa 3aefHuuuTe da ce kopucrtart
Kako CrnosHajHu nabopartopum 3a Kopno-
paTnBHM MHOBauuu. OBOj npucTan 3Ha-

Sorce: Nelson, Gribben,
Kanter, spored Rogovski, 2006

It is interesting to note that in the
study of Kanter (Rogovski, 2006), a
business benefit that companies re-
ceive from the local community is the
possibility communities to be used
as cognitive laboratories for corpo-
rate innovation. This approach differs
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YajHO ce pasnuKyBa of TPaaAMLNOHANHNOT
npuctan, kage OGUsHUC KOMMNaHWMTE o
chakaaT COLMjanHNOT CEKTOP KaKO CekK-
TOp KOj MPMAOHECYBA 3a 3rofieMyBaHe Ha
npodnToT Ha KOoMnaHujata. KaHTep Ha-
rmacyBa geka ycnexoT BO GU3HMC CBETOT
AeHec 6apa nHoeauuun. Toa e npuymHaTa
LUTO rofieMmTe KOMNaHuM TPOLLAT ronemm
CYMV Ha CpeacTBa 3a UOeHTMMKYBaHe
Ha MOXHOCTM 3a uHoBauun. Bopgeukute
6usHuc komnaHum 6Gapaat MHcnMpauuja
Ha HeTpaguuMOHanHW MecTa, Kako LUTO
ce: yyunuwTta, nporpamu 3a couujanHa
3aWTnTa, Kpeupawe Ha HoBU paboTHU
MecTa, 0 nogobpyBake Ha couujanHo
AenpumMmmpanuTe 3aegHuum. OBue komna-
HWW 3HaaT Jeka couumjanHute npobnemu
ce ekoHoMcku npobnemu. OTTyKa, CBOja-
Ta eHeprvja 1 3Haeke M Haco4yBaaT KOH
pellaBake Ha XPOHUYHWUTE Npobnemu Bo
COUMjarnHNOT CEKTop, 3Haejkn geka co
TOa ro CTUMynupaaT COMCTBEHWUOT eKo-
HOMCKM pa3Boj. Mogobpo edyumpaHuTe
Jela BO yuunuiwiTata, AeHec 3Hadat no-
000po noaroteeHn paboTHUUM BO MOHW-
Ha. H1MCKkoTo HMBO Ha HeBpPabOTEHOCT BO
3aegHuUaTa 3HadM norofieMa MOXHOCT
3a KOH3ymauwja Ha Npov3BOaN 1 yCryru.
Co T0a ce BOCnocTaByBa HOBa napagurma
Ha WHOBaUuWTE: napTHepCTBa nomery
NPMBATHMOT WU jaBHWOT CEKTOP, LUTO Ke
npuaoHece 3a OOPXNMBKU Pa3BOjHU MPO-
MEHW 1 3a ABETE CTPaHMU.

MonobpoTo pasdupatrse Ha BaXXHOCTa
Ha 3aegHuuaTa 3a OM3HMC KOMMaHuuTE
npyaoHecyBa TUe Ja ja rmejaar MOXHO-
CTa 3a BKy4yBak-€ BO pa3BojoT Ha 3aeq-
HMUAaTa Kako HMBHA Kiy4yHa aKTUBHOCT.
WNcTpaxyBareTo Ha AntmaH og 1998 ro-
ANHA, EMMUPUCKN NOTBPAYBA € 3rofeMeH
6pojoT Ha BU3HNC KOMMAHUMTE KOW BEPY-
Baar Jeka:

from the traditional approach where
bussines companies understand the
social sector as a sector which con-
tributes to increase company’s prof-
its. Kanter points out that: Winning
in the business world today requires
innovation. That is the reason why
big companies spend large amounts
of funds to identify opportunities for
innovation. Leading business com-
panies seek inspiration in non-tradi-
tional places such as schools, wel-
fare programs, creating new jobs, as
far as improvement of social down-
cast communities. These companies
know that social problems are eco-
nomic problems. Hence, they direct
their power and knowledge to solve
chronic problems in the social sec-
tor, knowing that shall stimulate their
own economic development. The
better educated children at schools
today means the better prepared
workers in the future. The low level
of unemployment in the community
means greater opportunity for con-
sumption of products and services.
This establishes a new paradigm of
innovation: partnerships between
the private and public sector shall
contribute to sustainable develop-
ment and change for both parties.

Better understanding of the im-
portance of community contributes
the business companies to see their
opportunity for involvement in the
community development as their key
activity. Altman’s survey in 1998 em-
pirically confirms the increased num-
ber of business firms which believe
that:
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¢ /HBONBMpaHOCTa BO pa3BojoT Ha No-
KanHuTe 3aedHuumM noBeke He e anc-
KPELMOHO MpaBo, TYKYy HEOMXOLHOCT
BO paboTaTa Ha GusHucuTe.

e ExkoHomckuTe Uenu moxart, u Tpeba
Aa buaat ycornaceHu co uenute, no-
Tpebute M OOroBOPHOCTUTE Ha no-
KanHaTa 3aegHuua.

e OpHocUTe cO rokanHarta 3aegHuua
Ce BO PaMKUTE Ha MeHallepCKuTe aK-
TUBHOCTW, Npeq C& Kako MOXHOCT 3a
0OHOCH CO jaBHOCTA.

5. HaunMHM Ha kopnopaTuBHO
BKJTyYyBak-€ BO pa3BoOjoT Ha
rokanHara 3aegHuua

Bo akagemckata nutepatypa Hajue-
CTO Ce cpekaBaaT CnegHuTe HauyvMHU Kou
BU3HMC KOMNaHWUUTe ' KopucTaT 3a Aa ce
BKITy4aT BO pa3BojoT Ha fokanHara 3aeg-
HUua:

1. [pomouuja Ha noceemeHocma
3a pewasare Ha couyujaneH rpobnem.
BusHuc koMnaHunTe JOHMpaaT cpeacTea,
WU gpyr TMN Ha NpUaoHecH, 3a fa ce
3rofieMmn CBeCTa W rpwxkarta 3a ogpeneH
couujaneH npobnem u noaapLuka Ha co-
Ovpate Ha cpeacTBa, napTuumnauwmja
NN BONMOHTEPCKO aHraxvpare 3a akTuB-
HO peLlaBa€e Ha Npobremor.

2. MapkemuHe noceemeH Ha pewa-
ear-e Ha coyujanHuom rpobsem. busHuc
KoMnaHuiTe ce obBpayBaar cebecu ga
AOHMpaaT NpPOoUEeHT o4 NpuxogoT Ha oa-
pefeH Npou3Bof 3a peluaBare Ha Couu-
janeH npobnem. Yecto, BakBaTa NoHy4a
e 3a ofpeaeH BpeMeHCKN nepuog, ogpe-
AeH npov3Bo4 W ogpedeH couujaned
npobriem. Ha npumep, BO 0OBOj MOMEHT,
cBeTckMoT 6peHa lMamnepc npomosupa

¢ |nvolvement in the development
of the local communities is not
discretion any more, but it is
a necessity in the operation of
businesses.

e The economic goals can and
should be aligned with the goals,
needs and responsibilities of the
local community.

e Relations with the local com-
munity are in the frames of the
management activities primarily
as an opportunity for public rela-
tions.

5. Modes of corporate
involvement in local community
development

In the academic literature often
are met the following ways which the
business companies use to be inclu-
ded in the development of the local
community:

1. Promotion of the commitment
in solving a social problem. Business
companies donate funds or other
types of contributions to increase
awareness and concern for a cer-
tain social problem and support fun-
draising, participation or voluntary
engagement to solve the problem
actively.

2. Marketing dedicated to solv-
ing the social problem. Business
companies commit themselves to
donate a percentage of the income
of a particular product to solve the
social problem. Such offer often is
for a certain period of time, a certain
product and a certain social problem.
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[leKka CO CEKoe KynyBae Ha HUBHU OeT-
CKM MeneHu ce JoHMpaaT napuv 3a efHa
JeTcKa BakumHa.

3. KopriopamueeH couujaneH map-
KemuHe. Bu3Hnuc komnaHuMTe NOTTUKHY-
BaaT Wnu NogapxyBaaT NpoMeHa Ha of-
pefeHoO YOBEYKO OJHECYBaH€, CO Lien aa
ce nogobpu jaBHOTO 34PaBCTBO, CUTYPHO-
CTa, YoBekoBaTa OKonunHa unmn gobpococ-
Toj6aTta Ha 3aegHuuarta. MNpumep: kamna-
HaTa Ha KomnaHwujaTta 3a uurapu, dunun
Mopuc, 3a NOTTUKHYBaHE Ha poguTenuTe
[a pasroBapaar Co cBouTe dela 3a yno-
TpebaTta Ha TyTYHOT. Bu3HUC KoMnaHuuTe
MOXaT [da crnpoBedyBaaT Kamnawa 3a
NPOMEHa Ha OHECYBaHETO Camu 1N BO
copaboTka CO LMBWUITHUOT CEKTOP.

4. KopriopamueHa cbunaHmporiuja.
BusHuc komnanunTe AoHupaat aobpo-
BOMHO 3a OMPEKTHO peluaBake Ha Mnpo-
GnemuTe Npeky Kew AOHAUMW UK rpaH-
ToBn. OBa e egeH of HajTpaguumoHan-
HWUTE HaYMHW Ha CouMjanHn MHTEPBEHLUN
BO 3aefHuLaTta 1 YecTo naTtu e NPaKTUKy-
BaH af xok. Kako wro e objacHaTo norope
BO TPyAoT, OM3HMC KOMNaHUNTE CE NoBeke
ro HanywTaaT OBOj MPUCTan u ce opueH-
TUpaaT KOH cTpaTewka dunaHTponuja,
OAHOCHO 136Mparse Ha OOKYC 1 HAMEHCKM
pmMNaHTPONCKN aKTUBHOCTW KOU CEe BKMNO-
nyBaart BO LenuTe 1 cTpaternjata Ha Kom-
naHujara.

5. BonoHmupare 80 soKkanHama
3aedHuua. busHuc komnaHuwjata M nog-
APXKyBa 1 MOTTUKHYBa CBOUTE BpaboTeHm
[a ro BOMOHTUpaaT CBOETO BpPEMe Kako
noaapLUKa Ha aKTMBHOCTM Of rokanHa
opraHu3aumja, unm KoH OUPEKTHO peLla-
Bake Ha oapeneH couujaneH npobnem.
BonoHTepcknte akTMBHOCTM MoXaT [Aa
6uaaT nHamBmayanHu unm Bo copaboTtka
CO NOKamnHWTe WHCTUTYLUUW, UK HEBNa-

For example, at this moment, the
worldwide famous brand Pampers
promotes that by every purchasing
of the children’s diapers money are
donated for one children’s vaccine.

3. Corporate social marketing.
Business companies encourage or
support a change in a certain human
behavior in order to improve public
health, safety, environment and wel-
fare of the community. Example: The
campaign of the tobacco company,
Philip Morris, in order to encourage
parents to talk to their children about
the use of the tobacco. Bussines
companies can implement a cam-
paign in order to change the behav-
ior alone or in cooperation with the
civil sector.

4. Corporate Philanthropy. Bu-
siness companies voluntarily donate
to solve problems directly through
cash donations or grants. This is one
of the most traditional ways of social
interventions in the community and is
often practiced ad hoc. As explained
above in this paper, business com-
panies increasingly abandon this
approach and are oriented towards
strategic philanthropy, or selecting
the focus and dedicated philanthrop-
ic activities which fit into the objec-
tives and strategy of the company.

5. Volunteering in the local com-
munity. The business company sup-
ports and encourages its employees
to volunteer their time to support the
activities of the local organization
or directly to solve the social prob-
lem. Volunteer activities can be indi-
vidual or in collaboration with local
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AVHW opraHusauun. Ha npumep: Bpabo-
TeHuTe Bo Mikrosoft BoroHTepcku rv noa-
ydyBaaT MnaguTte BO CpeaHuTe yumnuwta
Ha HanpegHW KOMMjyTEPCKN BELUTUHW.
KomnaHuute mm OossonyBaaT nnateHo
OTCyCcTBO of pabota Ha BpaboTeHuTe 3a
crpoBedyBake Ha BOMOHTEPCKUTE akK-
TUBHOCTMW.

6. CouujanHo-002080pHU fpakmu-
KU Ha busHuc KkomrnaHuume. BUsH1c kom-
naHWUTe YCBOjyBaaT M chnpoBedyBaat
OGU3HUC NPaKTMKM KoM ro Momaraar pelua-
BaH-ETO HAa OAPEAEH coumjaneH npobnem,
CO Lien Aa ce noTTukHe gobpococTojba BO
nokanHata 3aegHuua. Hajgobap npumep
3a Toa e npakTukata Ha MakegoHckaTa
koMnaHuja TuHekc, Koja BpaboTyBa LUTW-
TeHmum og [lomoT 3a geua 6e3 pogutenu
“11 OktomBpwu” Bo Ckonje.

6. UHTepakumja nomery
KoprnopaTuBHaTta couujanHa
OAroBOPHOCT U NoKanHarta
HeBpaboeHoCT

... Bo EBpona

EBponckata komucuja Bo 2011 rogu-
Ha ja peBuaupalle ceojata cTpaTerunja 3a
KopnopaTueHa couujanHa oaroBopHOCT U
HanpaBu MpoLeHKa Ha MOCTUrHyBakaTa
BO usMuHatuTe 4 roguHn. Bo HoBata
cTpateruja, EBponckara komucuja ja pe-
BMAMpaLle u gedmHuupmjata 3a kopnopa-
TMBHA coumjanHa oaroBopHoCT. [NpBuyHa-
Ta geduHuuMja KopropaTuBHaTa Coum-
janHa oroBOpHOCT ja AemHMpaLLle Kako
KOHLENT Kage KOMNaHunTe rm uHTerpupa-
aT coumjanHnTe U eKonoLKuTe 3anoxomn
BO HUBHWUTE GMU3HMC onepauuu, Bp3 BO-
fIoHTepcka ocHoBa. Hoeata gedunHuumja,
aKUEHTOT NoBeKe ro cTaBa Bp3 OQroBop-
HOCTa 1 KopnopaTuBHaTa couujanHa oa-
FOBOPHOCT ja AedmHUpa Kako OOIMKHOCT

institutions or NGOs. For example:
Microsoft employees volunteer in
giving lectures to youth in secondary
schools in advanced computer skills.
The companies allow paid leave from
work to employees for implementa-
tion of such voluntary activities.

6. Socially responsible business
practices of companies. Business
companies adopt and implement
business practices that help in solv-
ing a social problem in order to en-
courage welfare in the local commu-
nity. The best example is the practice
of Macedonian company “Tinex” that
employs residents of the home for
parentless children 11 Oktomuvri in
Skopje.

6. Interaction between the
corporate social responsibility
and local unemployment

...in Europe ...

European Commission in 2011
reviewed its strategy for corporate
social responsibility, and made an
assessment of the achievements in
the past 4 years. In the new strat-
egy, the European Commission
has revised the definition of corpo-
rate social responsibility. The origi-
nal definition of Corporate Social
Responsibility is defined as a con-
cept where companies integrate so-
cial and environmental efforts in their
business operations on a voluntary
basis. The new definition puts more
emphasis on accountability and de-
fines corporate social responsibility
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Ha KOMMaHuUTe f4a npe3emaaTt aKTUBHO-
CTW 3a nopobpyBake Ha OMLITECTBOTO.
(The renew EU Strategy for CSR 2011-
2014).

Bo oueHkaTta Ha pesyntatute of
KoprnopaTuBHaTa couujanHa oaAroBOPHOCT
Bo EBponckaTta yHuja, Komucujata npo-
LieHyBa eKa Cce HanpaBeHWU NMOHEPCKUTE
4yeKkopu M e NOCTUrHaT roneMm Hanpegok
on 2001 roguHa, kora co 3eneHarta KHura
€ 3anovHaTo CUCTEMAaTCKO crnefere Ha
coumjanHarta ogroBopHocT. Nokpaj noro-
nemuTe pesyntat Kou ce MocTUrHatu,
Kako cpopmupare Ha popymun 1 3aen-
HUYKN aKTUBHOCTWU, cenak, COOMYyBaHETO
CO rornemuTe Npeau3Buum cé yliTe npeT-
cton. MimeHo, mMHory komnaHuu of EB.-
porickaTta yHuja cé ywiTe He M uMmaar UH-
TErpMpaHo coumjariHUTE U EKOrOLUKUTE
3anox6u BO CBOWUTE OMnepauum u cTpare-
rum. OueHka e aeka camo 15 og 27 semju
-4fIeHKM Ha YHujaTa MMaaT YCBOEHO Ha-
UMoHanHa nonuThka 3a NPOMOBUPaHE
Ha KoprnopaTuBHaTa couujanHa oaroBop-
HOCT.

Bo 2009 rognHa, ABCTPUCKUOT MHC-
TUTYT 3a UCTPaXXyBak-€ Ha Manu n cpeaHn
npetnpujatuja cnpoBefe UCTpaxyBare
nomery semjute-uneHkn Ha EBponckata
YHWja, CO Luen Aa unycrTpupa Kako npakTu-
KuTe of KoprnopaTvBHaTa couujanHa og-
rOBOPHOCT MOXaT Aa NpuaoHecar 3a pas-
BOjHW WHULUMjATUBKM 3a 3ronemyBare Ha
nokanHata BpaboteHoct (Mandl I, 2009).
WcTpaxyBareTo e cnpoBefeHo BO NPeT-
npujatuja Bo 27 3eMju, BKIydyBajkv r u:
nokanHuTe aBTopuUTETH, BU3HUCUTE, rpa-
FAHCKOTO OMLITECTBO W WHTEpakumjaTa
mery HuB. Bo cTyaujata, pa3BojoT Ha no-
kanHute BpaboTyBawa ce pasrneqysa
MOLUMPOKO, KaKo 36Mp Ha akTUBHOCTU Ha-
COYeHU KOH nogobpyBane Ha nokanHaTta

as a duty of companies to take ac-
tions in order to improve the society.
(The EU renewed Strategy For SWC
2011-2014).

Inthe assessment of the results of
the corporate social responsibility in
the European Union, the Commission
estimates that were made pioneer-
ing steps and achieved a great prog-
ress in 2001 when systematic moni-
toring of social responsibility by the
Green Paper has started . Besides
the major results achieved, as the
establishment of forums and joint ac-
tivities, however, facing with the ma-
jor challenges is still ahead. In fact,
many companies from the European
Union have not integrated yet the so-
cial and environmental commitments
in their operations and strategies. It
is assessed that only 15 out of the
27 member states have adopted na-
tional promotion policy on corporate
social responsibility.

In 2009, the Austrian Institute
for Research on SMEs conducted a
survey among the member countries
of the European Union in order to il-
lustrate in what way the practices of
corporate social responsibility can
contribute to development initiatives
in order to increase the local employ-
ment (Mandl,l. 2009). The survey
was conducted in enterprises in 27
countries, including local authorities,
businesses, civil society and the in-
teraction among them. In the study,
development of local employment
is widely considered as a set of ac-
tivities aimed at improving the local
economy and local labor market. The
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€KOHOMMja 1 NOKaNHWMOT nasap Ha TpyaoT.
OndateHnTe aKTMBHOCTWU BKIy4vyBaarT:
HamanyBate Ha HeBpaboTeHoCTa, CO
TOa LWTO Ke ce mpuenedvar noronem 6poj
Ha Bu3HMCK Ha oadpedeHa nokauwja; no-
[obpyBare Ha KBanUTeTOT Ha paboTHUTe
MecCTa 1 YCnoBu; HamaryBake Ha Heea-
HaKBOCTa M AMCKpUMMHauUuMjaTa npu Bpa-
0OTyBaHETO M MHTErPMpaH nasap Ha Tpy-
pot. CTyamjata 3aknyyyBa geka npaktu-
KUTe Ha KoprnopaTvMBHaTa couujanHa og-
FOBOPHOCT, KakO MHCTPYMEHT BO CrpaBy-
BaH-ETO CO HeBpaboTeHOCTa, € Nnpeno3HaT
o[ CcTpaHa Ha EBponckarta yHuja ywiTe of,
1980 rogmHa u, oTTOraLl, Hej3MHOTO 3Ha-
Yyeh-e CE NnoBeke ce 3rofieMyBa, HaorajKku
MECTO BO Pa3fnnyHy eBPOMCKM Nporpamu
n cTpaternn. AHanusmpajku rm MoTueuTe
3a BaKBMOT MNpuUcTan, akLeHT ce cTaBa Ha
NOKanH1Te akTepy U HUBHWUTE aKTUBHOCTM.
Cryavjata nocodyBa deka MOCTOM TeH-
AeHumnja ga ce MpoMeHu JocerawlHuoT
npuctan og T.H. top-down, kage cTparte-
rMuTe ce NOAroTByBaar Ha LEHTParHO HU-
BO BO BNaguHUTE UHCTUTYLMK, U CE NPO-
MOBMpaaT npeky opManHn HaumHw,
npeky areHumute 3a BpaboTyBake, BO
bottom-up npuctan, kage akTMBHOCTUTE
3a BpaboTyBake Ce MHNLMpaHu of cTpa-
Ha Ha NnokanHuTe HEBMagWMHW OpraHu3a-
LMK, NPeKy HUBEH AUPEKTEH npuctan ao
noKanHuTe aBTopuUTETU UM BU3HUCK, COo
Lien n3Haorawe Ha prHaHCcuK, nogapLuka
WM NapTHEPCTBO 3a JlIoKaneH eKOHOMCKM
pa3Boj. Mcto Taka, ce nocoyysa 3Hauu-
TenHa NpoMeHa BO LEHTPUTE Ha MOK BO
OOHeCyBaH-€TO Ha ognykuTe. JlokanHuTe
BNacTu, rparaHCKOTO OMLUTECTBO U CaMu-
Te rparaHu ctaHyBaar 3Ha4eH (pakTop BO
Kpeumpawe Ha JOKaNHUOT EKOHOMCKM
pasBo;.

EBponckata choHaauuja 3a nogoopy-
Bah-€ Ha pabOTHNUTE YCIOBU M XKMBEEHETO,

covered activities include: reduction
of unemployment, so it would attract
a greater number of businesses in
a specific location; improving the
quality of jobs and conditions, re-
ducing inequality and discrimination
at employment and integrated labor
market. The study concludes that
the practices of corporate social re-
sponsibility as a tool in dealing with
unemployment is recognized by the
European Union since 1980 and
since then its importance is growing,
finding a place in various European
programs and strategies. Analyzing
the reasons for such an approach, it
emphasizes the local actors and their
activities. The study indicates that
there is a tendency to change the cur-
rent approach of so-called top-down,
where strategies are set central level
of the government institutions, and
are promoted through formal ways,
through employment agencies in the
bottom - up approach, where em-
ployment activities are initiated by
the Local NGOs, through their direct
access to local authorities or busi-
nesses in order to find funding, sup-
port and partnerships for local eco-
nomic development. It also indicates
a significant change in the centers
of power in decision making. Local
authorities, civil society and citizens
become a significant factor in creat-
ing local economic development.

The European Foundation for the
Improvement of Living and Working
Conditions initiate a comparative re-
search on corporate social responsi-
bility in France, Germany, Hungary
and England. (Segal, J.-P.; Sobczak,
A.; Triomphe, C-E, 2010). 12 case

156



CnaraHa CpbuHocka

Sladjana Srbinoska

MHULMPA KOMMapaTMBHO WCTpaxyBake
3a KopropaTuBHaTa couujanHa ofrosop-
HocT Bo: ®paHuuja, Mepmanuja, YHrapuja
n Adrnuja. (Segal, J-P.; Sobczak, A,
Triomphe, C-E, 2010). PasrnenyeaHnu ce
12 cTygum Ha cnyyaj BO pa3nuyHu obna-
CTV Ha [Jenysarbe, CO Uen Ja ce ysuau
KakBM MpaKTUKX pasBuBaaT KOMMaHUWTE
BO AenoT Ha paboTHUTE YCroBW, U HUBHA-
Ta coumjanHa u eTuyka ynora BO fokar-
HWTe 3aegHuumn. CTyauvjata ja padrvpa
®paHumWja Kako 3eMja CO CpeHO pa3Bu-
eHa KopriopaTuBHa O[iroBOPHOCT, Npef, cé,
3apagy CUCTEMOT Ha perynaTtueu, 3aKOHU
1 JOrOBOPU CO KOW Ce perynupaat OgHo-
CuTe Ha nasapoT Ha TpyaoT. [epmaHuja e
3eMja Kage noctojaT Aobpu NpakTUKM Ha
KoprnopaTuBHa couujanHa oJroBOpHOCT
BO KOMaHuuTe Kou ce pasrnegysaHu. Co-
umjanHaTa ofAroBOPHOCT U BMOXYBaH-ETO
Ha3aj BO 3aegHuUMTE BO Kou paboTar, ce
hyHaameHTaneH Aen o4 HUBHUTE cTpaTe-
TN 1 HA4YWH Ha paboTerse. YHrapuja e ge-
hmHMpaHa Kako 3emja Kafe koprnopaTus-
HaTa coumjanHa OgroBOPHOCT He e pas-
BMEHa Ha BMCOKO HMBO, HO NMOCTOMU CBEC-
HocT, nobpa Bonja 1 pasduparse 3a couy-
janHata ogroBOPHOCT Ha KOMMaHWUTE.
AHrnnja e nocoyeHa Kako 3emja kage no-
cTojat 4O6PU NPaKTUKN Ha couwmjanHa oa-
roBopHocT. Ha npumep, Tecko - Hajrone-
MWOT @HIIIUCKN CUHLIMP Ha NPOAAaBHMULM 3a
XpaHa, co noseke og 900 npogaBHULM
HM3 cBeTOT, 1 co Haa 240.000 BpaboTteHu.
MNpumepoT 3a KopropaTtvBHa couujanHa
OAroBOPHOCT Ha TecKo e MHTepeceH 3aTtoa
LUTO BKMy4YyBa roniem 6poj Ha akTUBHOCTYU
Haco4eHW KOH 3aefHuuaTa, HO U KOH Mo-
nob6pyBare Ha paboTHaTa atmocdepa Bo
camaTta KomnaHuja. AKTMBHOCTMUTE Haco-
YeHU KOH 3aeHuuaTa BKIyyyBaaT: Bpa-
boTyBare Ha nuua of camarta nokanHa
3aeHuUa Kage e noumpaH MapkeToT (BO

studies were considered in differ-
ent areas of activity in order to see
what companies develop practices
regarding working conditions and
their social and ethical role in the
local communities. The study ranks
France as a country with middle-lev-
el corporate responsibility, primarily
because the system of regulations,
laws and treaties governing rela-
tions in the labor market. Germany
is a country in which there are good
practices of corporate social respon-
sibility of the companies is consid-
ered. Social responsibility and in-
vestment back into the communities
in which they work is a fundamental
part of their strategies and activi-
ties. Hungary is defined as a country
where corporate social responsibility
is not developed at a high level, but
there is awareness, goodwill and un-
derstanding for the social responsi-
bility of companies. England is men-
tioned as a country where there are
good practices of social responsibil-
ity. For example, Tesco - the larg-
est English chain of food stores with
more than 900 stores worldwide,
with over 240,000 employees. The
example of the Tesco’s Corporate
Social Responsibility is interesting
because it includes a number of ac-
tivities aimed at community and to
improve the working atmosphere
within the company. Activities aimed
at the community include: recruit-
ment of people from the local com-
munity where the Market is located
(in 2010/11, 21.000 new jobs were
created in Tesco Group worldwide;
667 new people were recruited from
the local community which were reg-
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2010/11 roamHa, 21.000 HoBM pabOTHM
MecTa OTBOPEHW BO rpynauumjata Tecko
HM3 CBETOT; 667 HOBOBPAbOTEHM LA 0f
camara fokasiHa 3aefHvua Kow Jonru ro-
OVHM Bune perncTpupany kako Heepabo-
TeHn). Bo ogHoc Ha BpaboteHute, Tecko
BIIOXXyBa rofieMu1 Harnopw 3a OBO3MOXYBa-
He Ha Kapuepa npeky goobpasoBaHue u
npodecuoHanHu obykun. Bo 2011 rogmHa,
2000 BpaboteHu ja nocetune 18-meceu-
HaTa cneuuwjanuanpaHa obyka, a Ha 56
BPabOTEHM MM € MnaTeHo LUKOMYBatEeTO
3a pobuBarbe Ha cooaBeTeH CTeneH Ha
obpasoBaHue. Bo nokanHute 3aegHuum
ce UHBeCTUpaHu 64,3 MUIMOHN OYHTH, BO
BMA Ha AoHaumn, obpa3oBHM nporpamu u
Kamnamwu. MiHTepecHa e nporpamara Ha
Tecko 3a nogobpyBare Ha CBOjOT MMM
nocre KpuTMKaTa aeka oTkynysaat edpTu-
HM NPOM3BOAM O 3emjogenuuTe, a notoa
M npogasaart Mo MHOry nockanu LeHn BO
csonTe mapket. CoumjanHo OArOBOPHM-
Te NPaKTUKW Ce MHTEH3MBMPAAT Npeky Ao-
Hupawe Ha Komnjytepu Bo 41.000 yum-
mwTa (9,3 MunoHn yHTH), 0bykmn 3a nu-
Larta Ko ce [ONropoyHO HeBpaboTeHu -
kKako ga Gapaat paboTa, opraHusupare
Ha caemu 1 opymMn BO 3aegHuUmMTe, 3ro-
nemyBak€e Ha CTUNeHAuWTE 3a LUKOnyBa-
Ho€ BO NOKANHUTE 3ae4HNLMN, UTH.

Ha WHOekcoT Ha TpaHCnapeHTHOCT,
[aHcka e npBopaHrupaHa 3emja Bo EBpo-
na, kage KopropaTuBHaTa couujanHa og-
rOBOPHOCT € MpaKkTUKyBaHa Kako of npu-
BaTHUTE, Taka W Of jaBHWUTE NpeTnpujaTuja
(Global Tranparency Index, 2012). [Oan-
cKata Brnaga MMa akTMBeH AKUMOHEH
MnaH 3a coumjanHa oaroBOPHOCT, criopes
KOj, Cekoja koMmnaHuja mopa efHall ro-
OVWHO Ja objaBu M3BewTaj 3a nocroe-
HETO, UMW HEMOCTOEHETO Ha coumjanHa
OAroBOPHOCT BO cBojaTa paborta. Cnopen
paHrMpaHuTe komnanun, Hoso Hopawck,

istered as unemployed for years).
In regard to the employees, Tesco
makes great efforts to provide career
through additional education and
professional training. In 2011, 2,000
employees attended 18 month spe-
cialized training, and 56 employees
have been paid tuition for the appro-
priate level of education. 64.3 million
pounds were invested in local com-
munities in the form of donations, ed-
ucational programs and campaigns.
Tesco’s program to improve its im-
age after critics that they buy cheap
products from farmers and then sell
the same at very expensive prices in
their markets is very interesting one.
Socially responsible practices are
intensified through donating com-
puters to 41.000 schools (9.3 mil-
lion pounds), training for people who
are long-term unemployed - how to
look for job, organization of fairs and
forums in communities, increasing
scholarships for education in local
communities etc...

The index on transparency of
first first-ranked country in Europe
belongs to Denmark where corpo-
rate social responsibility is practiced
by both private and public compa-
nies (Global Transparency Index,
2012). Danish government has an
active action plan for social respon-
sibility, under which each company
must annually publish a report on the
existence or lack of social respon-
sibility in their work. According to
ranked companies, Novo Nordisk, a

158



CnaraHa CpbuHocka

Sladjana Srbinoska

thapmaLieBcKa KoMnaHuja 3a Npon3BOACT-
BO Ha MHCYNWH, UMa HajpasBMeHn couu-
janHo OAroBOPHM NPAKTUKM HACOYEHW KOH
cBOWTE BPabOTEHM, HO M KOH Pa3BojoT Ha
3aegHuuaTa.

... Bo Peny6nuka MakegoHuja

Mako HeBpaboTeHocTa Bo Penybnunka
MakegoHuja nsHecysa okony 36%, MHory
KOMMaHUM U MHBECTUTOPW Ce XanaT of,
HeJOCTUr Ha KBANUUKYBaHN 1 TaneHTu-
paHn pabotHuumn u kangngati. OBoj ja3
nomefy noHygata u nobapyBaykata Ha
KBanudvKyBaHa paboTHa cuna e cepuos-
Ha 3aKaHa 3a KOMMaHUWUTe KO cakaat Aa
KOHKypupaaT Ha cBeTckuTe nasapu. He-
OOCTaTOKOT Ha KBanudukyBaH kagap no-
cebHO e n3paseH BO CekTopuTe Kafe ce
Hapaat cneumduyHM BELUTUHM, KaKo LUTO
Ce TEeXHOMOLLKO-MHOBATUBHUTE N MHOP-
MaTu4Ko-TEXHOMoLWwkuTe obnactn. Hego-
CTaTOKOT Ha KBanuTeTHa paboTHa cuna
ro Hamanyea v NoTeHUujanoT 3a npuene-
KyBat€ Ha CTpaHCKM MHBECTULMK. Mako
HUCKUTE JdaHouM W eBTMHaTa paboTHa
cuna ce npuvBMeYHN 3a MeryHapoaHuTe
KOMMaHuW, cenak, MOXXHOCTa 3a Npeksa-
nudmrKyBawe 1 JoobpasoBaHue Ha pa-
BoTHaTa cuna e 3HayaeH akTop BO KO-
He4yHaTa ofJfiyka 3a uHesecTupare. Nmaj-
Kn v npegsug oBue npobnemu, Amepu-
KaHckaTa opraHu3auuvja 3a meryHapodeH
passoj Bo Penybnvka MakegoHuja
(YCAML), ro nogapxa rpafaHCKMOT Cek-
TOp Aa pasBue MHOBAaTMBHM BU3HUC MO-
[env BO CnpaByBaH-E€TO CO N3HAOIake Ha
cooaeeTHa paboTHa cuna. Moja Kapuepa
€ HeBnagumHa opraHusaumja koja Mma 3a
Len Ja ro npemocTu jasoT nomery noba-
pyBadkaTa Ha paboTHa cuna co nogobpe-
Ha noHyga. MimeHo, “Moja kapuepa” uma
pa3BuMeHo uHTepHeT nnatdopma (http:/

pharmaceutical company producing
insulin, has the most developed so-
cially responsible practices towards
its employees and the community
development.

...and in the Republic of
Macedonia

Although unemployment in Ma-
cedonia is about 36%, a lot of com-
panies and investors complain of
shortage of skilled and talented
workers and candidates. This gap
between supply and demand of ski-
lled labor is a serious threat to com-
panies wishing to compete in world
markets. Lack of qualified personnel
is particularly expressed in sectors
which require specific skills, such as
technological innovation and infor-
mation-technology areas. Lack of qu-
ality workforce reduces the potential
for attraction of foreign investmen-
ts. While low taxes and cheap la-
bor are attractive for international
companies, however the possibility
of retraining and education comple-
tion of the work force is an important
factor in the final investment deci-
sion. Taking into account these prob-
lems, the American Organization for
International Development in the
Republic of Macedonia (USAID)
supported the civil sector to develop
innovative business models to deal
with finding a suitable workforce. My
career is a nongovernmental organi-
zation that aims to bridge the gap be-
tween labor demand with improved
offer. Namely, my career has de-
veloped an Internet platform (http://
www.mycareer.com.mk) where em-
ployers meet the job applicants and
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www.mycareer.com.mk) kage paboTtona-
BayMTe Ce cpekaBaaT Co KaHauaaTuTe 3a
pabota n 3aegHuukmM Gapaat pelleHuja
Kako Aa ce nogobpar BELUTUHUTE Ha KaH-
AvaaTtvuTe o egHa cTpaHa, Aa ce Hamanat
TpoLouMTe 3a pa3Boj Ha YOBEYKUTE pe-
CYpCV Ha KOMMaHuuTe U fa ce pasBue
NPOAYKTUBEH OAHOC NOMery paboTHULMTE
n pabotogasaunte. “Moja kapuepa” ™
NOTTUKHYBA KaHAuAaTMTe Aa BONOHTUpa-
aT BO KOMMAHUUTE KaKo MNpPaKTUKaHTW,
LUTO Ce MOKaxa Kako gobpa ocHoBa 3a
ocopmyBare Ha paboteH ogHoc. “Moja
Kapuepa” O[O cera uma perpytvpaHo
2.600 npaktukaHTh, Bo 460 BM3HUC KOM-
naHun, o Kou 425 npakTukaHTh 3acHO-
Bane paboTeH 0gHOC BO KOMMaHWUTE BO
kon BonoHTupane. O pgpyra cTpaHa,
“Moja kapuepa” uma obyyeHo 300 MeHTo-
pv Kou paboTaTt co BOMOHTEPUTE Aa pas-
BMBAaT KOMYHUKALUCKN BELUTUHWN W CMO-
cobHocTnkon v bapaar pabotogaBavmTe.

“Moja kapuepa” e gobap npumep ka-
KO rparaHCKMOT CEKTop MOXe Ada Bnujae
BP3 HamanyBawe Ha HeBpaboTeHocTa
npeky nogobpyBare Ha Bpckata nomery
paboTHuumMTe 1 pabotogasayuTe. [Npeno-
3HaBajkN ja KOpWCTa Of TakeaTa aKTuB-
HOCT, KOMMaHUWUTe Kako CBOj BU3HUC MO-
Aen ro npudakaaT MHTErpaTMBHUOT MO-
Jen, nogapXyBajku ro u couujanHuoT
pa3Boj Ha rpynata HeBpaboTEHM npeky
obe3benyBare Ha OOykM 3a Mpeksanu-
dhrKaumja 1 MOXXHOCTU 3a CTEKHYBaH-€ Ha
paboTHO UCKYCTBO.

LleHTapoT 3a WHCTUTYLMOHaneH
pa3Boj, (LUWMPa), co ceoeto noctoere of
2003 rogmHa n uckycHute BpaboTeHun, ce
3anara 3a pasBoj Ha hunaHTponuja BO
MakenoHuvja n HamanyBakbe Ha JoHaTop-
cKaTta 3aBUCHOCT Ha rparaHCKMoT CekTop,
NpeKy pa3BuBaH-€ Ha CBECTa N CO3aBaH-e

jointly seek solutions to improve the
skills of the candidates on the one
hand, to reduce development costs
of the Human resources of the com-
panies and to develop a productive
relationship between workers and
employers. My career has encour-
aged applicants to volunteer as in-
terns in companies, which in prac-
tice proves to be a good basis for
finding of employment. So far, my
career has recruited 2.600 interns
in 460 business companies, out of
which 425 trainees are employed in
companies where they took the vol-
untary practice. On the other hand,
My Career has trained 300 mentors
working with volunteers instruct-
ing them to develop communication
skills required by employers.

My career is a good example
how the civil society can influence
the reduction of unemployment by
improving the relationship between
workers and employers. Recognizing
the benefits of such activity, compa-
nies as their business model accept
the integrative model, supporting the
social development of the unem-
ployed group by providing training
and retraining opportunities for ac-
quiring work experience.

The Center for Institutional
Development (CIR), by its existence
since 2003 and experienced person-
nel are committed to developing
philanthropy in Macedonia and re-
duced donor dependence of the sec-
tor through creating awareness and
dveloping the climate for corporate
donations. CIR is one of the orga-
nizations that participated in prepa-
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Ha KMMa 3a KoprnopaTuBHO OOHUpaH-E.
LINPa e egHa og opraHusaumMuTe Kou
y4yecTByBalle BO U3roTBYBaHETO Ha 3a-
KOHOT 3a JOHauuu U CMNOH30pCTBa, U cé
yLLITe ro Crneam cnpoBedyBakeTo U edoek-
TUTe Ha 3aKOHOT, Kako 1 npeanara name-
HM 3a nogobpyBake Ha WUCTUOT 3a Mo-
ebekTMBHO crnpoBedyBakbe BO Mpakca.
Wcto Taka, LINPa y4yecTByBalLe BO U3roT-
ByBaH-€TO Ha 3aKOHOT 3a BONOHTEpU3aM,
KOj uMa 3a uen a ja UHCTUTYLMOHanmanpa
W perynupa BOSOHTEpCKata npakca.
LIMPa, Bo cBojaTa gonropoyHa nporpama,
OCTaHyBa MOCBETEHA Ha pa3BuBaH-€ Ha
KoprnopaTtvBHa W MHAMBMAYanHa unax-
Tponunja Bo Penybnvka MakegoHuja un
CUCTEMATCKM MpucTan BO MMaHUPaHETO
Ha (bunaHTponckuTe akTMBHOCTU. Bpean
Ja ce CrMOMeHe HMBHaTa aKTMBHOCT 3a
NOTTUKHYBak-€ Ha onnaHTponuja Bo pam-
KUTe Ha MakegoHckata Aujacnopa. 3a
Taa Uern, HMBHUTE rOAWLLHWM Harpagaun 3a
hvnaHTponuja BKNyyyBaaT U Kateropuja
3a vHauBuayaneH dunaHTpon of Auja-
cnopata. EgHa of 3aupTtaHuTe ULenu Ha
0OBaa aKTMBHOCT € U HaManyBake Ha He-
BpaboTeHoCTa kaj MnagaTta nonynauuja
Bo MakegoHuja.

3opyxeHneTo Ha rparaHn KoHekT e
edHa o4 opraHusaummTe KoM Mmaat 3a
uen ga rm oxpabpar u HayyaT nokanHuTe
OM3HMCK 30LWITO coumjanHaTta oJroBop-
HOCT KOH 3aefHuuaTa BO koja paborar e
BaxHa. Tve pabortat co KoMnaHuuTe ga
pasBujaT coumjarnHo O4rOBOPHU MPaKTUKK
Kou ke bmaart cuctemartcKky UcnnaHmpaHn
BO HMBHWTE CTpaTerMm v NnpOMOBMPaHU
BO roguLLHWTe n3BeLlTaun. KoHekT, 3aeHo
co KoopanHatuBHOTO Teno 3a couujanHa
O[roBOPHOCT Ha MpeTnpujatujata, cexkoja
rogvHa v gogenyea HauuoHanHuTe Ha-
rpagu 3a coumjanHo OAroBOPHU NPaKTUKK.
Bo 2011 rognHa rn gogenuja Harpagute

ration of the Law on Donations and
Sponsorships, and still monitor the
implementation and the effects of the
Law, and they propose changes for
improvement of the same for its more
effective implementation in practice.
Also, CIR participated in the prepa-
ration of the Law on Volunteerism,
which aims to institutionalize and
regulate voluntary practice. CIR, in
its continuing program remains com-
mitted to the development of corpo-
rate and individual philanthropy in
Macedonia and systematic approach
to planning for philanthropic activi-
ties. It is worth to mention their activ-
ity to encourage philanthropy in the
Macedonian Diaspora. To this end,
their annual awards for philanthropy
include category of individual philan-
thropist from the Diaspora. One of
the goals of this activity is also to re-
duce the unemployment among the
young population in Macedonia.

The Association of Citizens
Konekt is one of the organizations
that aim to encourage local busi-
nesses and Itech them why is impor-
tant the social responsibility to the
community in which they operate.
They work with companies to de-
velop socially responsible practices
that shall be systematically planned
in their strategies and promoted in
the annual reports. Konekt, together
with the Coordination Body for Social
Responsibility of the Enterprises, an-
nually awards national awards for so-
cially responsible practices. In 2011,
the prizes for 2010 were awarded. At
the competition there were 38 large,
medium and small size enterprises
with a total of 75 projects. Out of
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3a 2010 rogmHa. Bo koHKypeHuuja yyec-
TBYBaa 38 rornemu, cpeaHn 1 Manu npeT-
npuwjatuja, co BKynHO 75 npoektn. Of
HMB, Ha 15 npeTnpujatnja UM ce gogenu
HauuoHanHata Harpaga 3a coumjanHo
oaroBopHn npakthkn 3a 2010 roaguHa.
Harpagute 6ea Bo cnegHuTe net kartero-
pun: ogHoc co BpaboTeHuTe, ETUYKO
ynpaByBamwe, OAHOC cO [[obaByBaun u
KIMMEHTK, XXMBOTHa CpeamHa, BNOXyBakhe
BO 3aegHuuaTa.

EnHa og komnaHuute Kou BO MO-
CrnegHUTe HEKOIKY roavHN € Pe4OBHO Ha-
rpagyBaHa, e hapmaLeBckata kKoMmnaHuja
Ankanoua, ALl Ckonje. Bo pamkuTe Ha
CBOETO AONroroAuLLIHO paboTere, Anka-
nowa uma pasBueHoO coLujanHo Of4roBop-
HM NPaKTUKN HACOYEHM KOH NogapLuKa Ha
MaKedOHCKOTO 0bpa3oBaHue, CropT, Kyr-
Typa (Bkny4yBajkn n HabaBka Ha nujaHO
3a MakegoHCKMOT BMpTyo3, CumoH Tpn-
yeBckK). Ankanoug e nocebHo ropa Ha
CBOMTE WHBECTULMM BO MaKEOOHCKOTO
30paBCTBO, NPEKY AOHMPaH-E Ha: NEKOBY,
onpema, noaapLuKka Ha MUCTpaxyBaka U
0bykn Ha BpaboteHute. Bo 2007 roguHa,
BO paMKMTE Ha cTpaTernjata 3a coumjanHa
OOroBOpPHOCT, Ankanoug ja OCHOBa MU
doHpaumjata “Tpajue MykaeToB”, Haco-
YyeHa KOH nogapLuka Ha Mnagu u ambuum-
O3HW CTYOEHTM KOW cakaaT ga passwujar
Kapuepa BO MeauuUMHckaTa u chapmaeB-
ckata nHagyctpuja. O CBOETO OCHOBaH-E,
00 AeHec, PoHpgaumjata ma obesdbeaeHo
102 ctuneHgun 3a TPUrOAULIHK CTYAUM.
CtunengumTe ce goaenyeBaaT Ha TpaHC-
NnapeHTEeH Ha4uH, CO LieNn Aa rv npueneve
TaneHTMpaHuTe U amouUMO3HM Mnagu
nuua. Mo 3aBpLuyBake Ha CTyauuTe, Ha
CTUNEeHaNCTUTE UM Cce JaBa MOXHOCT 3a
BpaboTyBam-e BO KoMnaHujata. MuHarara
rogvHa, KoMmnaHuwjata Bpabotuna 8 cru-
neHaucTu.

them, 15 companies were awarded
the National Prize for socially respon-
sible practices in 2010. The awards
were for the following five categories:
relationship with employees, ethical
management, relationship with sup-
pliers and customers, the environ-
ment, investment in the community.

One of the companies which has
regularly been awarded in recent
years is the pharmaceutical company
Alkaloid AD Skopje. Within its long
years operation, Alkaloid has devel-
oped socially responsible practices
aimed at supporting the Macedonian
education, sports, culture (including
the purchase of the Macedonian piano
virtuoso Simon Trphcevski). Alkaloid
is particularly proud of its investment
in the Macedonian health by donating
medicines, equipment, support re-
search and training of employees. In
2007, within the frames of its strategy
for social responsibility, Alkaloid cre-
ated the foundation Trajche Mukaetov
aimed at supporting young and ambi-
tious students who want to develop a
career in medical and pharmaceutical
industry. From the date of its estab-
lishmennt until today, the foundation
has provided 102 scholarships for
undergraduate studies. Scholarships
are awarded in a transparent manner
in order to attract talented and ambi-
tious young people. After the gradu-
ation, the scholarship recipients is
given the opportunity for employment
in the Company. Last year, the com-
pany employed eight scholarship re-
cipients.

In 2010, for the second time
Alkaloid won the award for social-
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Bo 2010 roamHa, Ankanowug no BTop-
nat e JOOUTHWK Ha HarpagaTa 3a couu-
janHo OAroBOPHW MPaKTMKK, CO NPOEKTOT
3a pasBuBare Ha Ournkocobupare BO
MakegoHuja, oejHOCT Koja ke MM OBO3MO-
KM OCHOBHW U AONOSNHUTENHM NMPUXOAM
Ha bunkocobupaumTte. Llenta Ha Ankano-
na Co CrpoBedyBaH-eTO Ha OBOj MPOEKT €
Ja ce BoBefe Fair Wild ctaHOapgoT, HO U
nogobpyBate Ha OuM3HMC npouecute
npeky nogobpyBake Ha CBOjOT OAHOC KOH
OKONMMHAaTa, OMLITECTBOTO M KINEHTUTE,
KaKo 1 3rofiemyBar-€ Ha YrneaoT v KOHKY-
PEHTHOCTa Ha KOMMaHujaTa Ha MeryHa-
pogHaTa GusHuc cueHa.

Mpwv cnpoBeayBak-ETO, NOATOTBEHA €
notpebHata foKkymeHTauumja cnopeq 6a-
patbata Ha CTaHgapooT, ogpXKaHu ce
obykn Ha BunkocobupaumTe 3apagun 3a-
no3HaBake CO NPUHLMNNTE Ha CTaHaap-
AOT, MWMMIEMEHTUPAHN Ce OAPXIMBM
npakTuKK 3a Bunkocobupare, NoceTeHn
ce pernoHn Ha TepuTtopujata Ha P. Make-
[AOHVWja Kage ce BpwM cobuparse Ha ne-
KOBUTM OMNKM M HA MarauuHCKUTE Npo-
CTOpY 1 NpOCTOpUMTE Kade ce BPLUN Cy-
LeHe Ha cobpaHMoT maTtepwujan, Hanpa-
BEHa e Banujauuja Ha ycrnoBuTe BO KOU
Ce BpLUM CYyLUEHETO U KOHCynTauuja 3a
nopobpyBarse Ha yCroBuTE.

OBa 1 0BO3MOXYBa Ha KomnaHujaTa
3rofieMeH yrnea v penyTauuja Bo AoMalLl-
HW N MeryHapogHW pamku, ocobeHo no-
pagu hakToT LUTO CamMo TPX KOMNaHMM BO
CBETOT 0 MMaaT OBOj cTaHgapg. 3rorne-
MeHa e KOHKYpEHTHOCTa BO Komepuujan-
HWUTE aKTUBHOCTU Ha nNpogaxba Ha Npon3s-
BOAM CO AoAajeHa BPeOHOCT, KON Ce KOH-
KYPEHTHM MO CBOjaTa YHUKATHOCT.

Ankanouvg Ha 0BOj Ha4MH NpoMoBKpa
BMCOKM €TUYKM BPEOHOCTU Ha AenyBake
Of1 €1eH HOB, MOZEPEH W CBETCKM NPU3HaT
acrnekT, 0Bo3MOXyBa 6eHeduT 3a Gusko-

ly responsible practices, the proj-
ect of developing herbs pickering in
Macedonia, activity that will allow
basic or additional income herb pick-
ers. The purpose of Alkaloid imple-
mentation of this project is to intro-
duce FairWild standard, but also to
improve business processes by en-
hancing its relationship to the envi-
ronment, society and customers, as
well as to increase the reputation and
competitiveness of the company’s in-
ternational business arena.

During the implementation, the
necessary documentation required
by the Standard is prepared, training
for the herb pickers for familiarization
with the principles of the standard
was held, sustainable practices in
herb pickering were introduced, the
regions of the territory of the Republic
Macedonia were visited, where the
collection of medicinal herbs and
warehouse spaces and areas where
the collected plant drying material is
effected, a validation of the conditions
in which the drying, and consultation
to improve conditions were made.

This enables the company to in-
crease its prestige and reputation
in domestic and international arena
especially as only three compa-
nies worldwide have this standard.
Competition in the commercial activi-
ties of selling value-added products
that are competitive for their unique-
ness is increased .

In this way, Alkaloid promotes
high ethical values of activity of a new,
modern and world-recognized aspect
that provides benefits for herb pickers
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cobmpaunte M HMBHUTE 3aedHULM, Kako
o4 matepujaneH, Taka u og npogecuoHa-
NEeH acnekT, hep 1 TpaHCMapeHTHU eKo-
HOMCKM ogHocKu Mery funkocobupaunte
W NpeTnpujaTMeTo, UTH.

[pyra komnaHuja koja 3Ha4yajHO WH-
BECTUpa BO NloKanHaTa 3aegHuua € KOM-
naHunjata PeHoBa of TeToBo. PeHoBa e
KOMMNaHuja Koja ce 3aHMMaBa CO Npous-
BOACTBO Ha rMnc-kapToHW M nenak. Bro-
)KYBat-€TO BO pa3BOjOT Ha TETOBCKUOT
pervoH e pJden o HuBHaTa pasBojHa
ctpareruja. Bo 2005 rognHa, komnaHujaTta
ocHoBa M cBoja PoHaauuja koja noa-
APXKyBa NPOEKTY 3a: pa3Boj Ha flokanHarta
NHppacTpyKTypa, CropToT, KynTypata u
obpasosaHueTo. LlenTta e oa um ce 0BO3-
MOXaT Ha MnaguTe nuua og TETOBCKUOT
pervoH nogobpu YCnoBW 3a XUBEEHE,
nogapLwka 1M npomouuja Ha npodecuo-
HanHWOT pas3Boj, NogobpeHo pasbupare
3a EeTUYKUTE BPEQHOCTW, MPEKY HWUBHO
BKIMyYyBake BO OMWTECTBEHUTE MpO-
uecu. PeHoBa, cekoja roomHa 06e3benyBa
CTUNEHAMN 3a TaneHTUpaHu CpeaHo-
LUKOSILM U CTYOEHTK, CO Lien 3a NoaapLUKa
Ha obpa3oBaHMETO 3a Mraaun, Kako 1 3ro-
nemyBake Ha MOXHOCTUTE 3a HWBEH
npod)ecnoHaneH aHraxmaH. VimeHo, ce-
Koja rognHa PeHoBa o06e36egyBa 90
CTUNEHAWW 3a CTYAEHTUN KOU Ce 3anuLiaHu
Ha MakegoHckuTe yHuBepauTeTn u 60
cTuneHamMmn 3a cpegHowkonun. Ctunes-
AnuuTe ce 3a ABe roanHU U BO rofnem aen
MM nokpuBaaT Tpollouute 3a obpasosa-
HueTo. o 3aBpLyBaHeTo Ha 0bpasoBa-
HWETO, Ha HajaobpuTe CTUNEHAUCTM UM
ce OBO3MOXYBa 3aCHOBat-e Ha paboTeH
oOHOC BO KomaHwujata. Of OCHOBaH-E€TO
Ha PoHpaumjaTa, oo aeHec, 450 ctyoeHTn
n 300 yyeHMUM BO cpegHuTe yuunuita
Gune KOPUCHMLM Ha CTUNeHannTe Ha Pe-
HoBa. Ha Toj HauuH, PeHoBa BnoxyBsa BO

and their communities, both from ma-
terial and from a professional point of
view, fair and transparent economic
relations between herb pickers and
the enterprise etc.

Another company that invests
significantly in the local community
is the company Renova in Tetovo.
Renova is a company that deals with
the production of gypsum cardboard
and glue. Investment in the develop-
ment of the Tetovo region is a part of
their development strategy. In 2005,
the company founded its own founda-
tion that supports the development
projects of local infrastructure, sports,
culture and education. Its goal is to
enable young people from Tetovo re-
gion improved living conditions, sup-
port and promotion of professional
development, improved understand-
ing of ethical values through their
involvement in the social processes.
Each year, Renova provides scholar-
ships for talented students and stu-
dents in order to support the educa-
tion of youth, as well as to increase
opportunities for their profrsionalen
engagement. Namely, Renova pro-
vides 90 scholarships for students
enrolled in Macedonian universities
and 60 scholarships for high school
students every year. The scholarships
are for two years and mainly cover
the costs of education. After comple-
tion of education, the best scholar-
ship recipients are enabled to estab-
lish the employment relations in the
company. Since the establishment of
the foundation until nowadays, 450
students and 300 student’s books in
secondary schools were beneficia-
ries of Renova’s scholarships . Thus,
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peluaBaH-e Ha NpoGrneMmTe Co NoKanHUoT
cTaHfapg, obpasoBaHve 1 BpaboTyBaHe
Ha NMOKanHWUTe XUTENW.
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PABOTHOTO BPEME U
®JNIEKCUBUITHOCTA HA
PABOTHUOT OAHOC

O-p Topop Kanamatues'

Pe3unme:

lNpegMeT Ha TpydoT € aHanuM3a Ha
paboTHOTO Bpeme BO dyHKUMja Ha
dnekcmbunusaumnjata Ha pabdoTHMOT
ofHocC.

Bo BoBegotr Ha TpygoT, aBTOpPOT
yKayBa Ha 3Ha4YeH-eTO Ha perynupa-
HETO Ha pabOTHOTO BpeMe BO pPa3BojoT
Ha paboTHOTO 3aKOHOOABCTBO W, Mpu-
TOa, EBUOEHTEH € 3aKNy4oKOoT feka pe-
rynupameTo, T.e. CKpaTyBaHETO Ha pa-
©0THOTO Bpeme, BO NMOYETOKOT Ha nn-
GepanHWoT KanuTanusam u UHAyC-
TpuckaTa peBonyuumja n geHec, ce Tpe-
TMpa Kako OCHOBHO Gapar-e Ha opra-
HU3MPaAHOTO CUHAMKAITHO OBUXKEHE.

Bo npBurOT gen Ha TpydoT, CO Ha-
cnoB: ,Pabota co HenomnHo paboTHO
Bpeme“(,Part—timejob*), aHannsnpajkn
MM NPOMEHUTE BO CTPYKTypaTa Ha eB-
ponckata BpabOTEHOCT, aBTOPOT ce
3agpXXyBa Ha 3roflieMeHoTO BrujaHue
Ha guBep3udumumMpaHocTa BO npecme-

" O-p Topop KanamatueB - pegoBeH npodpecop,
MpaBeH dakynTeT ,JyctuHujaH Mpeu“ - Ckonje

WORKING TIME
AND FLEXIBILITY OF
EMPLOYMENT
RELATIONSHIP

PhD Todor Kalamatiev'

Abstract:

Subiject of the paper is an analy-
sis of the working time in function of
the flexibility of employment relation-
ship.

In the introduction to the paper,
the author points to the importance
of regulating the working time in
the development of labor legislation
and, thus, obvious conclusion is that
regulation, that is, reducing of the
working time, at the beginning of the
liberal capitalism and the industrial
revolution and today, are treated as
a basic requirement of the organized
trade union movement.

In the first part of the paper, titled
“Part - time job”, analyzing changes
in the structure of European employ-
ment, the author focuses on the in-
creasing impact of diversification in

" Dr. Todor Kalamatiev — full professor, Faculty of Law
“Justinijan Prvi“ - Skopje
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TyBaHETO M pacnopenoT Ha paboTHOTO
BpeMe, kage ce 3abenexyBa pacT Ha
cTankata Ha paboTta co HenonHo pa-
©oTHO Bpeme. Taka, BO nocrnegHuTe
ABe Aekagu, AoroBopuTe 3a BpaboTy-
Bak€ CO HeMnonHo paboTHO Bpeme, Ka-
KO NPOUEHT oA BKYNHWOT 6poj Ha Bpa-
GoTyBarka nopacHaa BO HajuHOyCTpu-
janusunpanute 3emju. Bo 1992 roguHa,
14.2% op BkynHo BpaboTeHute BOo EY
ce geduHupaaT Kako paboTHMUM Cco
A0roBopu 3a BpaboTyBaHe Ha HEMOSTHO
paboTHO BpeMe, aoaeka Bo 2004 rogu-
Ha, 6pojoT nopacHysa Ha 18.1%. W no-
Kpaj rpybata rpagaumja Ha 6pojoT Ha
BpaboTyBawa CO HenonHo paboTHO
BpeMe BO paMKuTe Ha uenaTta EY, esu-
OEHTHU Ce W pasnuyHuN Bapujauumn no-
Mery 3emjute-uneHku. Bo oBoj aen of
TPy4oT, COOOBETHO BHMMaHuWe ce no-
cBeTyBa Ha MapruHanHata pabota
(Tvn Ha paboTta co HenonHo paboTHO
BpeMe Koja obunyHO ro ondpaka pacno-
penot oo 19 paboTHu 4aca BoO paboT-
HaTa Heaena u Ha cybcTaHuujanHa pa-
6oTa (TMn Ha paboTta CO HeMornHo pa-
GOTHO BpemMe Koja 06M4HO ro ondaka
pacnopenot oa 20 o 34 pabotHm Yaca
BO paboTHaTa Hepena).

Bo BTOpuWOT gen, co Hacnos: ,lpe-
KyBpemeHa paboTta“, aBTopoT ja aHa-
nunanpa paboTtara Kora paboTHUKOT pa-
00T Hag penoBHUOT Opoj paboTHM
4YacoBM KOM Ce MPOMNULLIAHN Unn Aoro-
BOpPEHN CO AoroBop 3a BpaboTyBawe
(,Overtime work"). MHCTUTYTOT - Nnpeky-
BpeMeHa paboTa, Kako eaeH of cepu-
jaTta prnekcubunHM MexaHusmu, num ja
ocurypyea cnekcubunHocta Ha pabo-
TogaBavmTe notpebHa 3a oaroBop KOH
nobapyBaykata Ha nasapoT, TecHuUTe
rprna Bo NpoOU3BOACTBOTO U HeQoCTaTo-

the calculation and organization of
working time, where an increase of
the rate of part-time job is observed.
So, over the past two decades, em-
ployment contracts with part-time
job as a percentage of the total num-
ber of employments increased in
the most industrialized countries. In
1992, 14.2% of the total employees
in the EU were defined as workers
with employment contracts for part-
time job, while in 2004, the num-
ber increased up to 18.1%. Despite
the rough gradation of the number
of employments with part-time job
throughout the EU, there are obvi-
ous and distinct variations within its
Member States. In this part of the
paper, appropriate attention is given
to the marginal work (type of a part-
time job, which usually covers the
organization up to 19 working hours
in the working week and to the sub-
stantial work (form of work with part-
time job, which usually covers the or-
ganization of 20 to 34 working hours
in the working week).

In the second part, titled “Over-
time work”, the author analyzes the
work when the employee works over
the regular number of working hours
as prescribed or agreed under an
employment contract. The Institute
— overtime work, as one of a series
of flexible mechanisms, ensures the
flexibility to the employers needed
to respond to the market demand,
bottlenecks in production and short-
ages of labor force, without the need
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umMTe og paboTHa cuna, 6e3 noTpeba
Aa Cce aHraxuvpa gononHuTenHa pabor-
Ha cuna. CtaHyBa 360p 3a paboTta koja
He npeTcTaByBa Aen o4 BoobuyaeHnoT
pacnopepg Ha HegenHoTo paboTHO Bpe-
Me Ha paboTHMKOT M paboTa koja Ha
paboTHUKOT MOoxe ga my buage cooa-
BETHO HAJJOMeCTeHa (nnarteHa).

TpeTnot gen, co Hacrnoe: ,dnekcn
paboTHO BpeMe“ ce 3agpXXyBa Ha ena-
Oopupare Ha _a0roBopoT 3a BpaboTy-
Batbe CO dnekcn Bpeme, Koj npeTcra-
BYBa yLUTe efleH Of YeCTO CoMeHyBa-
HWUTE NOABNOOBM JOrOBOPY BO paMKuUTe
Ha MHTepHaTa Hymepuyka dprnekcmbun-
HocT. CtaHyBa 360p 3a TakoB BMUA Ha
AOroBoOp npeky koj paboTHOTO Bpeme
Ha pabOoTHWKOT MOXe Oa Bapupa BO
pamMKuTe Ha onpeaerneHn nuMmuTun (3a-
NMOYHYBaH-€TO U 3aBpLUYBaH-ETO Ha pa-
OOTHUMOT AeH). drnekcn paboTHOTO Bpe-
me (flexitime) e BapujabunHo paboTHo
BpeMe co BapujabuneH pacnopea, koe
€ aHTOHWM Ha TpaauuMoHanHuTe 4oro-
BOpY 3a BpaboTyBa€.

Bo cnegHunot gen og TpyaoT, aBTo-
poT ro obpaboTyBa KOMMpPEecMpaHOTO
HeadenHo paboTHO Bpeme, Kako donek-
cMbuneH Mogen Ha opraHusvpare Ha
paboTHOTO BpeMeE, KOELWTO Ce Kapak-
Tepusnpa co 3rofniemyBarwe Ha 6pojoTt
Ha paboTHM 4acoBu paboTeHn BpP3
AHEeBHa OCHOBA, HO MCTOBPEMEHO 1 CO
Hamanysaw€e Ha BpojoT Ha AeHOBM pa-
6oTeHM BO TekOT Ha paboTHaTa Hepe-
na.

Bo penot nog Hacnos: ,[lpaBHO
ypenoyBawe Ha paboTHOTO Bpeme BO
Penybnuka MakepoHuja (co nocebeH
OCBPT Ha ckpaTeHoTo paboTHO Bpeme
1 npekyBpemeHaTa paboTa kako dnek-

to engage additional labor force. It is
a work that is not part of the usual
organization of the weekly working
hours of an employee and a job for
which the employee can not be ad-
equately compensated (paid).

The third part, titled: “flexi work-
ing time” focuses on elaboration of
the employment contract with flexi-
time, which is another often men-
tioned sub-form of contracts within
the internal numerical flexibility. It
is such type of contract by which
the working time of an employee
can vary within certain limits (begin-
ning and end of a workday). Flexible
working time (flexitime) is variable-
working time with variable organiza-
tion, which is antonym to the tradi-
tional employment contracts.

In the next part of the paper, the
author elaborates the compressed
weekly working time as a flexible
model of organization of the work-
ing time, which is characterized by
increasing the number of working
hours worked on a daily basis, but at
the same time by reducing the num-
ber of days worked during the work-
ing week.

In the part titled “Legal regulation
of the working time in the Republic of
Macedonia” (with special emphasis
on part-time and overtime work as
flexible forms), the author analyzes
the standard forms of regulation of
the working time that are correlated
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cMbunHu opmun), aBTOPOT M aHanNu-
3upa cTaHgapgHuTe opMu Ha pery-
nupawe Ha paboTHOTO Bpeme Kou ce
BO Kopenauuja n KoHBeprupaaT co
onwTarta Teopuja 3a knacuguumpare
Ha paboTHoTO Bpeme. OTTyKa, Make-
JOHCKOTO TPyAOBO MpaBO MM MHKOPMO-
pupa OBeTe OCHOBHW Kracudukaumm
Ha paboTHOTO Bpeme: cropes Bpeme-
TpaeweTo, U cnopes nNepuonoT of ae-
HOT/HOKTa Ha BpLLEHETO Ha paboTaTta.
Tve ce npeameT Ha UCTpaxyBake BO
OBOj Aen Ha TpyaoT.

Kny4yHu 360poBu: paboTHUK, pa-
botogaBay, paboTeH ogHoc, paboTHO
BpeMe, NpeKkyBpeMeHa paboTta

HAMECTO BOBE[

PaboTHoTO Bpeme npeTcTaByBa
OCHOBHO NpaBo o4 paboTHMOT 0AQHOC, a
HEroBOTO ypeadyBawe, NaK, Ha4uH npe-
Ky KOj ce peanusnpaaTt npedepeHunm-
Te Ha paboTHMumMTe u paboTogaBayn-
Te.

McTopujata Ha pabOTHOTO 3aKOHO-
AAaBCTBO ynaTyBa Ha 3aKIy4yoKoT Aeka
perynupaweto Ha paboTHOTO Bpeme,
BO HacoKa Ha HeroBo CKpaTyBahe, BO
NMOYETOKOT Ha NbepanHMoT kanuTanu-
3aM ¥ unHOycTpuckata pesonyuuja e
OCHOBHO 6Gaparwe Ha paboTHUYKUTE
ABWXeHa BO cBeToT. PaboTHnumTe, BO
pamkuTe Ha nubepanHata gasa Ha Ka-
NUTanU3MoT, COOMEHUN CO NPeKymMepHa-
Ta ekcnroaTtauuja, ro nspasysaar CBO-
€TO He3aJOoBOJSICTBO O TpaeH-eTo Ha
paboTHOTO Bpeme, MNpeKy pasnuyHu
OpraHuM3upaHu akumm, Kom pesyntupaa

and converge with the general theory
for classification of the working time.
Hence, the Macedonian labor law in-
corporates both basic classifications
of working time: by duration and by
the day / night period of carrying out
the work. They are the subject of re-
search in this part of the paper.

Keywords: worker, employer, em-
ployment, working time, overtime
work

INSTEAD OF INTRODUCTION

Working time represents a basic
right of employment relationships,
and its regulation, however, a way
through which preferences of work-
ers and employers are realized.

The history of labor legislation
points to the conclusion that regu-
lation of the working time, targeted
at its reduction, in the beginning of
the liberal capitalism and the indus-
trial revolution is a fundamental re-
quirement of the labor movements
in the world. Workers within the lib-
eral phase of capitalism, faced with
excessive  exploitation, express
their dissatisfaction of the duration
of working time through a variety of
organized actions, which resulted in
limitation of the working time. Thus,
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CO orpaHuvyBawe Ha paboTHOTO Bpe-
me. Taka, Ha no4yeTokoT Ha 20 BeK, UH-
BONMBUPAHETO HAa [OPXKaABHUOT MHTEp-
BEHUMOHM3aM BO cdpepata Ha paboT-
HUYKOTO 3aLITUTHO 3aKOHOOABCTBO, BO
noronemMuoT Aen Ha UHAYCTPUCKN pas-
BUEHUTE 3emju pesyntupa co npu-
dakatbe Ha orpaHuvyBawe Ha Tpa-
eHeTo Ha paboTHOTO Bpeme.

YpenyBaweto Ha paboTHOTO
BpeMe € gern of npaBHUOT CUCTEM Ha
cekoja nocebHa gpxaea, Co Koj ce ype-
ayBaat un paboTHuTe ogHocu. Mputoa,
onpeneneHn opXxaBu MHTerpMpaar no-
dnekcmbunHmn paboTHM nercnaTmem u
ja nogapKyBaaT AoroBopHaTa KoHuen-
umnja Ha paboTHWMOT ogHOC, a Apyru ja
WCTaKHyBaaT CoLMjanHo - 3awTuTHaTa
npupodga Ha pabotHmoT ogHoc. [lpo-
TEKUMOHUCTUYKNTE CTaHAapauM BO MO-
rnea Ha curypHocTa Ha BpaboTyBame-
TO M TpajHOCTa Ha pabOTHMOT OAHOC,
yecTonaTtu ce BO Konuauja co notpedu-
Te Ha npuBaTHUTe paboTogaBaun u
HUBHUTE MNPOU3BOACTBEHU MpoLEecu
Kou rv AnKTMpa nasaport. [pouecoT Ha
agjantauvja Ha TpyAoOBO-NpaBHUTE 3a-
KOHOAaBCTBa Ha OuBLWWTE couumjanu-
CTWYKK 3eMju BO (pyHKUMja Ha Gaparba-
Ta Ha Nas3apoT, ce cBedyBa Ha NoTpe-
6ata og nogobap 6anaHc Bo nornea Ha
paboTHoTO Bpeme. OTTyka u noveTHa-
Ta KOHCTaTauuja geka paboTHOTO Bpe-
mMe Tpeba cooaBeTHO Aa OAroBOpu Ha
npedepeHunnTe U Ha paboTHMUMTE n
Ha paboTogaBayunTe.

Kako ogroBop Ha oBve Oapara
ke 6ugaT enabopupaHun noBeke coepe-
MEHM BapujaHTX Ha CTPYKTYpUpame Ha
paboTHOTO Bpeme, kKo obe3benyBaar
3awTuta n 6e3begHOCT Ha 34paBjeTo
Ha paboTHUUMTE, HO U NoroniemMa KoH-

in early 20th century, the involve-
ment of state interventionism in the
field of labor protection legislation, in
the majority of industrialized coun-
tries resulted in acceptance of limita-
tion of the duration of working time.

Regulation of the working time
is part of the legal system of each
particular state, which also regu-
lates the labor relationships. Moreo-
ver, certain countries integrate more
flexible employment legislations and
support the contractual concept of
employment relationship, and other
emphasize the social-protection na-
ture of the employment relationship.
Protectionist standards, in terms of
employment security and duration of
employment, often are in collusion
with the needs of private employers
and their manufacturing processes
that are dictated by the market. Pro-
cess of adjusting the labor - legal
legislations in the former socialist
countries in function of market de-
mands, comes down to the need for
better balance in terms of working
time. Hence, the initial conclusion
is that working time should respond
appropriately to the preferences of
both the workers and employers.

In response to these require-
ments more modern variants of or-
ganization of the working time will be
elaborated, which provide protection
and safety of the health of workers,
and also greater competitiveness
in the labor market. This complex
concept, which is still in process of
drafting, can be analyzed from sev-
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KypPEeHTHOCT Ha nasapoT Ha Tpya. OBoj
CNOXEH KOHLENT, KOj cé yLwiTe e BO ha-
3a Ha obnukyBake, MOXe [a ce aHa-
nusmpa of noeeke acnektu. Bo npo-
OOIMKEHME Ha TpydoT Ke Guaat onda-
TEHW BapujaHTUTE NoA W Hag NOSHOTO
paboTHO Bpeme, Taka U onpegeneHun
onepaumm n paboTHN apaHXmaHu, Kou
ja pasbuBaart purmgHocTa Ha KOHBEH-
unoHanHute paboTtHn ogHocu. [en of
OBME aTUMUYHW CTaHOapAWn Ce UHCTU-
TyumoHanuampaar n Bo nocebHu goro-
BOpW 3a BpaboTyBame, KON ce NpPoTUB-
TeXa Ha cTaHgapgHuTe OOroBopu 3a
BpaboTyBawe Ha HeonpeaerneHo Bpe-
Me CO NofH poHA Ha paboTHKN YacoBu.

1. PaboTta co HenonHo
paboTHO Bpeme
(part — time job)

HajsHauyajHa npomeHa BO CTPYKTY-
pata Ha eBpornckaTa BpaboTeHOCT BO
nocnegHute 20 roguHu e 3roriemysa-
HBETO Ha guBep3ndumumpaHocTa BO
npecmeTyBakheTO U pacnopenor Ha
paboTHOTO Bpeme. HajeBMOEHTEH WH-
AVKaTop 3a Toa € 3rofieMyBaHeTO Ha
cTankaTa Ha paboTa CO HenorHo pa-
©0THO Bpeme. NHTEH3NTETOT Ha Mery-
HapogHaTa KOHKypeHuuja, HOBUTE Me-
TOOW Ha NPOM3BOACTBO M HOBUTE hop-
MU Ha opraHu3auumja, 3aronemeHaTa He-
BpabOTEHOCT, 3rofiemeHara cranka Ha
napTyumMnaumja Ha >XeHCKUOT Tpya, Ka-
KO 1 pasnuyHnte 6apara Ha paboTHu-
UMTE BO OAHOC Ha penakcupame Ha
paboTHOTO BpemMe, HEeCOMHeHo bOea
hakTopuTe KOM NpMAoHecoa KOH 3ro-
nemMyBaH-€TO Ha JOroBopuTe 3a Bpabo-
TyBak€ CO HEMnonHo paboTHO Bpeme
(Kulushic, 2009 ). Paborarta co Henon-
HO paboTHO Bpeme jaBHO ce NPOMOBU-

eral aspects. Further, this paper will
include the variants under and over
the full working time, as well as cer-
tain operations and working arrange-
ments, which break up the rigidity of
conventional employment relation-
ships. Some of these atypical stand-
ards are institutionalized in special
employment contracts which are a
counter to standard employment
contracts for permanent employment
with full number of working hours.

1. Part - time job

The most significant change in
the structure of the European em-
ployment in the last 20 years is an in-
crease in diversification in the calcu-
lation and organization of part-time
job. The most evident indicator is the
increase in the rate of part-time job.
The intensity of international compe-
tition, new production methods and
new forms of organization, increased
unemployment, the rate of participa-
tion of female labor, and different re-
quirements for workers in terms of re-
laxing the working time, undoubtedly
were factors that contributed to the
increase of employment contracts
for part-time job (Kulushic, 2009).
Part-time job is publicly promoted
as a tool to enhance the flexibility of
markets and reorganization of work-
ing time, as a solution for different
family policies, as well as for reduc-
ing unemployment. Concerning the
employers, the option of concluding
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pa BO anaTka 3a yHanpepgyBake Ha
dnekcubunHocTa Ha nasapuTe u peop-
raHnsaumja Ha paboTHOTO Bpeme, Kako
peLLeHne 3a pasnnyHu cemejHu nonu-
TUKW, KaKo 1 3a HamanyBawe Ha cTan-
kaTa Ha HeBpaboTeHocT. 3a paboTtoaa-
BauMTe, onuujata Ha CKryyyBawe A0-
roBopu 3a BpaboTyBare€ CO HEMOSTHO
paboTHO BpeMe 403BOsyBa 3rofieMeHa
drekcMbnnHoCT BO cornacHocCT co ba-
pawaTta Ha nasapoT, Kako M 3ronemy-
Bakb€ Ha KanauuTeTuTe Unv npoLumpy-
Bake Ha pabOTHOTO Bpeme Ha nper-
npujatnjata. Paboterero co HENOMHO
paboTHO Bpeme, MOXe a OBO3MOXM U
waHca 3a nogobap 6anaHc nomery pa-
GOTHMOT XMBOT M OCTAHATUTE aKTUBHO-
CTW Ha paboTHMKOT.

Mo pabota co HenonHo paboTHO
BpeMe (part — time job) ce nogpasbvpa
TakoB TuN Ha paboTa KojalTo ce oaHe-
cyBa Ha paboTHO Bpeme KOoeLTo e no-
KpaTKko oA norHoTto paboTHO Bpeme.
KoH oBaa onwta gedunHuumja 3a pabo-
TaTa co HenomnHo paboTHO BpeMe Ke v
npuynonmMe 1 AeUHULUNTE CoapXKaHu
Bo HupekTtueata 97/81/E3 n KoHBeH-
umjata 6poj 175 Ha MeryHapogHaTa
opraHusauuja Ha TpyaoT. Taka, cnopea
OupekTtneata 97/81/E3, nog TEpPMUHOT
,PabOTHUK CO ckpaTeHo paboTHO Bpe-
mMe“ ce noaBeayBa Cekoj paboTHMK Ynmn
paboTHM YacoBW, NpecMeTaHn Heaen-
HO MnM BO MPOCEK 3a nepuod 40 eaHa
roguMHa, ce nomarnky Bo cnopegba co
paboTHUTE 4acoBM Ha paboTHMK CO
nonHo paboTtHo Bpeme. CnnyHa onpe-
aenba cpekaBame n Bo KoHBeHuujaTa
175 Ha MOT 3a pabota co ckpaTeHo
paboTtHo Bpeme. Bo Hea, TepMUHOT
,PabOTHMK CO ckpaTeHO paboTHO Bpe-
Me“ 03HayyBa BpabOTEHO nUUe 4nn
HOopMarnHu paboTHM YacoBu ce nomarn-

employment contracts on part-time
jobs enables an increase of flexibility
in accordance with the market de-
mand, as well as an increase of the
capacities or extension of the work-
ing time of the enterprises. Part-time
job may also provide a chance for
better balance between working life
and the other activities of the worker.

Part - time job means type of work
that relates to working time which is
shorter than full-time. We are going
to attach to this general definition
of part-time job also the definitions
contained in Directive 97/81/EC and
Convention number 175 of the Inter-
national Labor Organization. Thus,
according to Directive 97/81/EC,
the term ‘part-time worker’ refers to
an employee whose normal hours
of work, calculated on a weekly ba-
sis or on average over a period of
employment of up to one year, are
less than the normal hours of work
of a comparable full-time worker. A
similar determination is found in the
Convention 175 of ILO concerning
part-time work. There, the term part-
time worker means an employed
person whose normal hours of work
are less than those of comparable
full-time workers (C Convention 175
concerning part-time work, Art. 1, p.
a). Moreover, according to p. b of
the aforementioned Convention, the
normal hours of work may be calcu-
lated weekly or on average over a
given period of employment. Finally,
this Article contains an explanation,
according to which the term “ com-
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Ky BO cnopenba co paboTHuumTe CO
nonHo pabotHo Bpeme (C 175 KoHBeH-
LuuMja 3a ckpaTeHo paboTHO Bpeme, un.
1, . a). MNMpwuToa, cornacHo T. 6 of cno-
MeHaTtata KoHBeHuMja, HopMarHuoT
6poj Ha paboTHM YacoBM MOXe Aa ce
npecmeTyBa HedenHo unuM BO MpPOCEK
3a onpegeneH nepuoa BO paMkuTe Ha
paboTHMOT ogHoc. N Ha camuoT Kpaj,
OBOj YfleH COOpXW W nojacHyBawe,
cnopepn Koe, TEPMUHOT ,BO crnopeaba
€0 paboTHMK CO NOnHO paboTHO Bpeme”
ce ogHecyBa Ha pabOTHMK CO MOSHO
paboTHO Bpeme, Koj:

- 3acHoBarn uaeHTu4YeH paboTeH of-
HOC;

- pa6OTVI NMOEHTU4YHN W1 CIn4YHU
B1NOoBu pa6OTVI nnnm 3aHnmMmama "

- e BpaboTeH BO ucrtara opraHu3a-
uvja  (opraHusaumoHa  eauHU-
ua) unu, JOKOSKY He MoCcTou Cro-
pennme paboTHMK co NorHo paboT-
HO BpemMe BO Taa opraHu3aumuja
(opraHusauunoHa eguHuua), Toraw
BO paMKUTE Ha UCTOTO MpeTnpuja-
TWe, NN AOKONKY HE NOCTOWN TakoB
paboTHMK CO NONHO paboTHO Bpe-
Me BO Toa npetnpujatne, Toraw BO
ncTarta rpaHka unm gejHoOCT Kako U
pabOTHNKOT CO CKpaTeHO paboTHO
Bpeme (C 175 KoHBeHuuja 3a ckpa-
TeHO paboTHO Bpeme, Yn. 1, T. n).

HaBeneHute um3Bopu, UCTO Taka,
Ce BO Hacoka Ha OTCTpaHyBawe Ha
ANCKpMMHaUmMjaTa Ha paboTHuuuMTe
BpaboTeHM CO HenorHo paboTHO Bpe-
ME N HUBHO M3egHavyBake co paboT-
HUUM KoM paboTaT co MOfHO paboTHO
Bpeme. MoHaTamy, Tne umaat 3a uen
yHanpegyBarwe Ha KBanuTeToT Ha pa-

parable full-time worker refers to a
full-time worker who:

- has the same type of employ-
ment relationship,

- is engaged in the same or a sim-
ilar type of work or occupation,
and

- is employed in the same estab-
lishment or, when there is no
comparable full-time worker in
that establishment, in the same
enterprise or, when there is no
comparable full-time worker
in that enterprise, in the same
branch of activity, as the part-
time worker concerned; (C Con-
vention 175 concerning part-
time work, Art. 1, p. c(iii).

Listed sources are also aimed
at removal of discrimination of part-
time workers and their equation with
full-time workers. Furthermore, they
aim at improvement of the quality of
part-time work, as well as facilitation
of the development of this type of
work.

In the last two decades, in the
most industrialized countries of the
world, there is a tendency of in-
creasing the number of part-time
workers who have signed employ-
ment contract. In 1992, 14.2% of the
total employees in the EU are part-
time workers who have employment
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boTtata co HenonHo paboTHO Bpewme,
Kako 1 OnecHyBaH-eTO Ha PasBojoT Ha
0BOj BUg, pabora.

Bo nocnegnute aBe pekagu, BO
HajuHAycTpujanuanpaHnuTe 3emMmju  of
CBETOT € MpUCyTHa TeHaeHuujata Ha
3ronemMyBare Ha GpojoT Ha CKIy4YeHu
[0roBopy 3a BpaboTyBaH€e CO HEMOSTHO
paboTHo Bpeme. Bo 1992 roguHa, oa
BKYMHO BpaboteHuTe BO EY, 14.2% ce
paboTHMUKM cO AoroBopu 3a BpaboTy-
Bakb€ Ha HEMosnHo paboTHO Bpeme, Ao-
aeka Bo 2004 rogmHa, 6pojoT nopacHy-
Ba Ha 18.1% (Reilly and Fagan, 1998).

[orosopu 3a BpaboTyBawe CO He-
nonHo paboTHO Bpeme, [NaBHO ce
CKny4yyBaaT BO OApPELEHU CEeKTopu U
npodecun. eHepanHo, ctaHyBa 360p
3a YCNY>XHU OejHOCTUN 1 3a OejHOCTH o4
TepuunjapeH CekTop: XoTenu n pecrtopa-
HW, 34paBCTBO M coumjanHa paborta,
AncTpmnbyTrBHa TProeuja (NpoaaBHULY,
CTOKOBHM KyKkun), obpasoBaHue, pmHaH-
CUCKUTE MHCTUTYLIMN N YCNYTN U 3EMjo-
aencteoto. Bo 3gpascTtBOTO, 06paso-
BaHMETO M YCINYXHUOT CEKTOp CO He-
nonHo paboTHo Bpeme pabotar 22.6%
o4 BKYMHWOT 6poj paboTHMLM, BO 3eM-
jogencteoto 16.9%, BO MHAycTpujaTa
6.9%, BO yroctutenctsoto 28%, UTH.
lMpodecnoHanHMoT ctaTyc U nosor,
NCTO Taka, BNujaat BO ogpeayBaH-eTO
Ha paboTaTa co HenonHo paboTHO Bpe-
me. U Ha camunoT kpaj, BpaboTyBara
CO HenomnHo paboTHO Bpeme ce BWUC-
TMHCKa PeTKOCT Kora cTtaHyBa 300p 3a
MeHalepckute pabotHn mecta (Fig-
ures from Eurostat Labour Force,
2002).

contract, while in 2004; the number
increased up to 18.1% (Reilly and
Fagan, 1998).

Employment contracts on part-
time job, are mainly concluded in
certain sectors and professions.
Generally, these are service indus-
try and activities in the tertiary sec-
tor: hotels and restaurants, health
and social work, distributive trade
(shops, department stores), edu-
cation, financial institutions and
services and agriculture. Part-time
workers in the health, education and
service sector are 22.6% from the
total number of employees, in agri-
culture 16.9%, industry 6.9%, in ca-
tering 28%, etc. Professional status
and gender also influence the deter-
mination of part-time work. Finally,
employments with part-time job are
real rarity when it comes to manage-
rial positions (Figures from Eurostat
Labour Force, 2002).
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MpoueHTyanHa 3acTaneHoCT Ha
paboTta cO NONMHO M HENonHo pa-
060THO Bpeme

Percentage of employments
with full-time and part-time

MpochecvioHaneH Maxwu / Men

craryc /

YKenun / Women

Professional status HenonHo /

Part-time

MonHo /
Full-time

BkynHo /
Total

HenonHo /
Part-time

MonHo /
Full-time

BkynHo
/ Total

BkynHo
/ in Total

MeHaLlepcku
pabotun / Managerial 59 5
work (white collar)

64 30 6 36 100

AOMUHUCTPATUBHN
pa6otu /
Administrative work
(white collar)

44 7

51 29 20 49 100

Cnyx6eHuum

M YMHOBHMUUM /
Officers and clerks
(white collar)

28 4

32 39 29 68 100

3aHaeTunckm
pa6otu / Craft work 79 5
(blue collar)

84 12 4 16 100

Ddunsunyku pabotm /
Physical work (blue 57 8
collar)

65 18 17 35 100

BkynHo / Total 50 6

56 26 18 44 100

(U3eop: ,,Europa fond“ Fagan and
Burchell, 2002)

Bo npopomxkeHne Ha TpyadoT Ke ce
3agpxMMe Ha pabortata CO HenosiHo
paboTHO BpeMe BO Kopenauuja co pea-
nusaunjaTta Ha poHA0T Ha paboTHM Ya-
COBMW, KOj, N0 NpaBwusio, € BapujabuneH.

1.1. MapruHanHun wn cybcTaHumnjanHm
paboTHM Yacosu

Ha noyeTtokoT oa oBa nornaeje 6u
ncTakHane geka pabortara co HeNonHo
paboTHO Bpeme e dnekcmbunHa Bo
norneq Ha obpaboteHnTe paboTHM Ya-
COBMW.

(Source: ,Europa fond“ Fagan and
Burchell, 2002)

Further in the paper we will fo-
cus on part-time job in correlation
with the realization of the number of
working hours, which, as a rule, is
variable.

1.1. Marginal and substantial working
hours

At the beginning of this chapter
we would emphasize that a part-time
job is flexible in terms of the working
hours processed.
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PaboTHMTE HaUMOHANHW 3aKOHO-
AaBCTBa, W NOKPaj MOCTOEHETO Ha Me-
fyHapoOHW M3BOPU KOM ja perynupaar
oBaa marepwuja, He ce YHUEOPMHN BO
onpenenyBakeTo Ha paboTHM Yacosu
konwTto Tpeba ga GuoaTr ocHoBa 3a
onpegenyeake Ha pabotaTa co Hernos-
HO paboTHo Bpeme. [NpaBHaTa Teopuja,
nak, MUHCNMpupaHa og peanHuTe cnydau
BO NpakTukara, npasu nogenba Ha aBa
TMna Ha pabota co HenorHo paboTHO
Bpeme: MapruHanHa pabota (marginal
work) o 19 paboTHu Yaca BO Heenara,
n cybcraHumjanHa pabota (substantial
work) oa 20 go 34 pa6otHu yaca (Mes-
senger ,Working time and Workers’
Preferences in Industrialized Coun-
tries”).

MapruHanHata pabota npetcraBy-
Ba TakOB TWN Ha paboTa CO HemnonHo
paboTHO BpeMe koja 06m1yHO ro ondaka
pacnopegot go 19 paboTHu 4yaca BO
paboTtHata Hegena. KomnapatvBHuTe
UCTpaxyBara MNoKaxyBaaT AeKka OBOj
ueHsyc oa 19 paboTtHn Yaca Bo paboT-
HaTa Hegena Kako nnadoH, Moxe U
novHaky fa ce onpegenu (repMaHCcKoTo
3aKOHOOABCTBO Mpeno3Hasa T.H. ,Map-
rmHanHn“ paboTHULUM Kon MOoXaT Aa pa-
6otar go 15 paboTHu Yaca Bo paboTHa-
Ta Hegena).

MapruHanHaTa paboTa co HenonHo
paboTHO Bpeme MOXe [a ce OuBep3un-
dmumpa BO COrnacHoOCT Co pacrnopenoT
Ha paboTHUTE YacoBMW.

MapruHanHaTa pabota moxe aa ce
yTBpPOM NpPeKy: pukceH n BapujabuneH
pacnopeq Ha paboTHuTe yacosu. Kaj
duKCHMOT pacnopen paboTHuuuTe oa-
Hanpeq ro 3Haat paboTHOTO Bpeme U
pabotar cornacHo ogHanpep BOCMO-
cTaBeHuTe cTaHgapaun. Bapujabunuuor

Employment national regula-
tions, despite the existence of inter-
national sources that regulate this
matter, are not uniform in determin-
ing the working hours that should be
a base for determining part-time job.
Legal theory, however, inspired by
the actual cases in practice, divides
part-time job into two types of work:
marginal work up to 19 working hours
in a week, and substantial work from
20 to 34 working hours (Messenger
“Working time and Workers’ Prefer-
ences in Industrialized Countries”).

Marginal work is such type of
part-time job, which usually cov-
ers organization of up to 19 working
hours per working week. Compara-
tive studies show that this census of
19 working hours per working week
as a limit, may further be determined
(German law recognizes so-called
“‘marginal” workers who can work
up to 15 working hours per working
week).

Marginal work with part-time job
can be diversified in accordance with
the organization of working hours.

Marginal work can be determined
on the grounds of: fixed and variable
organization of the working hours.
With the fixed organization workers
know in advance the working time
and work in accordance with pre-
established standards. Variable or-
ganization of the working hours may
appear in different variants. Thus,
the most typical variant of a variable
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pacrnopeq Ha paboTHWUTE YacoBU MOXe
Ja ce nojaBu BO HajpasnuyHn BapujaH-
TW. Taka, HajkapakTepucTnyHa Bapu-
jaHTa Ha BapujabuneH pacnopes Ha pa-
BGOTHOTO BpemMe e CKIydyBaheTo Ha
A0roBOpoT 3a BpaboTyBawe CO HynTa
paboTHO BpeMe (zero hours contract)
WM Kako LUTO yLITe Ce HapekyBa - J0-
roBop 3a BpaboTyBawe Ha MOBWK (ON
call job) (Curcio, 2005). OBve BugoBu
Ha goroBopw 3a BpaboTyBate CO He-
nonHo paboTtHo Bpeme (paboTta Ha no-
BVK), He BKNy4yBaaT (PUKCHO paboTHO
Bpeme. PaboTHuum pabortat camo po-
KOmnKy paboTtogaBsa4voT uma notpeba og
HuB. OBMe [OroBopu Ce KapakTepu-
ctnyHm 3a CA[l, HO 1 3a Hekou apyru
€BPONCKN 3eMj1 BO KOM HE MOCTOjaT MH-
CTUTYLMOHAmNHW OorpaHuyyBaka BO Mo-
rneq Ha paboTtHoTo Bpeme. OBOj BMA Ha
paboTHO Bpeme oaroBapa Ha nocebHa
kateropuja paboTHuuM (Ha npumep,
ctyoeHTtn). Osge, pabotogaBayvoTr ja
nrnaka camo eeKTMBHO u3BpLLEHaTa
paboTa, foaeka BpeMETO Ha YeKake ro
HarpagyBa CcO onpegerneH nayLwan.
Cy6ctaHumjanHa paborta, wnu 3Ha-
yutenHa paborta, npetctaByBa popma
Ha paboTta co HenonHo paboTHO Bpeme
Koja 0614HO ro ondpaka pacnopenoT og,
20 go 34 paboTHM Yaca BO Heaenara.

PaboTHuTe YacoBu Kaj gorosopute
3a BpaboTyBawe CO cybcTaHumjanHo
HenonHo paboTHO BpeMe, MoXart Aa ce
pacnopegat WKCHO, HO W HecTaH-
aapaHo u dnekcnbunHo (Anne-Marie
Nicot, 2008). NcTpaxyBaraTa NoKaxy-
BaaT Aeka paboTHuuuTe cekoraw ce
MOHAaKNOHETN KOH U3BECHWNOT U Npeasu-
OB pacnopen Ha paboTHUTE 4YacoBu
BO paMKuTe Ha cybCcTaHumjanHMoT Mo-
Jen Ha paboTta co HenomnHo paboTHO
Bpeme.

organization of working time is con-
cluding of an employment contract
with zero working hours (zero hours
contract) or as it is also called - an
employment contract on call (Curcio,
2005). These types of employment
contracts on part-time job (on call job)
do not include fixed-term job. Work-
ers work only if the employer needs
them. These agreements are typical
for the U.S., but also for some other
European countries where there are
institutional restrictions in terms of
working time. This kind of working
time corresponds to a special cate-
gory of workers (ex. students). Here,
the employer pays only the effective
work done, while pays certain lump
sum as a reward for the waiting time.
Substantial work, or significant work,
is a type of part-time job, which usu-
ally includes the organization from
20 to 34 hours worked in a week.

Working hours in employment
contracts with substantial part-time
job, can be classified as fixed, but
also arbitrary and flexible (Anne-Ma-
rie Nicot, 2008). Studies show that
workers always prefer for a time and
predictable organization of working
hours within the substantial form of
a part-time job.
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MpoueHTyanHa 3acTaneHoCcT Ha
pabGoTHMLM CO NONHO paboTHO Bpe-
me (MPB ), cy6cTaHumjanHo Henon-
Ho pabotHo Bpeme (CHPB) n mapru-
HanHo HenonHo pa6otHo (MHPB)
BpeMe BO 3eMjuTe-4neHKu Ha EY

Percentage of employees with
full-time job (FTJ), substantial
part-time job (SNRV) and margin-
al part-time job (MPTJ) in the EU
Member States

il\)’/lee“ﬂl;gfgraﬁg s+ fﬁg?ﬁ:’;al Maxn / Men Kenn / Women
MPB/ | CHPB/ | MHPB/| NPB/ | CHPB/| MHPB/
FTJ SPTJ MPTJ FTJ SPTJ | MPTJ
AscTtpuja / Austria 96 3 1 68 24
Benrvja / Belgium 90 8 2 59 28 13
HaHcka / Denmark 89 6 5 64 27 9
®uHcka / Finland 95 4 1 86 9 6
®paHumja / France 91 8 1 66 25 9
lepmanuja / Germany 90 4 6 57 25 18
Mpuuja / Greece 91 6 3 68 23 9
Wpcka / Ireland 88 9 3 66 24 10
WUtanwuja / Italy 88 9 3 69 23 8
Jlykcembypr / Luxemburg 92 7 1 59 37
XonaHguja / Netherlands 81 10 9 34 31 35
Moptyranwja / Portugal 95 4 1 81 13
LWnaHwja / Spain 9 9 0 73 21
LLIBencka / Sweden 90 7 3 63 31
Benuka Bputanumja / UK 89 7 4 52 27 21
HopsgeLwuka / Norway 90 7 3 58 26 16
=) 12:';2?\32;“‘3’ 91 6 3l 61 25 14

(N3eop ,Eurofond” - Bielenski, Bosch
and Wagner, 2004)

2. NpeKkyBpemeHa paboTa
(overtime work)

Moa npekyBpemeHa paboTa ce
nogpasbupa oHaa paborta kora paboT-
HUKOT paboTn Hag pegoBHUOT 6poj pa-
GOTHM YacoBM KOW Ce YTBPAEHU UMK
AOroBOpPEHN CO O0roBop 3a BpaboTy-
Bake, n/vnn co: obuydaj n obuyajHo

(Source “Eurofond” - Bielenski, Bosch
and Wagner, 2004)

2. Overtime work

Overtime work means the work
when an employee works over the
regular number of working hours
that are set up or agreed under an
employment contract, and/or by:
custom and customary law, legisla-
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npaBo, 3aKOHOL4ABCTBO W KOMEKTUBHMU
porosopu. (International Labour Orga-
nization in Geneva — ,Information sheet
number WT — 2%) MIHCTUTYTOT npeky-
BpemeHa paboTa, Kako BMA Ha paboT-
HO BpeMe, € BO hyHKUMja Ha noTpebu-
Te Ha paboTogaBaduTe 3a 3a40BOMy-
Bak-€ Ha noTpebute Ha nobapyBaykaTa
Ha nasapoT, TeCHUTe rpra BO NPous-
BOACTBOTO M HegocTaTouute og pabot-
Ha cuna. Mopa ga ce nctakHe geka Bo
OBOj crnyyaj ctaHyBa 36op 3a paboTta
Koja He npeTcTaByBa Aen o4 Boobuya-
€HWOT pacnopes Ha HeaenHoTo paboT-
HO BpemMe Ha paboTHuKOT. lNMpekyBpe-
MeHaTa paboTa ce perynupa Ha pasnu-
YeH Ha4MH, BO PasfnnyHN 3eMjU-YSEeHKM
Ha EY. Bo onpegeneHu 3emju, npocey-
HWOT POHA Ha NpeKyBpeEMEHN paboTHM
yacoBu msHecyBa u go 350 vaca ro-
anwHo. Camo Bo gge 3emju (HdaHcka n
Benuka bpuTaHuja), npaBHO gonyLuTe-
HWOT POHA Ha NpeKyBpeEMEHN PaboTHU
4YacoBM He e 3aJ0/MKUTENHO perynupaH
(3aBuCKH N o KONEKTUBHUTE OOrOBO-
pW, N1 o4 UHAMBMAYANHOTO Nperosa-
pawe nomery paborogaBaynTe n pa-
ooTHuuMTE). 3emajkn ja npenBug 3a-
wTMTata Ha paboTHUYKMTE nNpaea, Mo-
Xe ga ce chopmupaat Tpu rpynu Ha
3eMjV-YNEHKN, KOW MMNSIeMEHTMpaaT
pasnuyHKM cTaHgapAaw BO norneq Ha pe-
rynaumjata Ha 6pojoT Ha 4acoBM BO
npekyBpemeHo pabotHo Bpeme. LLna-
HWja e nuaep BO Nnornea Ha CTpUKTHaTa
3alWTuTa, Kage LWTO MaKcumarnHo Oo-
NyWTEeHNOT (POHA Ha NpeKkyBpeMeHU
paboTHK Yacosu usHecyBa 80 yaca ro-
AunwHo. PenaTnBHO NoBMCOKa rpaHuua
nmaart Jluteanuja (120) n Yewska (150
yaca). OBa ce 3eMju oA T.H. ,pBa rpy-
na“, KoM maat HajpecTpUKTUBHA pery-
naTtuea BO Nnornes Ha ypeayBaheTo Ha

tion and collective agreements. (In-
ternational Labour Organization in
Geneva - “Information sheet number
WT - 2”). The Institute overtime work,
as a type of working time, is in favor
of the needs of employers to satisfy
the needs of market demand, bottle-
necks in production and the lack of
labour force. It must be pointed out
that in this case it is about a work that
is not part of the usual organization
of hours worked per week by an em-
ployee. Overtime work is regulated
in different way, in various EU Mem-
ber States. In certain countries, the
average number of overtime work-
ing hours amounts to 350 hours per
year. Only in two countries (Denmark
and UK), the legally allowed number
of overtime working hours is not ob-
ligatorily regulated (it depends on
either the collective agreements or
the individual negotiations between
employers and workers). Taking into
account the protection of workers’
rights, three groups can be formed of
Member States that implement differ-
ent standards in terms of regulation
of the number of hours in overtime
work. Spain is the leader in terms of
strict protection, where the allowed
maximum number of overtime hours
is 80 hours worked per year. Rela-
tively higher limits are in Lithuania
(120) and the Czech Republic (150
hours). These are countries of the so
called “First group” which have the
most restrictive legislation in terms
of organization of overtime work.

The second group includes eight
Member States (Latvia, Portugal,
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npekyBpemeHara pabora.

Bo BToparta rpyna cnaraaT ocyM
3emju-uneHkun (Ilateuja, MNopTtyranuja,
LWesencka, d®paHumja, PuHcka, Utanu-
ja, benrnja n NykcemBypr), BO kou ro-
OVLWHNOT NuMUT cpurypupa nomery 200
- 300 npekyBpeMeHn paboTHN YacoBW.
OcrtaHatute 12 3emju ce gemHupaart
Kako 3eMju BO KOM npeKyBpemeHaTa
pabota e pgonywTeHa CO HaBWUCTUHA
dnekcnbunHa ocHoBa Koja ja npemwu-
HyBa u rpaHuuara og 400 yaca roguw-
HO, 1 MOKpaj Toa WTO BO HajronemMmoT
Aen o UctuTe, roauWHNOT NUMUT Ha
npekyBpemeHa pabota He HagMWHyBa
420 vaca. CraHyea 360p 3a: puuja,
XonaHvguja, Manta, lNoncka, Cnoeau-
Ka, YHrapuja, EcToHuja u [epmaHuja
(Krzysztof Wach, 2007).

Bo npogormkeHve Ha TpygoT, uny-
cTpypame Tabena npeky Koja ke ce
obugeme oa gageme nonpeumseH npu-
Ka3 Ha HOPMaTMBHOTO ypeayBawe Ha
npekyBpemMeHoTo paboTHO BpemMe BO
3eMjun-yreHkn Ha EY.

Sweden, France, Finland, Italy, Bel-
gium and Luxembourg), in which the
annual limit ranges between 200 and
300 overtime working hours. The re-
maining 12 countries are defined as
countries in which overtime work is
allowed with really flexible grounds
that overcome even the limit of 400
hours worked per year, despite the
fact that with most of them, the annu-
al limit of overtime work does not ex-
ceed 420 hours worked. These are:
Greece, Netherlands, Malta, Poland,
Slovakia, Hungary, Estonia and Ger-
many (Krzysztof Wach, 2007).

Further in this paper, we will pre-
sent a table and try to give more pre-
cise review of the normative organi-
zation of overtime work in the EU
Member States.
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MakcumanHo Tpaewe Ha

npeKkyBpemMeHaTa paboTta BO
3emjuTte-yneHku Ha EY, 2006 roguHa

(BO yacoBwm)

Maximum duration of overtime
work in the EU Member States, 2006
(in hours)

3emja-uneHka / LI
Memjber-State nuMuT / OGjacHyBame / Explanation
Annual limit
520 - 728 HepenHoTo paboTHO Bpeme, BKIyYUTENHO U NpekyBpemeHaTa paboTa koja He
AsBcTpwmja / Austria Moxe Aa HagmuHe 50 vaca / Working time per week, including overtime work
yaca / hours | which can not exceed 50 hours
Benruja / Belgium 26?10L|uarga / He noseke og 60 yaca Bo 3 meceuy / No more than 60 hours in 3 months
416 - 520 HepenHoTo paboTHO Bpeme, BKIyYUTENHO 1 NpekyBpemeHaTa paboTa He
Kunap / Cyprus HagMuHyBa 48 yaca / Working time per week, including overtime work does
yaca / hours | not exceed 48 hours
::I'.)ul:(glilchech 1520quar§a / He noseke oa 8 yaca HegenHo / No more than 8 hours per week
HaHcka / Denmark - Ce ypeaysa co konektuseH goroesop / Regulated by collective agreement
(o) 420 Ce ypenyBa nHamBuayanHo mery paborogaBayoT U paboTHUKOT, 06UYHO He
. . Kony ) OAaB:
EcTtoHuja / Estonia noseke of 8 yaca HegenHo / Regulated individually between employer and
Yaca / hours | worker, usually no more than 8 hours per week
250 yaca / He noeeke oa 138 yaca 3a 4-meceudeH nepuop u He noeeke of 20 yaca
®uHcka / Finland h HegenHo / No more than 138 hours in 4-month period and no more than 20
ours hours per week
: 220 vaca/ |Deranuaupato Bo konekTueer aorosop / Described in details in a collective
®paHuumja / France hours agreement
f 416 yaca/ 8 yaca HegenHo u He noeeke o 48 Yaca 3a 4 meceum / 8 hours per week and
lpumja / Greece hours no more than 48 hours in 4-month period
LnaHwuja / Spain 80h:3|%a / 3abpaHeTa e npekyspemeHa pabota Hoke / Prohibited overtime work at night
: HepenHoTo paboTHO Bpeme, BKIyYUTENHO 1 NpekyBpemeHaTa paboTa He
)bgojt-lhamlmjzl 41?] 4aca / HagmuHyBa 45 yaca / Working time per week, including overtime does not
etherlands ours exceed 45 hours
HepenHoTo paboTHO BpeMe, BKIy4UTENHO U NpekyBpemeHaTa paboTa, He
468 yaca / HagMuHyBa 48 yaca, kako 1 aa e, Moxe fa ce 6anaHcupa 3a 4-MeceyHn
Wpcka / Ireland nepuoay (6-mecedHm 3a ceaoHckn pabotHuum) / Working time per week,
hours including overtime, does not exceed 48 hours, however, it can be balanced
for 4-month periods (6 months for seasonal workers)
IutBaHuja / 120 yaca/ |He noeeke on 4 yaca Bo 2 nocnenoBaTenHu AeHa, HO He noseke of 120 yaca
Lithuania hours / No more than 4 hours in 2 consecutive days, but no more than 120 hours
Tykcem6ypr / 288 yaca/ |He noseke of 2 4aca AHEBHO, HO He NoBeke HU of 24 Yaca mecedHo / No
Luxembourg hours more than 2 hours a day, but no more than 24 hours per month
He noseke og 200 yaca rogulHo, HO He noBeke HK oA 48 Yyaca MeceyHo.
Nareuja / Latvia 200 yaca/ |MNpekyspemeHarta pa6oTa Mopa Aa ce NOTBPAM CO NPETXoAHa N1CMeHa
hours cornacHoT. / No more than 200 hours per year, but no more than 48 hours per
month. Overtime work must be confirmed with prior written consent.
HepenHoto paboTHO Bpeme, BKITy4YMTENHO 1 NpekyBpemeHaTta pabora He
ManTa / Malta 416 vaca / cMmee fa HagMuHe 48 yaca, WTo 3Hauu He noeeke of 8 yaca HegenHo /
hours Working time per week, including overtime must not exceed 48 hours, which
means no more than 8 hours per week
: HepenHoTo paboTHO Bpeme, BKIyYUTENHO U NpekyBpemeHaTa paboTa He
I(';epmarwua / OKOJ‘Iy 420 cMee Ja HagMmuHe 48 vaca / Working time per week, including overtime must
ermany Yaca / hours | not exceed 48 hours
Moncka / Poland 41 ?oqu?'ga / 8 yaca HegenHo / 8 hours per week
ggmga"ma / 20?10quar(3:a / He noseke og 200 yaca roauwwHo / No more than 200 hours per year
ggs:ﬁ:'(a / 41 quuarga / 8 yaca HegenHo / 8 hours per week
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) MpekyBpemeHaTa pabota He cMee Aa HagMuHe Bo npocek 10 yaca HeaenHo,
CnoBeHuja / 520 yaca/ |wTo 3Haun He noseke of 520 yaca roguiuHo / Overtime work shall not exceed
Slovenia hours an average of 10 hours per week, which means no more than 520 hours per

year
MpekyBpemeHaTta pabota He cmee fa HagMuHe 48 yaca Bo 4
EJB%ACKa / 200 yaca/ nocrenosarenHu Hegenu, unu 50 yaca meceuHo / Overtime work must not
weden exceed 48 hours in 4 consecutive weeks, or 50 hours per month
) HepenHoto paboTHO BpeMe, BKITy4YMTENHO U NpeKkyBpeMeHaTa
YHrapuja / 416 yaca/ |paborta He HaamuHyBa 48 yaca / Working time per week, including
overtime does not exceed 48 hours
B. BputaHuja / - Hema HaupoHanHa perynatuea / There is no national regulations
P J] pery.
f 8 yaca HepgenHo, Ho He noBeke oA 250 Yaca roauLlHo / 8 hours per
MTan"ja / 250 vaca / week but not more than 250 hours per year

(N3eop: Wach 2007, page 75— 76)

3. ®nekcu paboTHO Bpeme

HoroBopoT 3a BpaboTyBawe CO
dnekcn Bpeme, npeTcTaByBa ywTe
eeH of, 4eCTO CNoOMeHyBaHWUTE NOABU-
AOBM JOrOBOPY BO paMKUTE Ha UHTep-
HaTa Hymepunyka dnekcnbunHoct. Cta-
HyBa 300p 3a TakoB BMA Ha AOOroBop
npeky koj paboTHOTO Bpeme Ha paboT-
HWKOT MOXe [a Bapupa BO paMKuTe Ha
onpeaeneHn NUMUMTU (3ano4yHyBaH-ETO
N 3aBpLUYBaHETO Ha PabOoTHMOT AEeH).
driekcn paboTHOTO BpeMe e Bapujabun-
HO paboTHO Bpeme co BapujabuneH
pacnopen, Koe € aHTOHMM Ha Tpaau-
uMmoHanHuTe goroBopu 3a BpaboTysa-
He KoMWTO npeaBuayBaat pacnopepn
Ha nonHo paboTHO Bpeme CO cTaHaap-
AEH NoYEeTOK BO 9 4acoT 1 HEroBO 3aBp-
wyBahe BO 17 yacor.

KpenpareTo Ha 0BOj TvMn Ha pabo-
Ta My ce npunuwysa Ha Bunnjam Xe-
HUHr. ®nekcn paboTHOTO Bpeme nper-
nocTtaByBa UCMNOSHyBake Ha paboTHO-
TO Bpeme BO (bMKCeH, rmaBeH nepuos
(npubnmxHo 50% oa uenocHoTo pa-
©0THO Bpeme, Ha npumep, nomery 10 n
14 vacort). OcTtanatoto paboTHO Bpe-
Me of paboTHUOT AeH e ,,donekcu nepu-
oa“, BO Koj paboTHMLMTE MOXe Aa oa-
Ouvpaart kora ke pabotar, nmajkn npea-

(Source: Wach 2007, page 75-76)

3. Flexible organization of
working time (flexitime)

Employment contract with flexi-
time, is another frequently mentioned
subtype of contracts within the inter-
nal numerical flexibility. It is a type of
agreement by which working time of
an employee can vary within certain
limits (beginning and end of working
day). Flexitime is a variable-time with
variable distribution, which is anto-
nym of the traditional employment
contracts that provide for distribution
of full-time working hours with stand-
ard beginning at 9 a.m. and end at
5p.m.

Creating this type of employment
is attributed to William Henning.
Flexitime is supposed to be fulfill-
ment of the working time in a fixed
term, main period (approximately
50% of the whole working time, for
example, between 10 a.m. and 2
p.m.). The remaining working time
of a workday is “flexitime” in which
workers can choose when to work,
keeping in mind that the necessary
work should be completed and the
total number of working hours per
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BWA [eKa HeornxoaHaTta paboTa Tpeba
ha Obuge 3aBplleHa v geka Tpeba aa
©vae nocturHat BkyneH obem Ha gHEB-
HO, HedenHo MM MecevyHo paboTHO
BpeMme.

MNonuTtukarta Ha nekcn Bpeme, Ha
paboTHUUUTE MM OBO3MOXYBa CaMo-
CTOjHO Ja oanydar Kora ke pabortar,
Aofeka nonvTukara Ha nekcu MecTo,
Ha paboTHMUMTE MM OBO3MOXYBa Ca-
MOCTOjHO Aa oanydyar kage ke paborar.
[leHec nocTojat MHOry TUNOBW Ha 4Oro-
BOpM 3a BpaboTyBare CO driekcu pa-
GOTHO Bpeme, 3anoyHyBajkM of dop-
ManeH NMCMeH AOroBop CO MpeumnsHo
objacHeTn npaBuna n npouenypu, na
cé 0o HedhopmarneH JOroBop nomery
paboTogaBayoT 1 paboTHMKOT.

Op poroeopoT 3a BpaboTyBake Co
drekcn paboTHO BpemMe, NpuaobuBku
nmaaTt ABeTe CTpaHu: paboTHMUUTE M
pabotogaBaunTe. 3a Hekon paboTHU-
un, (ocobeHo 3a BpaboTeHuTe pogute-
nn), BakBMTE TMMNOBM Ha AOroBOpPM 3a
BpaboTyBar€e ce 0AroBop Ha paboTHu-
T€ N cemejHUTE 06BPCKMN (KaKo LITO €
rpwkarta 3a geua). Victo taka, BakBnoT
TMN Ha opraHu3aumja Ha paboTHOTO
BpeMe MM norogyBa Ha paboTHuuUMTE
KoM naTyBaaT o MECTOTO Ha XuBe-
ewe, 0o paboTHOTO MecTo co uen aa
ro n3berHat CTpecHUoOT 6paH Ha coob6-
pakaeH meTex, UTH. [JoroBopoT naBa
MHOTy NpeaHoCcTM 1 3a paboTtogaBayn-
Te. ®dnekcmbunHata opraHuMsaumja Ha
paboTHOTO BpeMe He no3HaBa Aou-
Hene Ha paboTa, a Toa Moxe Aa ja 3ro-
neMu MoTMBaumjaTa Ha paboTHuuuTe
Ha pabota. Cenak, dnekcu paboTHOTO
BpemMe uma u Hegoctatoun. Co BakoB
TMN Ha JOroBopu 3a BpaboTyBake, Me-
HaLlepuTe MmaaTr noTeHuMjanHn Tell-

day, week or month should be real-
ized.

The policy of flexitime allows
the workers to independently decide
when to work, while a policy of flexi
workplace allows the workers to de-
cide independently where to work.
Today, there are many types of em-
ployment contracts with flexitime,
starting from a formal written con-
tract with precisely explained rules
and procedures, and further up to an
informal agreement between the em-
ployer and worker.

The employment contract with
flexi working time offers benefits to
both sides: the workers and employ-
ers. For some workers (especially for
the parents employed), these types
of employment contracts are re-
sponse to the job and family obliga-
tions (such as the care for children).
Also, this type of organization of the
working time is convenient for the
employees who travel from place of
residence to the workplace in order to
avoid stress wave of traffic jam, etc.
Such a contract offers many advan-
tages also for employers. Flexible or-
ganization of the working time does
not know about being late at work,
and it can increase the motivation
of workers at work. However, flex-
ible working time also has its short-
ages. By this type of employment
contracts, managers have potential
difficulties in providing optimum flow
of work and in the coverage of criti-
cal functions. They are often faced
with an additional amount of costs
required for supervision, in order to

186



Topop Kanamatnes

Todor Kalamatiev

KoTun npu o6e3benyBar-€TO Ha ONTU-
MarneH NpoTok Ha paboTtaTta n npu no-
KPMBaHETO Ha KPUTUYHUTE (OYHKLIMW.
Tue, 4ectonatn, ce coovyBaaT U CO
AononHuTeneH o6emM Ha TpoLuoum no-
TpebHM 3a cynepBu3nja, co Len ga ro
KOHTpONupaar KBaHTYMOT Ha paboTHO
BpeMe KoeLuTo Tpeba aa ro n3spLlyBa-
aT HMBHUTE BpaboTeHn. KoHeuyHo,
dnekcn paboTHOTO BpemMe MoXe Aa
NPUAOHECE KOH 3roniemMyBaH€e M Ha UH-
AVNPEKTHUTE TpOLLOUM (Kako LITO ce 3a-
rpeBakeTo U KIMMaTu3MpaheTo Ha
paboTHMTE NPOCTOpPMM), 3aToa LUTO Ka)j
BakBMOT Tun Ha paboTta, paboTHOTO
BpeMe Tpae Mogonro og BoobunyaeHo-
TO.

4. 36neHo (komnpecupaHo)
HeAenHo paboTHO Bpeme

36ueHoTo (KoMnpecunpaHo) pa-
©0THO Bpeme npeTcTaByBa dnekcmbun-
NEeH MOoAen Ha opraHu3vpare Ha pa-
©oTtHoTO Bpeme. Ce KapakTepusmpa co
3rornemyBarwe Ha 6pojoT Ha paboTHu
4YacoBu BpP3 AHEBHA OCHOBA 3a CMeTKa
Ha 6pojoT Ha paboTHM AeHOBM BO eAHa
ceamuua. (Compressed working time,
1996).

OBoj mogen npeTtcTaByBa Ba-
pujaHTa Ha dnekcmbunHa dopma Ha
opraHuaupare Ha paboTHOTO Bpeme 1
Ha paboTHumoT npouec. OBae, 3roneme-
HMOT (POHA, Ha YacoBU BP3 AHEBHA OC-
HOBa, MO NpaBWIIO Ce KOMMEeH3npa co
cnobogHu AeHoBKM (OeHOBK 3a ogMop).
lMocTojaT noBeke onuun nNpeky Kou
MOXe Ada ce peanuaupa Komnpecupa-
HOTO paboTHo Bpeme. [NpuToa, 36ue-
HOTO paboTHO Bpeme ce HaJonsfHyBa
CO CMeHckaTa paboTta M ocTaHaTute
dnekcnbunHn mMogenn Ha opraHu3a-

control the quantum of working time
to be realized by their workers. Final-
ly, flexi working time can contribute
to an increase in the indirect costs
(such as heating and air condition-
ing of the working premises), as in
this type of work, working time last
longer than usual.

4. Tight (compressed)
working hours per week

Tight (compressed) working
hours refers to a flexible form of or-
ganization of working hours. It’s char-
acterized by an increasing number
of working hours on a daily basis for
the account of the number of work-
ing days in a week. (Compressed
working hours, 1996).

This model is a variant of a flex-
ible form of organization of working
hours and working process. Here,
the increased number of hours per
day is usually compensated by days
off (vacation days). There are sever-
al options by which the compressed
working hours can be realized. Thus,
the tight working hours are made up
with work in shifts and other flexible
forms of organization of the work and
working hours. An employer in or-
ganizing compressed working hours
must be guided by the provision that
provides for full-time working hours.
Practice in many countries indicates
that the most characteristic is the
reduction of the working week to 4
days (Thomas M. Beers, 2000).
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umja Ha paboTtata n paboTHOTO BpeMe.
PaboTtogaBayoT npu opraHM3MpaH-eTo
Ha KOMMpPEecUBHOTO paboTHO Bpeme
Mopa da ce pakoBoau of oapenbarta
CO KOja ce npegBwuayBa MNOMHOTO pa-
6otHO Bpeme. [lpakcata BO noBeke
3eMju yKaxyBa [eKka HajkapakTtepu-
CTMYHO e HamarnyBaheTo Ha paboTHa-
Ta Hegena Ha 4 pabotHu geHa (Thomas
M. Beers, 2000).

5. NpaBHO ypeayBame Ha
paboTHOTO Bpeme BO
Peny6nuka MakenoHuja

(co nocebGeH OCBPT Ha
CKpaTeHOTO paboTHO BpeMe U
npeKkyBpeMeHaTa pabora Kako

dnekcnbunum dopmu)

Bo Penybnuka MakegoHuja nocto-
jaT cTaHgapaHn hopMu Ha perynmparbe
Ha pabOTHOTO BpeEMEe KOM Ce BO Kope-
nauuja co onwitata Teopuvja 3a Knacu-
dmumnpare Ha paboTHoTO Bpeme. Ma-
KEOJOHCKOTO TpPyAOBO 3aKOHOOABCTBO
MM WHKopropupa OBETE OCHOBHU KIia-
cndmkaumm Ha paboTHOTO Bpeme, U
TOa: cnopen BpeEMETpPaeHETO 1 criopen
nepvMoaoT o AEeHOT/HOKTa Ha BpLuUe-
HeTo Ha pabotaTta. Cnopen BpeMe-
TpaeweTo Ha paboTHOTO Bpeme, Te-
opuvjata M npakcarta, CO WCKITY4OK Ha
pasnuyHnTe hrnekcnbunHn Bapujauun,
pasnukyBaat: NofnHo paboTHO Bpeme
(kako ocHOBa NpW NPecMeTyBaETO Ha
TpaeheTo Ha pPaboTHOTO Bpeme) U an-
TEpHaATUBW: Hag 1 Nog NosIHOTO paboT-
Ho BpeMme. Kora roBopmme 3a paboTHO
BpeMe Hapg MOSTHOTO paboTHO BpeMme,
MUCIMME Ha NpekyBpemMeHaTta paborTa,
Jofeka Kora roBopume 3a antepHaTu-
BaTa nog mnofHoto paboTHO Bpewme,
roeopume 3a pabortata CO CKpaTeHo

5. Legal regulation of the
working time in the
Republic of Macedonia

(with special emphasis on
part-time and overtime as
flexible forms

In the Republic of Macedonia
there are standard forms of regula-
tion of the working time that are cor-
related with the general theory of
classification of the working time.
Macedonian labor regulations incor-
porate two basic classifications of
working time, as follows: by duration
and by the period of the day / night
of the performance of work. Accord-
ing to the duration of working time,
the theory and practice, with the
exception of various flexible varia-
tions, distinguish: Full-time work (as
grounds for calculating the duration
of the work time) and alternatives:
above and below the full-time work.
When we talk about working time
over the full-time, we mean over-
time work, while when we talk about
the alternative under full-time work,
we mean part-time work. Accord-
ing to the period of the day / night of
the performance of work, almost all
modern labor legislations, in addition
to the standard working time during
the day, also regulate the so called
night work, which provides for sepa-
rate specificities for workers and em-
ployers.

The main source in which the
working time is regulated is the
Law on Labor Relations (hereinaf-
ter: LLR), whereby the provisions
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paboTHo Bpeme. Cnopen nepuoaoT of,
OEeHOT/HOKTa Ha BpLLUEHETO Ha pabo-
TaTa, peyncu cute coBpeMeHmn paboTHu
3aKOHOOABCTBA, MOKpaj cTaHAapAHOTO
paboTHO Bpeme BO TEKOT Ha AEHOT, ja
perynupaaT 1 T.H. HOKHa paboTa, koja
npeasuaysa nocebHn cneumduyHOCTH
3a paboTHnuuTe 1 3a pabotogasadnTe.

OcHoBeH 13BOp BO KOj Ce perynupa
paboTHOTO BpeMe e 3aKOHOT 3a paboT-
HUTE ogHOCK (BO HAaTaMOLUHWUOT TEKCT:
3PO), npu wTto, ogpenbute 3a pabot-
HOTO BpPEME Ce CUCTeMaTU3NPaHn BO
Maea IX.

5.1. CkpaTeHo paboTHO Bpeme

CkpaTteHoTo paboTHO Bpeme npeT-
cTaByBa paboOTHO Bpeme MOKpaTKo of
nonHoTo paboTHo Bpeme (dunpekTnBa-
Ta 97/81 n KoHeeHuujata Ha MOT 6poj
175). CkpateHoTO paboTHO Bpeme Haj-
4eCTO Ce MHKopnopupa BO COOOBETEH
BWZ Ha A0OroBopu 3a BpaboTyBahe Kon
Ce eBMAEHTHU Kako BO MaKedOHCKOTO,
Taka M BO KOomnapatuBHute paboTHu
3akoHogascTBa. OTTyka, BO npogorn-
XeHue ke HanpasuMme obug aa ro npo-
aHanuanpame 0BOj TN Ha paboTHO
Bpeme Nnpeky COOABETHMOT JOrOBOPEH
00nunK, MCTOBPEMEHO YKaXyBajkm Ha
M3BECHWN acnekTu M BOOYYBajkM onpe-
AeneHn HegoctaToum BO 3aKOHOT 3a
paboTHUTE oaHOCH.

Pabotata co ckpateHo paboTHO
Bpeme e perynupaHa BO urneH 48 un
uneH 49 on 3akoHoOT 3a paboTHuTe oa-
HOCK, ancnepsmpajkn ce Bp3 ABa MHC-
TnTyTa. MIMeHo, 3akoHOT 3a paboTHuTe
oOHOCKU npeaBuayBa CKMydvyBawe Ha
A0roBop 3a BpaboTyBaHe CO CKpaTeHo
paboTHO Bpeme 1 foroBop 3a BpaboTy-

for working time are systematized in
Chapter IX.

5.1. Part-time work

Part-time work means working
time shorter than the full-time work
(Directive 97/81 and the ILO Con-
vention number 175). Part-time is
most often incorporated into an ap-
propriate type of employment con-
tracts evident both in the Macedo-
nian and in the comparative labor
legislation. Hence, further we will
make an attempt to analyze this type
of working time through an appro-
priate contractual form and, at the
same time, pointing to certain as-
pects and identifying certain short-
ages in the Law on Labour Relations.
Part-time work is regulated in Article
48 and Article 49 of the Law on La-
bour Relations, dispersing upon two
institutes. Namely, the Law on La-
bour Relations provides for signing
of an employment contract on part-
time work and employment contract
on part-time work with more employ-
ers. Before proceeding to the analy-
sis of this type of work and its posi-
tive-legal determination, we consider
it necessary to intervene in the very
name of this term, which in our deep
persuasion was improperly used. If
we compare the institute part-time
work as referred to in Articles 48 and
49 of the ILO, which means modern
flexible employment contract with the
institute “part-time work” of Chapter
IX — working time, and in particu-
lar Articles 122 (part-time in special

189



PeBwja 3a counjanHa nonuTuka, rog. 5, 6p. 9, Ckonje, asryct 2012

Bake CO CKpaTeHO paboTHO Bpeme co
noeeke pabotogasaun. [pen ga npe-
MUHEME Ha aHanm3aTa Ha OBOj TWMN Ha
paboTta 1 HeroBaTa NO3NTUBHO-NPaBHa
AeTepMuHaumja, cmMeTame Aeka e He-
ONXOAHO Aa MHTepBEHNpaMe BO camu-
OT Ha3MB Ha OBOj TEPMMH, KOj MO Halle
anaboko ybenyBakbe € HenpaBUIHO
ynoTpebeH. [lokonky ro cnopeanme
WHCTUTYTOT CKpaTeHo paboTHO Bpeme
on yuneHouTe 48 n 49 og 3P0, koe 03-
HayyBa coBpeMeH chrnekcmbuneH goro-
BOp 3a BpaboTyBawe, CO UHCTUTYTOT
,CKpaTteHo paboTHo Bpeme“ og [Maea
IX — paboTHO Bpeme, a 0CoBEHO une-
HoBuTe 122 (ckpaTeHo paboTHO Bpeme
BO nocebHu cny4vamn) n 122-a (ckpateHo
paboTHO Bpeme BO MOCeOHM ycrosw),
ce pobuBa BneyaToKk Oeka CTaHyBa
360p 3a ugeHTN4Hn pabotn. N nokpaj
TOa WTO AedmHMUmjaTa 3a T.H. ckpaTe-
Ho paboTHO BpeMe e paboTa koja e rno-
KpaTka oA nonHoTto paboTHO Bpeme,
3aKOHO4ABELIOT NpaBv TEPMUHOSOLLKA
HepgocneaHocT. [JoroBopoT 3a Bpabo-
TyBake CO CKpaTeHO paboTHO Bpeme
npetcraByBa nocebeH, dnekcmbuneH
TMN Ha BpaboTyBame KOj ce ogHecyBa
Ha cuTe pabotocnocobHu nyre. OBOj
TMN Ha JOroBop, Kako nocebeH Bug, e
aen Ha 3P0 og 2005 rognHa u e pesyn-
TaT Ha XapMOHM3UpPaHETO Ha Make-
AOHCKOTO TPYAOBO 3aKOHOAABCTBO CO
EBponckarta gupektuea 97/81 3a pam-
KOBHMOT pgoroBop 3a pabora co
»,HEenonHo paboTHo Bpeme”, WTO 6K
©un HajcooaBeTeH TEPMUH Ha ,part —
time job“. Mictmot oBOj TEepMUH ,CKpa-
TeHo paboTHO Bpeme* ce ynoTpebyea 1
Bo [MaBa IX, meryToa Herosata qyHkK-
umja e cocema rnovHakea. Bo oBoj gern,
cKkpaTeHoTO paboTHO Bpeme HajnpBO
ce ogHecyBa Ha paboTa Ha MHBanuau-

cases) and 122-a (part-time in spe-
cial conditions), we get an impres-
sion that the issue is about identical
things. Although the definition of so-
called part-time work refers to a work
which is shorter than full-time work
the legislator makes terminological
inconsistency. Employment contract
on part-time is a special, flexible type
of employment that apply to all peo-
ple with capacity for work. This form
of contract as a special type, is part
of the LLR from 2005 and is the re-
sult of approximation of the Macedo-
nian labor regulations with the Euro-
pean Directive 97/81/EC concerning
the Framework Agreement on “part-
time work” which would be the most
appropriate term to “part - time job
“. This same term “part-time work” is
used in Chapter IX, but its function is
quite different. In this part, part-time
work first of all refers to the work of
disabled or persons on medical re-
habilitation (Article 122), and the
persons working on especially diffi-
cult, hard and unhealthy work (Arti-
cle 122-a) and their part time work
is calculated as full-time work. So,
in the first case it comes to flexible
employment contracts, under which
workers realize their rights based on
the principle of pro rata temporis (in
proportion to time), while in the lat-
ter case it is only about an interven-
tion in the working time, by cutting,
reducing the full-time in order to pro-
tect the health and safety of workers
who work hard, strenuous work. We
believe that it would be more correct
to call the first institute “employment
contract with part-time job, while the
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3MpaHn, OAHOCHO NLA Ha MeauLUMHCKa
pexabvnutaumja (4neH 122), kako n Ha
nvua ko paboTtart Bo NOCEOHO TELLKM,
HaMoOpHMW W LWTETHXW MO 34paBjeTo
paboTtu (UneH 122-a) U 4ne ckpaTeHo
paboTHO Bpeme ce npecMeTyBa Kako
nonHo. 3Hauu, BO NPBMOT Cryyaj cTa-
HyBa 360p 3a phnekcubunHu gorosopu
3a BpaboTyBake, cnopeq kon pabot-
HUUWTE T peanuanpaar cBouTe npasa
BP3 OCHOBa Ha MpUHUMMNOT pro rata
temporis (Bo nponopuuja co BpemMeTo),
Aofdeka BO BTOPMOT Cry4aj CTaHyBa
360p eAMHCTBEHO 3a UHTEepBEeHUMja BO
paboTHOTO BpeMe 1 Toa CO KpaTekwe,
peayunpawe Ha nonHoTo paboTHO
BpeMe, CO Lern 3awTuTa Ha 34paBjeTo
n 6es3begHocTa Ha pabOTHULMTE Kowu
pabotat Telwkwn, HanopHu paboTu.
Cmetame peka npBUOT WMHCTUTYT MO-
npaBunHo 6m Ouno ga ce Hapekyea
~JOroBOp 3a BpaboTyBaH-e CO HENOMHO
pabotHo Bpeme (part — time job),
Aofeka BTOPUOT Aa OCTaHe CKpaTeHo
pabotHo Bpeme (reduced working
hours) 3atoa wTo cTaHyBa 36op 3a
WHTEpBEeHUMja BO camoTO paboTHO
BpeMe, CO Lern 3awTuTa Ha 34paBjeTo
Ha paboTHuuuTe.

Kako WTo cnomeHaBme, 4OroBopu-
Te 3a BpaboTyBarte CO CKpaTeHo pa-
60THO Bpeme (ro KopuCcTMMe OBOj Tep-
MWH 3aToa WTO Toa e oduumjanHo
3aKOHCKO peLLeHne) ce perynupaar co
ABa 4reHa, KoM UCTOBPEMEHO MOXe Aa
ce TpeTMpaaT W Kako [Ba W3[4BOEHU
paboTHo-npaBHM cTatyca. EguHcTBe-
HaTa pasnuka nomery T.H. ,[0roBop 3a
BpaboTyBawe CO CkpaTeHo paboTHO
Bpeme“ n ,00roBop 3a BpaboTyBawe
CO cKpaTeHOo paboTHO BpeMe Co noseke
pabotogaBaun” (multi — employer part
time working contract) ce csegysa BO

latter to remain reduced working
hours because it is about an inter-
vention in the very working time, in
order to protect the health of work-
ers.

As mentioned, employment con-
tracts on part-time (we use this term
because it is officially legal solution)
are regulated by two Articles, which
can be, at the same time, treated as
two separate working-legal statuses.
The only difference between the so-
called “employment contract on part-
time” and “employment contract on
part-time with more employers” (mul-
ti - employer part-time working con-
tract) comes down in respect to the
disposition and affinities of the con-
tracting party (primarily the employ-
ee), as well as to the variation in re-
lation to the second entity in employ-
ment relationship - (the employer).
While with so-called “employment
contracts on part-time with more em-
ployers” the intention is realization
of more work engagements of the
worker with different employers, in
order to complete the full-time (Ar-
ticle 49, paragraph 2), “employment
contract on part-time” means estab-
lishing employment relationship with
working time less than full-time (Ar-
ticle 48, paragraph 1) with one em-
ployer. So, according to the princi-
ple pro rata temporis, an employee
who works under an employment
contract on part-time, will have less
financial motivation, but more free
time for the family, private life, and
will use all the modern benefits pro-
vided by this flexible form. In respect
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norneg Ha gucnosuuunjata U aduHu-
TETUTE Ha [OroBopHaTa cTpaHa (npea
cé Ha paboTHUKOT), Kako 1 Ha Bapwuja-
LmjaTa BO OQHOC Ha BTOPMOT Cy0jekT BO
paboTHNOT ogHoc — (paboTtogaBador).
Hopeka kaj T.H. ,AoroBopu 3a BpaboTy-
Bake CO CKpaTeHO paboTHO Bpeme co
noseke paboTtogasadn®, MHTEHUWjaTa e
peanuavpake Ha noseke paboTHW aH-
rakmMaHu Ha paboTHUKOT Kaj pasnunyHu
pabotogasayu, CO Len KoMmnnetTupamwe
Ha NonHOTo paboTHO BpeMe (uneH 49,
cTaB 2), ,40roBopoT 3a BpaboTyBawe
CO cKkpaTeHo paboTHO BpemMe” 03HavyBa
3acHoBakbe Ha paboTeH ogHOC CO
paboTHO BpeMe MoKpaTKo O MOSIHOTO
(uneH48,ctaB 1)kajeneHpabotogasavy.
3Ha4un, cornacHo NpUHUMNOT pro rata
temporis, paboTHWKOT ko] paboTn co
A0roBop 3a BpaboTyBaHe CO CKpaTeHo
paboTHO Bpeme, ke mma nomana na-
puyHa MoTMBauuja, MerytToa u noBeke
cnobogHO Bpeme 3a CeMejcTBO, Npwu-
BaTHWOT XXMBOT, U K& I'M KOPUCTU CUTe
coBpemMeHn GeHedUunM KOU M OBO3-
MOXyBa 0BOj donekcmbuneH obnuk. Bo
norneq Ha onpegeneHn npaea o4 pa-
60TeH 0aHOC, KoM Ce HoTMpaaT BO pam-
KUTE Ha KOHKpeTHUTe uneHosu og 3P0,
Kaj ,40rosopute 3a BpaboTyBawe CO
ckpaTeHo paboTHO Bpeme CO noBeke
paboTtogasadn®, pabOTHUKOT € AOMKeEH
Aa ce goroBapa co paborogaBauuTe
CO uen pacnopefyBane Ha paboTHOTO
BPEME, HAYMHOT Ha KOPUCTEHE Ha ro-
OVLHNOT OAMOP W ApyruTe OTCycTBa
of pabota (ctaB 2, uneH 49), poneka
paboTtogaBauMTe ce OOIMKHW Aa My
obe3bepar UCTOBPEMEHO KOPUCTEHE
Ha roAuLWHNOT OAMOP 1 OCTaHaTUTe OT-
CycTBa [OKOSKY TOa HEe UM Npean3Bu-
KyBa noronema wreTa (ctaB 3, 4uneH
49). 3Ha4uun, peanusmpareTo Ha npasa-

to certain employment rights, which
are notated within the framework of
the precise Articles of the LLR, in the
case with the “employment contracts
with part-time with more employers,”
the employee is obliged to negotiate
with employers in order to organize
the working time, the manner to use
the annual leave and other absences
from work (paragraph 2, Article 49),
while the employers are obliged to
enable the employee to use the an-
nual leave and other absences if it
does not cause them more damage
(Paragraph 3, Article 49). So, reali-
zation of the employment rights with
these contracts is greatly reduced
on a contractual basis and both the
employee and employers take active
participation.

Concerning the employment
contract with part-time, the employ-
ment rights are exercised in accord-
ance with the proportion of time for
which the employment contract is
concluded (paragraph 3, Article 48),
with a note that the annual leave of
the employee who works part-time is
at least 10 working days (paragraph
4, Article 48). In terms of the em-
ployment contract on part-time with
more employers, we consider that
the legislator should pay addition-
al attention regarding the Institute
“competitive ban” or “ban on com-
petitive behavior.” LLR should estab-
lish an additional requirement for the
employees, aimed at ensuring fair
competition in the markets. It would
be realized in a manner where the
worker, if he wants to be employed
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Ta o paboTeH 0AHOC Kaj OBUE AOroBo-
pu, BO rorema mepa ce cBedyBa Bp3
edHa JOroBopHa OCHOBA, MPU LUTO ak-
TUBHO MaputTuuMnupaat u paboTHUKOT
n paboTtogaBaunTe.

Kaj goroBopoT 3a BpaboTyBahe Co
ckpaTeHo paboTHO Bpeme, npasaTta of
paboTeH ogHOC ce ocTBapyBaaT BO
COrnacHoOCT CO nponopumja Ha BpeMeTo
3a Koe e CKIy4YeH 40oroBopoT 3a Bpabo-
TyBane (CTaB 3, UneH 48), co HanomeHa
AeKa roguLIHMOT 0AMOp Ha paboTHUKOT
Koj paboTn co ckpaTeHo paboTHO Bpe-
Me nsHecyBsa Hajmanky 10 pabotHu ge-
Ha (cTaB 4, uneH 48). Bo nornea Ha go-
roBopoT 3a BpaboTyBake CO CKpaTeEHO
paboTHO Bpeme co noseke pabortoa-
Bayn, cMeTaMe Jdeka 3akoHoaaBeuoT
Tpeba ga obpHe OOMNONMHUTENHO BHU-
MaHue BO nornen Ha UHCTUTYTOT ,,KOH-
KypeHTcka 3abpaHa“, ogHocHoO ,3abpa-
Ha 3a KOHKYPEHTCKO opgHecyBaw-e”.
3PO Tpeba ga ytBpan SOMOMHUTENEH
yCcrioB 3a paboTHuuuTe, BO (yHKUMja
Ha ocurypyBawe Ha rfojanHarta KOHKYy-
peHuuja Ha nasapute. Toa 6u ce pea-
nmM3mpano Taka WTo paboTHUKOT, [o-
KOnKy caka fa ce BpaboTu Co ckpaTeHOo
paboTHO BpeMe 1 Kaj Apyr, unv apyru
pabotogaBauM Kou ja u3BpLlyBaar
uctaTa AejHOCT KojaLlTo ja ns3spLlyBsa u
paboTtogaBayvoT Kaj Koro paboTHUKOT e
aKTMBHO BpaboTeH, ke mopa aa nobue
coofBeTHa cormnacHocT oa pabotoaa-
Ba4yOT Kaj KOro BeKe CKyyun gorosop
3a BpaboTyBar€e CO CKpaTeHo paboTHO
Bpeme. Bo norneg Ha paboTHOTO Bpe-
Me, nak, cMetame geka 6um 6uno ko-
PUCHO.

5.2. NpekyBpemeHa paboTta

O npaBunoto geka paboOTHOTO
BpeMe He Moxe Aa Tpae noseke og 40

on part-time with another, or other
employers who perform the same
activities as the employer with whom
the employee is actively employed,
this employee will have to obtain an
appropriate consent by the employer
with whom he has concluded an em-
ployment contract on part-time. In
terms of the working time, however,
we consider it would be useful.

5.2. Overtime work

There are several exceptions
from the rule that working time may
not last more than 40 hours per
week, and they are as follows: over-
time work (Article 117 of the LLR),
extra work (Article 121 of the LLR),
redistribution of the working hours
(Article 124 of the LLR) and work in
shifts (regulated by Article 124-a of
the LLR). Further, we will focus only
on overtime work, as a mechanism
of derogation of the legal presump-
tion of full-time work.

The legislator has prescribed
strictly specified situations, when the
mechanism of overtime work can be
approached. Namely, pursuant to
paragraph 1, Article 117 of the LLR,
overtime can be effected only in the
case of: exceptional increase in the
scope of work of the employer; if it is
necessary to continue the business
or manufacturing process; elimina-
tion of damages on the means of
work, which would cause termina-
tion of the work; ensuring safety of
persons and property, as well as se-
cured sales, as well as in other cas-
es determined by law or a collective
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Yyaca HefernHo, nocTojaT HEKOMKYy WC-
Knydouu: npekyspemMmeHa pabota (4neH
117 o 3PO), pononHuTtenHo paboTere
(unen 121 og 3PO), npepacnpenenba
Ha paboTHOTO Bpeme (4neH 124 og
3PO) n pabota BO cmeHu (perynupaHa
co uneH 124-a og 3P0O). Bo npogorixe-
Hue, ke ce bokycupame eauHCTBEHO
Ha npekyBpemeHarta paboTa, kako me-
XaHu3aMm Ha fepornpame Ha 3akoHCKa-
Ta npesymnuuja 3a pabota cO MOMHO
paboTHO BpeMe.

3akoHoaaBeuoT nponuan CTPUK-
THO HAaBEAEHW CUTyaLMK, Kora MOXe Aa
ce npucTann KOH MexXaHM3MOT Ha npe-
KyBpemeHa pabota. /ImeHo, cornacHo
ctaB 1, uneH 117 og 3PO, npekyspe-
MeHaTa paboTa Moxe fa ce epekTynpa
€OWHCTBEHO BO Crly4vaj Ha: WCKIy4u-
TEnHo 3rofiemyBare Ha 06eMoT Ha pa-
60oTa Ha paboToaaBayvoT; LOKOSIKY € no-
TpebHO NpoAOmKyBake Ha AENOBHNOT
U1 NPON3BOOHNOT NPOLIEC; OTCTPaHy-
Bah€ Ha OLITETYBaH€e BP3 CpeacTBaTa
3a paboTa, WwTo 61 Npeagu3BMKano npe-
KMHyBah-e Ha paboTaTa; 06e3benyBame
Ha 6e3begHOCTa Ha nyreTo M MMOTOT,
Kako n 6e36e4HOCT Ha NPOMETOT, Kako
1 BO OpYrv criyyamn yTBpAEHM CO 3aKOH
unu konektueeH goroeop. lMpekyBpe-
MeHaTa paboTa, BO CeKoja oA NPeTXoa-
HO HaBedeHuTe cuTyauun paboTHUKOT
ja nsepyea no 6aparwe Ha pabotona-
BaYyoOT.

3akoHOT 3a paboTHUTE ogHOCK Ha
Penybnuka MakegoHuja nponuwan
OrpaHn4yyBaH-€ Ha TPaeH-eTO Ha MpPeKy-
BpemeHaTa paboTa. [okpaj npeumsHo-
TO yTBpAYyBake Ha NpuUYMHUTE nopaam
Ko paboTHMKOT Moxe Aa buge aHra-
XnpaH Ha npekyspemeHa pabota, 3PO
ro HaBern 1 roOpHMOT NUMUT Ha paboTHM

agreement. Overtime work, in each
of the aforementioned situations, is
performed by the worker at the re-
quest of the employer.

Law on Labour Relations of the
Republic of Macedonia prescribes
a limit of the duration of overtime
work. In addition to precisely deter-
mined reasons when a worker may
be engaged in overtime work, the
LLR has also prescribed the upper
limit of working hours, as a maximum
limit in duration of the overtime work.
Approximation of our laws to the EU
legislation, unlike the earlier ver-
sions of the LLR which allowed up to
10 hours overtime per working week,
the current regulation limited it to 8
hours. Thus, under paragraph 2, Ar-
ticle 117, limits on overtime work are
determined on double grounds: per
week and per year.

Locating the weekly limit, we
conclude that the overtime work
can last up to eight hours per week,
while the annual limit is reduced to
at most 190 hours, except for the
works which, because of its specific
work process can not be terminated
or for which there are no conditions
and opportunities to organize work in
shifts. It seems that more precise ex-
planation of the possibility of devia-
tion from the maximum limit of 190
hours is given in the explicit provision
in paragraph 3, Article 117. Namely,
it is about a possibility for extension
of overtime to over than 190 hours a
year for the employees of the Minis-
try of Interior, because of the special
duties and powers they face with.
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4YacoBM, KaKO MakcMmarnHa rpaHuua Ha
TpaewEeTo Ha NpeKkyBpemeHaTa paboTa.
XapMOHU3Upajkn ro HaweTo 3aKOHO-
[aBCTBO CO €BPOMNCKOTO, 3a pasnuka
of nopaHewHuTe Bep3nn Ha 3PO koun-
wTto gossonyeaa n ao 10 yaca npeky-
BpemeHa paboTta BO TEKOT Ha paboTHa-
Ta Hegena, akTyerHMoT Nponuc ce nu-
MuUTMpa Ha 8 vaca. Na Taka, cornacHo
cTaB 2, uneH 117, orpaHnyyBakaTa 3a
npekyBpemeHaTa pabota ce cBefyBaaT
BP3 [IBOjHA OCHOBA: HeOEeNHO W roguLu-
HO.

Jlounpajkn ro HegenHoOTo orpaHu-
yyBatbe, Ke 3aknydnme feka npeky-
BpemeHaTa paboTa MOXe fa Tpae Haj-
MHOry OCyM Yyaca BO TEKOT Ha egHa He-
Aena, gogeka roguvWHUOT NUMUT ce
cBegyBa Ha HajmHory 190 yaca, ocBeH
3a paboTuTe Kou nopaau cneunduyHn-
OT npouec Ha paboTa He MoxaT aa ce
NpeknHaT, UM 3a Ko Hema ycrioBu n
MOXHOCTW paboTaTa Aa ce opraHusunpa
BO cMeHu. Ce YMHKM aeka nonpeumnsHo
AoobjacHyBawe Ha MOXHOCTa 3a OT-
cTanyBahe 0ff MakcumarHaTa rpaHuua
on 190yaca, ce gaBaBo ekcnnuuuTHaTa
onpenba Bo craBoT 3 oa uneHot 117.
MmeHo, cTaHyBa 360p 3a MOXHOCT 3a
Npo4OIIKyBake Ha npeKkyBpemeHaTa
paboTa 1 Ha noeeke og 190 4yaca ro-
AVLWLIHO Kaj paboTHuunTe og MuHmucrep-
CTBOTO 3a BHaTpeLlHn paboTn, nopagu
nocebHMTe AOMKHOCTM 1 OBMacTyBaka
CO Kou ce coovyBaart. OBue nuua Moxe
Aa pabotar noseke of O03BOSIEHUOT
npar, nopaan U3BpLUYyBake Ha UTHU U
HeoAnoXxHu paboTnm M NO NPETXO4HO
NMMCMEHO AafeHa COornacHoCT.

Bo npeTrxogHWoT cny4aj, cTtaHyBa-
Wwe 360p 3a T.H. ONWTO OrpaHNyyBaHe
Ha npekyBpemeHaTta paboTta, Koe ce

These people may work more than
the allowable threshold, in order to
perform urgent and pressing works
and with prior written consent.

In the previous case, it was
about for so called general limita-
tion of overtime work, which refers
to all workers. Protection from en-
gagement in overtime work enjoys a
special category of persons who are
listed in the LLR. For greater clarifi-
cation, we offer the following classifi-
cation of bans for work engagements
of certain categories of workers.

5.2.1. Absolute ban on over
time

Despite the legal obligation that
the employer may not require work
longer than full time if the work can
be done by proper organization or
distribution of the work, organization
of working time or by introduction of
new shifts (Article 120, paragraph 1,
indent 1) this provision further speci-
fies several categories of persons
who may not be engaged in overtime
work. Thus, the employer must not
require the following persons to work
more than full-time: a woman work-
er, for the protection of pregnancy,
childbirth and parenthood (Article
120, paragraph 1, indent 2), mother
with child up to three years of age
and a single parent with a child under
six years of age (Article 120, para-
graph 1, indent 3), older workers (Ar-
ticle 120, paragraph 1, indent 4), a
worker younger than 18 years of age
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ogHecyBa Ha cute paboTHuuM. 3awTu-
Ta 0f, aHraxupawe BO MNpPeKyBpeMeHO
paboTHO Bpeme yxuBaaT M nocebHa
KaTeropwvja Ha nmua Kou ce TakCaTUBHO
HaBeageHn Bo 3PO. 3a noronema npe-
rMegHoCT, ja HyAMMe cneaHaTta Knacu-
dukaumja Ha 3abpaHn 3a paboTHO ar-
HaXknpakwe Ha onpeaeneHn Kateropmm
Ha paboTHuUUW.

5.2.1. AnconyTHa 3abpaHa 3a
npeKkyBpemMeHa paboTa

Mokpaj 3akoHcKaTa obBpcka geka
paboTtogaBadoT He cCMmee Aa Hanoxu
paboTta nogonra og NOMHOTO paboTHO
BpeMe, AOKONKy pabotata moxe aa ce
M3BpLWN CO COOABETHa OpraHusauuja
unn pacnpegenba Ha pabotaTa, pac-
nopenyBake Ha paboTHOTO BpeEME Unu
BOBedyBake€ Ha HOBW CMEHU (4neH
120, ctaB 1, anvHeja 1), BO npogoxe-
HMeTO Ha oBaa ogpenba ce yTBpAeHU
HEKONKy KaTeropum Ha nuua Kou He
cmeat ga bugat aHraxupaHu co npe-
KyBpemeHa paborta. a Taka, nuua Ha
Kon paboTtogaBavoT He cMee Aa UM Ha-
noxu aa paboTart nogosnro og NosiHOTO
paboTHO Bpeme ce: pabOTHUK KeHa,
3apagu 3awTtuTta Ha BpemeHocTa, pa-
rawe n pogutencreoto (4n. 120, ctas
1, anunHeja 2), majka co gete OO0 Tpu
rOAMHW BO3pacT U cCaMOXpaH poauTen
CO feTe [0 LIeCT roAnMHM CTapocT (4.
120, ctaB 1, anuHeja 3), noBo3paceH
paboTHuk (4n. 120, ctae 1, anuHeja 4),
paboTHUK KOj He HanonHun 18 roanHu
BospacT (4n. 120, ctaB 1, anuHeja 5),
paboTHUK Ha KOj BP3 OCHOBA Ha Muche-
e Ha Nekapckata Komucuja nopagu
TakBOTO paboTewe ke My ce BroLMn
3gpaBcTBeHata coctojba (un. 120,
cTaB 1, anvHeja 6), paboTHMK KOj MMa

(Article 120, paragraph 1, indent 5),
a worker whose health, based on the
opinion of the medical commission,
might be deteriorated because of
doing such work (Article 120, para-
graph 1, indent 6), a worker who has
full-time working hours, less than 36
hours per week, due to work in the
workplace where he is exposed to
greater danger of injury or health
damage (Article 120, paragraph 1,
indent 7, Article 122-a, paragraph
10), a worker who works less than
full time (part time) in accordance
with the regulations on pension and
disability insurance (disability), regu-
lations on health insurance (medical
rehabilitation) or other regulations
(parent obligations), Article 120, par-
agraph 1, indent 8.

Furthermore, overtime can not
be imposed on a woman during
pregnancy or child up to one year of
age (Article 164, paragraph 1), and
on the father of the child if he takes
care of the child, under the condi-
tions specified in the law, also until
the age of one year (Article 164, par-
agraph 3).

5.2.2. Relative ban on overtime

Relative ban on overtime means
prior written consent given by the
workers who basically have an ab-
solute ban on overtime. Persons
who may work overtime only with
prior written consent, in accordance
with the law, are: women and elderly
workers.
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nonHo paboTHO Bpeme, NOKpaTKO of
36 4aca HepenHo, nopagn paboTa Ha
paboTHO MeCTO Kage LITO oncTojyBaar
roronemMmn onacHocTX o4 nospeaun unu
30paBCTBEHU olWITETYBawa (4neH 120,
ctaB 1, anvHeja 7, uneH 122-a, ctas
10), paboTHMKK KOj paboTn nomarnky o
NnonHoTo paboTHO Bpeme (CKpaTeHo
paboTHO BpeMe) BO COMMacHOCT CO
nponucuTe 3a NEH3UCKO N NHBaNUACKO
ocurypyeawe (MHBanvMaHoOCT), Nponu-
CUTe 3a 34paBCTBEHO OCUrypyBakbe
(MeamumHcka pexabunutaumja) unu
Apyrv nponucu (poguTenckn obepckn),
uneH 120, ctas 1, anuHeja 8.

lMoHaTtamy, npekyBpemeHa paboTa
He MOXe [a Ce HanoXu Ha XeHa 3a
BpeMe Ha 6pemMeHOCT unu co gete o
efHa rogmHa Bo3pacT (4neH 164, ctas
1), N Ha TaTKOTO Ha AEeTeTo OOKOSKY ja
npeseme Herata Ha AeTETO, COrracHo
yCroBuTE YTBPAEHN BO 3aKOHOT, UCTO
Taka, OO BO3pacT oA efHa roguHa
(uneH 164, cTaB 3).

5.2.2. PenaTtnBHa 3abpaHa 3a
npeKkyBpemMeHa paboTa

PenatuBHata 3abpaHa 3a npeky-
BpemeHa paborta nogpasdbupa npeT-
X0[JHa JajeHa nMcMeHa CorflacHoOCT o
paboTHUUNTE KOM BO OCHOBa WMmaar
anconyTHa 3abpaHa 3a npekyBpemeHa
pabota. Jluua kom cmeat ga pabortar
npekyBpemeHa paboTa eaAMHCTBEHO CO
NnpeTxo4Ha CormacHOCT, cornacHo 3a-
KOHOT Ce: XEHWUTE M MOBO3pacHUTe pa-
OOTHULMN.

Ha paboTHuyka Koja nma gete og
edHa Oo Tpu roguHy Bo3pacT, MoXxe Aa
M ce HamoXu Aa BpLUN NpeKyBpeMeHa
pabota camMoO MO Hej3MHa npeTxoaHa

It is allowed to order a woman
worker who has a child from one to
three years old to perform overtime
work only after her prior written con-
sent (Article 164, paragraph 3). Fur-
thermore, if the mother dies, leaves
the child or on the basis of compe-
tent medical commission, according
to regulations of health insurance,
is incapable of living and work inde-
pendently, the right to overtime with
a prior written consent also refers to
the father of the child, or the worker
who takes care of a child one to three
years of age (Article 164, paragraph
3). Finally, one of the workers - par-
ents who have a child under seven
years, or seriously ill child or a child
with physical or mental disability and
who lives alone with the child and
takes care of his upbringing and pro-
tection, may be ordered to perform
overtime only after his prior written
consent (Article 164, paragraph 4).

The Law on Labour Relations
also includes provisions that deter-
mine relative prohibition of overtime
work for elderly workers. Thus, the
employer must not impose overtime
work to an elderly worker (workers
older than 57 years-women and 59
years - men), without prior written
consent by the worker (Article 179,
Article 180).

In order to increase the transpar-
ency of introduction of this mecha-
nism on the one hand, and provide
increased protection of health and
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nMcMeHa cornacHocT (4neH 164, ctas
3). MNoHatamy, JOKOMKy Majkata ympe,
ro HanyLw T 4eTeTo, OAHOCHO BP3 OCHO-
Ba Ha HaanexHara fekapcka komucuja,
crnopea nNponucuTe Ha 30paBCTBEHOTO
ocurypyBame, € HecrnocobHa 3a camo-
CTOjHO XuMBeewe 1 paboTta, NpaBoTo Ha
npekyBpemeHa paboTta co npeTxogHa
NMMCMeEHa COrnacHoOCT ce ofHecyBa 1 Ha
TaTKOTO Ha AEeTeTO, OOHOCHO paboTHM-
KOT KOj ro Herysa 4eTeTo Ha BO3pacT o4,
efHa 10 TpW roanHu (4neH 164, ctas 3).
W Ha kpajoT, Ha egeH of paboTHuunTe
— poauTenu kKoj Ma gete nomnago oa
ceaoyM roguHu, unu tewko 6onHo gete
UnNn pete co TeneceH Wnu AylweBeH
HEeOoCTaTOK U KOj XXMBee cam CO AeTETO
W ce rpmxun 3a HEroBOTO BOCMMUTYBaHe
W 3aWTnUTa, MOXe [a My Ce Hanoxu ga
BpLWW NpeKkyBpeMeHa pabota camo no
Heroa npeTxogHa nMcMeHa cornacHocT
(uneH 164, ctas 4).

Bo 3akoHoT 3a paboTHUTE ogHOCK
cpekaBame ogpenbu co kou ce yTBpay-
Ba penatuBHa 3abpaHa 3a npekyBpe-
MeHa paboTa u Kaj noBo3pacHu paboT-
Huuu. Taka, Ha NoBO3pPacHUOT paboT-
HUK (paboTHUUM noBo3pacHu of 57 ro-
OWHWN — XeHn 1 59 roguHn — maxn), pa-
botogaBadoT ©e3 cOrnmacHoCT Ha pa-
BGOTHMKOT HE CMee fa My oapeau npe-
KyBpemeHa paborta (uneH 179, uneH
180).

Co uen pa ce 3ronemu TpaHcna-
PEeHTHOCTa Of BOBeAyBa-E€TO Ha OBOj
MexaHu3am o efHa CTpaHa, Kako 1 aa
Cce OBO3MOXW 3rofieMeHa 3awTuTa Ha
3gpaBjeto u 6e3begHoOCTa, HO U Ha Npa-
BaTa Ha paboTHMUUTE reHeparnHo, pa-
6oTogaBadoT nNpu BOBEAYBaH-ETO Ha
npekyBpemeHata pabota nma u aBe
Apyrv gononHuTtenHy obspcku. Mpeara

safety, and also workers’ rights gen-
erally on the other hand, an employ-
er has two additional obligations in
the case of introduction of overtime.
The first obligation relates to records
of overtime work, in which case he is
bound to specifically state the hours
of overtime of a worker in the cal-
culation of his monthly salary. The
second obligation is about protec-
tion and legal nature and it involves
the activity of the state labor inspec-
tor. The employer is bound at each
introduction of overtime to notify in
writing the regional state inspector of
labour.

In terms of payment for overtime
work, the provision by which we rec-
ognize the right of a financial incen-
tive to workers is located in Chapter
VIl of the LLR — payment for the
work done. Article 106, in addition to
establishing a basic salary and work
performance, provides also payment
of benefits that are determined for
specific working conditions of work-
ers. Overtime work is certainly a
special requirement for work and,
under Article 106, it should be prop-
erly compensated. LLR does not
determine a precise amount for pay-
ment of overtime, and so the answer
to this question is transferred to col-
lective agreements (General collec-
tive agreement for the economy, as
well as the relevant collective agree-
ments at lower levels). Article 117, in
paragraph 4, in a segment provides
additional novelty that represents
an additional incentive for the em-
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obBpcka ce ogHecyBa Ha eBuaeHUMja
Ha npekyBpemeHaTa paboTta, npu LUTO
e JomkeH nocebHo Aa rm HaeBede Yaco-
BUTE 3a NpekyBpemMeHa paboTa Ha pa-
GOTHMKOT BO HeroesaTta MecedyHa npe-
cmeTka 3a nnara. Broparta obepcka e
0f 3alUTUTHO-MPaBEeH KapaKTep 1 UcTa-
Ta MHBONBUpPA aKTUBHOCT Ha APXKaBHU-
OT MHCNEeKTop 3a Tpya. Pabotogasayor
e [JOMKeH Mpu Cekoe BOBedyBat-e Ha
npekyBpemMeHaTa pabota nMcMeHo Aa
ro U3BECTU NOAPaYHUOT ApPXKaABEH WH-
CMeKTop Ha Tpya.

Bo ogHoc Ha nnakaweTo 3a pabo-
Tata BO NpeKkyBpemMeHo paboTHO Bpe-
Me, ogpeabaTta npeky koja ro npeno-
3HaBaMe MpaBOTO Ha NapuyeH CTUMYyn
Ha paboTHMuMTe ja noumpame Bo [Ma-
Ba Vlll og 3PO — nnakane Ha paboTara.
UneHoT 106, Nokpaj yTBpAyBaH-€TO Ha
OCHOBHaTa nnaTta u paboTHaTta ycnewu-
HOCT, NpeABnayBa 1 Ucnnakawe Ha ao-
aaroun Kou ce onpegenysaaTt 3a no-
cebHu ycroeu 3a pabota Ha paboTHU-
uute. MNMpekyBpemeHaTa paboTta cekako
Aeka npeTtctaByBa nocebeH ycroB 3a
pabota 1, cornacHo 4yneH 106, ncrara
Tpeba ga 6uge cooaBeTHO HagoOMecCTe-
Ha. 3PO He onepupa co npeuunseH
M3HOC 3a ucnnakawe Ha npekyBpeme-
HaTa paboTta, na Taka, O4roBOpPOT Ha
OBa Mpallawe ce TpaHcdepupa BO Ko-
nekTmBHuTe aorosopu (ONWTMOT KO-
NEeKTUBEH [O0roBop 3a CTOMaHCTBOTO,
Kako 1 cooABETHUTE KOMEKTUBHWU JOro-
BOPM Ha MOHWUCKO HMBO). YneHoT 117,
BO CTaBOT 4, BO oJpedeH CermMeHT
npeasuayBa [OOMOSMHUTENEH HOBUTET
KOj NpeTcTaByBa M LOMNOMHUTENEH CTU-
Myn 3a paboTHuumute. PaboTHuuuTe
kon pabotene Hag 150 yaca nogonro
of nornHoto paboTHO Bpeme, a npu Toa
He oTcycTByBarne oa paborta noseke of

ployees. Workers who have worked
over 150 hours longer than full-time,
and have not been absent from work
more than 21 days with the same
employer, despite an extra salary
bonus which is entitled under Article
106, they are also entitled to a bo-
nus amounting to an average salary
in the Republic of Macedonia.
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21 geH kaj nctmot pabotogasay, NoKpaj
AOAaTOKOT Ha nnarta Koj UM crnegysa
cornacHo yneH 106, nmaat nNpaeo u Ha
OOHYC BO BUCMHA Of edHa npocedvHa
nnarta Bo Penybnukara.

HAMECTO 3AKITYYOK

PaboTHOTO Bpeme npetcTtaByBa
edmkaceH MexaHu3am 3a 3ronemy-
Bake Ha KOHKYpPEHTHOCTa Ha paboTo-
AaBaynTe, HO UCTOBPEMEHO U 3a pea-
nusvpake Ha vHAMBMOyanHuTe npe-
depeHummn Ha paboTHuuuTe. Bo ycno-
B/ Ha COBPEMEHO Mas3apHO CTONaH-
CTBO, HO U pa3BUEH couujaneH amjanor,
HY>XHO € BOCMnoCTaByBahe 6anaHc no-
Mery nHansmgyanHute notpebu Ha pa-
OOTHUUMTE (WTO 6GM MM M3nNerno BO
npecpeT Ha HUBHUTE CEMEjHN OBBPCKN)
1 nNpeTnprMemMadkmutTe notpebu Ha pabo-
ToaaBavmTe (Kom ce HacOoYeHM KOH of-
roBOp Ha nasapHuTe nNpeavsBuLn).
Tokmy nopagum Toa, COBpeEMeHUTe Tpy-
AOBO-MpPaBHW fiercnaTmMemn ce Hacode-
HW KOH onTuManuaupawe Ha npede-
peHumMnTe N Ha paboTHUUUTE N Ha pa-
botopaBaunTte. [Jogeka paboTopaBa-
4ynTe MMaaT Ha pacnonarake WUHCTPY-
MEHTU Kako MpekyBpemeHa paborTa,
KomnpecmpaHo paboTHO BpeMe, pabo-
Ta BO Hefena v CrnvyHo, paboTHuumMTe
YyecTo natn 6apaar cknyyyBare Ha o-
roBopu 3a BpaboTyBawe Ha HEMorHO
unu dnekcn paboTHO Bpeme, Mpeky
Kou ce BO MOXXHOCT nogobpo ga ru pac-
nopenat cemejHUTE M nNpmuBaTHUTE 06-
Bpcku. [onem 6poj ApxaBu 1 3aKOHCKM
M HOpMUpaaT aHanuaupaHuTe onepa-
unn co paboTHOTO BpeMeE.

INSTEAD OF CONCLUSION

Working time is an effective
mechanism for increasing the com-
petitiveness of employers, but also
to realize individual preferences of
workers. In conditions of a modern
market economy, and developed
social dialogue it is necessary to es-
tablish a balance between individual
needs of workers (which would meet
their family obligations) and entre-
preneurial needs of the employers
(targeted to respond to the mar-
ket challenges). Therefore, modern
labor-law legislations are aimed at
optimizing the preferences of both
workers and employers. While em-
ployers have available instruments
such as overtime, compressed work-
ing hours, work on Sunday, and
alike, workers often prefer to sign
employment contracts on part-time
or flexi time working hours, by which
they are able to better organize fam-
ily and private obligations. Many
countries also legally standardize
the analyzed operations concerning
the working hours.
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HamanyBame Ha
AUrNTarHUOT ja3 Ha
nasapoT Ha TpyAoT: 3a
noBeKe e-UHKJITy3UBHU
paboTHU MecTa

M-p Bobn Bapapescku’

Pe3nme

CTtpaTeLwwknoT AoKyMeHT Ourutan-
Ha nporpama, Kako fen of ctpaTeruja-
Ta EBpona 2020, ro yTBpayBa npucra-
noT 3a pasBoj Ha AurntTanHarta eKkoHo-
Muja. CTekHyBaH-€TO Ha BELITUMHU 3a
paboTtere co UKT, ogHOCHO anrntanHm
BELUTUHM NOTPEOBHN 3a MHOBaLMKM U pa-
3B0j, Ce BaXXeH rnpeaycrios 3a pa3BuBa-
HETO Ha AuUrMTanHoTO OMWTEecTBo.
TakBuTe cTparternu, 3a UEenHU rpynu
Tpeba ga ro umaat HaceneHueTo Koe
npeTcTaByBa HajpaHNMB CErMEHT BO
onwTecTBoTO. Bnpoyem, nuuata, no-
cebHO XeHuTe, KouwTo 61 nmane Haj-
roniema KopucTt og ynotpebata Ha KT,
Haj4YecTo ce nNuua Kou Ce NUCKIy4YeHn o4
MOXHOCTa Aa M muckopuctaT npuao-
OMBKMTE LUTO I'M HydaT HOBUTE TEXHO-
norun. CtyamjaBa M unaeHTUUKyBa
poooBuTe penawum BO HEKOW Of KIyu-
HUTEe cTpaTewKkn JOKYMeHTU of obna-
cta Ha UIKT Bo Penybnuka MakegoHuja
n EBponckaTa yHuja, u og pogosa nep-
CreKkTMBa M UCNuTyBa MOXHOCTUTE U
NpeTnocTaBkMTEe Ha KOHUENTOT Ha
,E-BKIy4yBah-e” 3a noronemMo y4ecTtBo
Ha >KeHUTe Ha Na3apoT Ha TpyadoT, no-
cebHo Bo VKT cekToporT.

' M-p bobu BagapeBcku, IHCTUTYT 3a pogoBu
ctyoun, dunosodckm pakyntet, Ckonje

Reducing the digital
gap in the labor market:
for more e-inclusive
workplaces

MA Bobi Badarevski'

Abstract

The strategic document Digital
Agenda, as part of the strategy Euro-
pe 2020, determines the approach
for developing the digital economy.
Getting skills in ICT or digital skills
necessary for innovation and devel-
opment are important prerequisites
for the development of a digital so-
ciety. Such strategies should have as
target groups the population which
is the most vulnerable segment of a
society: in fact, persons, especially
women, who would benefit the most
from the use of ICT, are often peop-
le who are excluded from the oppor-
tunity to use the benefits offered by
the new technologies. Study identi-
fies the gender relations in some of
the key strategic documents on ICT
in the Republic of Macedonia and
the European Union and from gen-
der perspective it examines the op-
portunities and assumptions of the
concept of “e-inclusion” for greater
participation of women in the labor
market, especially in the ICT sector.

' MA Bobi Badarevski, Institute for Gender
Studies, Faculty of Philosophy, Skopje
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BoBep

Bo HoBata Crtpaternja 3a pasBoj
Ha EY, EBpona 2020 (European Co-
mmission, 2010) ce uctakHyBa 3Haye-
HETO Ha HamarnyBaHheToO Ha gurutan-
HWOT ja3. CTpaTelknoT AOKYMeHT [dun-
rmtanHa nporpama, kako gen og Ctpa-
Ternjata Espona 2020, ro yTBpayBa
npucTanoT 3a pa3Boj Ha AurMTanHarta
ekoHomuja oo 2020 rogmHa. Bo lMpo-
rpamara ce AedUHUPaHU NONUTUKUTE
N aKTUBHOCTUTE 3a NOCTUTHyBahwe Ha
MakcumarnHu npugobusku og gurntan-
HaTa peBosnyuuja.

Crtparervjata EBpona 2020 ja no-
TeHUMpa BaxHocTa o obpasoBaHue
3a Kopuctekwe Ha VKT, ocobeHo kopu-
cteweTo Ha VKT oa cTpaHa Ha mnagu-
Te BO npouecoT Ha 0bpa3oBaHUETO.
CTekHyBaH-€TO Ha BelTuHU 3a pabo-
Tewse co VKT, ogHOCHO Aurutanuu Be-
WTUHN NOTpebHM 3a MHOBaUMWM U pa-
3B0j, Ce BaXKHW NpeaycrnoBun 3a passu-
Bake€TO Ha OUrMTanHoOTO OMWTEecTBO.
Cwure rparaHm Tpeba ga 6upat cBecHu
3a noteHuujanot Ha VKT 3a cute Bugo-
Bu npodecun. OBa noenekyea cosga-
Bake Ha MYNTUCEKTOPCKU MNapTHEp-
CTBa, NOTEHUMPaHE Ha 3HAYEHETO Ha
aurnTanHuTe KomneTteHuum BO dhop-
ManHoTo obpasoBaHue 1 obyka, Kako n
nogurawe Ha CBecTa U cnpoBegyBamke
Ha edekTnBHn KT obyku HagBop o
dopManHnoT 0OpasoBEH CUCTEM, LUTO
BKMNy4YyBa N KOPUCTEHE HA WHTEPHET
anatku u gurutanHuTe Meguvymm 3a
npeksanudumkaumja uU KOHTUHYMpaH
npodgecnoHaneH passoj.

TprHyBajkn of akToT Aeka BO
EBponckata yHuja mefy 30-40% opg no-
nynaumjata € uckrnyyeHa of npegHo-

Introduction

The new strategy for develop-
ment of EU Europe 2020 (European
Commission, 2010) points out the im-
portance of reducing the digital gap.
Strategic document Digital Agenda,
as part of the strategy Europe 2020,
determines the approach to develop
the digital economy until 2020. The
agenda defines the policies and ac-
tions to achieve the maximum bene-
fits of the digital revolution.

European  Strategy  Europe
2020 emphasizes the importance of
education to use ICT, particularly the
use of ICT by young people in the
process of education. Getting skills
in ICT or digital skills necessary for
innovation and development are im-
portant prerequisites for the develop-
ment of a digital society. All citizens
should be aware of the ICT potential
for all types of professions. This en-
tails creating multisectoral partners-
hips, emphasizing the importance of
digital competence in formal educa-
tion and training, as well as raising
awareness and implementing effec-
tive ICT trainings outside the formal
education system, including the use
of online tools and digital media for
retraining and continuous professio-
nal development.

Considering the fact that bet-
ween 30% and 40% of the popula-
tion in the European Union is exclu-
ded from the advantages of informa-
tion society, and in the Republic of
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CTUTE Ha MHGOPMATMYKOTO OmnLTec-
TBO, a Bo Penybnuka MakegoHuja oBOj
6poj pocturHysa 50-70%, ce HameTHa
notpebarta o Kpevpawe Ha NONUTUKK
3a, TaKaHapeyeHoTo, e-BKMy4vyBae
(MynHMcTEpPCTBO 3a MHGOPMATUYKO On-
WTECTBO U agMuMHUCTpauunja Ha PM,
2011). OBue cTparteruu, 3a LENHN rpy-
MM ro MMaaT HaceneHumeTo Koe nper-
CTaByBa HajpaHNMB CErmMeHT BO Of-
wrecTBoTO. Bnpoyem, nuuaTta kouwTo
Ov nmane Hajronema KOpucT of yno-
Tpebata Ha VKT, HajuecTo ce nuua koun
nmaat noronemu uarneau ga évaar mc-
Kny4YeHu o4 MOXHOCTa Aa rm kopuctar
NpnaobmBKNTE Of, HOBUTE TEXHOOIMMW.
Kako ogroBop Ha TakBaTa cuTyauuja,
HauuoHanHaTa cTpartervja 3a e-BKny-
yyBatbe 2001-2014 Ha Penybnmka Ma-
kegoHunja (MuHMCTEpPCTBO 3a MHAGOP-
MaTMYKO ONLUTECTBO N aAMUHUCTpaLMja
Ha PM, 2011) ja npeTtctaByBa CeBKym-
HaTa cTpatellka onpegenba Ha gpxa-
BaTa BO Mnornes Ha BKMy4vyBake Ha Cu-
Te rpynun Ha rparaHu Bo rpagereTo Ha
MH(POPMaTUYKOTO OMLITECTBO U WUCKO-
pucTyBawe Ha NpuaobusBkuTe O WH-
hopmMaTMYKO-KOMYHUKALMCKNTE TEXHO-
norum.

Macedonia this figure reaches 50-
70%, it comes to the need of crea-
ting policies for so-called e-inclusion
(Ministry of Information Society and
Administration of the Republic of
Macedonia, 2011). Such strategies
should have as target groups the po-
pulation which is the most vulnerable
segment of a society: in fact, peop-
le who would most benefit from the
use of ICT are mostly people who
have bigger chances to be excluded
from the opportunity to benefit from
the new technologies. In response to
this situation, the National Strategy
for e-Inclusion 2011 - 2014 of the Re-
public of Macedonia (Ministry of In-
formation Society and Administration
of the Republic of Macedonia, 2011)
represents the overall strategic ori-
entation of the state in terms of inclu-
ding all groups of citizens in building
the information society and use the
benefits of information - communica-
tion technologies.
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1. E-BKny4vyBamwe: gednHuumnmn

Ha noyeTokot 61 cakane ga notce-
TUME Ha HEKOW KOHLeNnTyanHu aHanusu
Ha KNy4YHUTE NOMMM 1 NpUcTanu Kom ce
ofHecyBaaT Ha npalakeTo Ha UHKMY-
3unjaTa Bo VIKT koHTekcTuTe (bapapes-
ckun, 2006). Toa e BaxxHO, 3aTOA LUTO U
n3pasyBa TeOpeTCKUTe cTojanuwiTa o
KOM aHanusaTta TprHysa 1 ryv noctasyBsa
KNyYHUTE KPUTUYKM penepu BO aHanu-
3aTa Ha CtparterujaTa.

MpawaHkeTo Ha WHKNY3MBHOCTA,
BOOGMYaAEHO Cce NoCTaByBa BO KOHTEKCT
Ha, TakaHapeyeHWoT, AurnTaneH jas,
unn nopeneHoct. CuHTarmara auru-
TanHa NOAENeHOCT ja O3HavyBa Heea-
HaKBOCTa Mery NnyreTo KoM MmaaTt pe-
cypcu n npuctan go uHdopMaTUdKo-
KOMYHWKALUCKUTE TEXHOSOMMM U OHUE
Kou Hemaart TakoB npuctan. /cto Taka,
n3pasoT ynaTyBa M Ha guckpenaHuaTta
LUTO NOCTOM MEry OHME KoM uMaar cro-
cobHOCTKM, 3Haewa M BEeWTUHU Jda ja
ynoTpebyBaaT TexHonorujata M OHue
KOW M HemaaT TakBMTe CMOCOOHOCTW.
[durntanHa nogeneHocT nocton n mery
OHME KOW XmBeaT BO pypanHuUTE WU
rpagckute cpeaunHn, mery obpasoBa-
HUTE N HeobpasoBaHUTe, Mery pacHu-
Te, €THUYKNTE U EKOHOMCKUTE rpynu.
Bo kpajHa uHCTaHua, pasnuka nocTon
Mery MHOYCTPUCKN Pa3BUEHNOT CBET U
OHOj nNomanky passueHnot. Ho, npea
C&, U Hapg ce, gurutanHaTta noaeneHocT
ce npotera no paboBuTe Ha POAOBMOT
OuruTaneH jas, ogHOCHO Mery Maxute
N XXeHuTe.

Ma, cenak, e-MHKMNy3nBHOCTa HeEMa
UCTO 3Ha4eH-e BO CUTE KOHTEKCTWU Ha
WKT. Kora ce pabotu 3a KT kako oko-
nHa-anarka, Toraw e-uHKMy3MBHoCTa

1. E-inclusion: definitions

At the beginning we would like to
recall some conceptual analyzes of
the key concepts and approaches re-
lated to the issue of inclusion in ICT
contexts, (Badarevski, 2006). It is
important, because it expresses the
theoretical standpoints from which
the analysis starts and sets key criti-
cal benchmarks in the analysis of the
Strategy.

The issue of inclusiveness is
usually put in the context of so-cal-
led digital gap or division. The term
digital division marks the inequality
among people who have resources
and access to information and com-
munication technologies and those
without such access. This term also
refers to the discrepancy that exists
between those who have capabiliti-
es, knowledge and skills to use te-
chnology and those who lack such
capabilities. Digital division exists
between those living in rural and
urban areas, among educated and
uneducated, between racial, ethnic
and economic groups. Ultimately,
there is a difference between the
industrialized world and the world
which is less developed. But first and
foremost, the digital division extends
around the perimeter of the gender
digital gap, that is, between men and
women.

Yet, e-inclusion does not have
the same meaning in all contexts
of ICT. When it comes to ICT as
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3Hayn e-40CTanHoCT, OAHOCHO HagMu-
HyBawe Ha Boobu4aeHuTe Gapuepu
koun KT rn HocaT BO CBOjaTa CTPYKTypa.
E-poctanHocTta 3Haun: HagMUHyBam-e
Ha reorpadckute 6apmepu, PUNYKMOT
XeHavken, nogobpyBaH-ETO Ha jaBHUTE
cepsucu, UTH. Ho, kora ctaHyBa 360p
3a e-wHKNy3nBHOCTa rnegaHa of nep-
crnekTMBa Ha WHOPMATUYKOTO On-
LWTEeCTBO, Taa 3Ha4uM cTpaTervja Ha
npecpetHyBawe W u3berHyBawe Ha
aurutanHata mucknyyeHoct. Bo 0Boj
KOHTEKCT, e-MHKITy3MBHOCTa Ce OfHecy-
Ba Ha NpaBOTO U Ha NPUYNHUTE 3a nap-
TMuMnaumja, OOHOCHO HenapTuumna-
LMja BO UHOPMATUYKOTO OMNLUTECTRBO.

[okonky cnopegume Koja of KOH-
uenumMuTe Ha e-uHKIy3MBHOCTa € Mo-
MOLLIHa W1 nonpasu4yHa, Ke aojoeme o
3aKMy4OKOT eKa e-UHKITy3UBHOCTa Ka-
KO nNpaBoO Ha napTuuunauuja BO MH-
hopMaTMYKOTO OMLLTECTBO € OHaa Koja
ro HagMuHyBa napuujanHnoT KapakTep
Ha e-WHKIy3MBHOCTa Kako Mepka 3a
e-gocTanHocT. E-uHkny3umBHOCTa, 3a-
CHOBaHa Bp3 naptuumnaumjaTa, € cuc-
TEMCKa KapakTepuctuika Ha nHgopma-
TMYKOTO OMLUTECTBO U BO AENOT Ha He-
roBaTta couujanHa u nonuTuyKa nocra-
BEHOCT, 1 BO CMXCIa Ha HerosaTa nep-
dopmaTtuBHOCT. E-goctanHocTa €
cTpaTternja koja rm npecnukyesa goce-
ralwH1Te NOMUTMKN Ha UHKNY3MBHO On-
LUTECTBO, @ BOEOHO M Npecnunkysa u
BooGunyaeHnTe npobnemm M TEMU CO
Kou ce cnpaByBa. /1 nokpaj epukacHo-
CTa Ha TakBMOT NpucTan, cTparernjata
Ha e-40CTanHOCT M npeHecyBa U BO-
obunyaeHuTe 1 MAEONOLLKUTE MaTpULW,
npegpacyavrte, crepeoTunute U Mno-
genouTte.

environment-tool then, e-inclusion
means e-accessibility, that is, over-
coming of the traditional barriers
that ICT bring in its structure. E-ac-
cessibility means overcoming geo-
graphical barriers, physical disabili-
ties, improving public services, and
alike. But in the case when it comes
to e-inclusion as seen from the per-
spective of the information society,
it means a strategy of meeting and
avoidance of the digital exclusion. In
this context, e-inclusion refers to the
law and the reasons for participation,
that is, non-participation in the infor-
mation society.

If we compare which of the con-
cepts of e-inclusion is stronger and
more equitable, we come to the con-
clusion that e-inclusion as a right of
participation in the information socie-
ty is the one that exceeds the partial
nature of e-inclusion as a measure
of e-accessibility. E-inclusion, based
on participation, is a systemic featu-
re of the information society in terms
of its social and political attitude, and
in terms of its performances. E-ac-
cessibility is a strategy that reflects
the up to date policy of inclusive so-
ciety, and also reflects the traditional
problems and issues it deals with.
Despite the effectiveness of this ap-
proach, the strategy of e-accessibili-
ty transmits both traditional and ide-
ological matrices, prejudice, stereo-
types and divisions.

For example, the accessibility
to ICT for women as an opportuni-
ty to conduct business from home
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Taka, Ha npumep, gOCTanHoOCTa Ha
WKT 3a »xeHunTe, Kako MOXHOCT 3a BO-
aewe busHuc og goma, ce objacHysa
co notpebata o Bpeme 3a BpLUEHETO
Ha AoMaLUHUTE OOBPCKM UIM 06BPCKUTE
okony pdeuarta. Ha TOj HayuH, e-go-
cTanHocTa co Koja, HaBOAHO, ce HaA-
MUHYBa BoobudaeHaTta npeyka - Bpe-
METO, He CaMO LUTO eKCMMULMUTHO He ro
noctaByBa MpallakeTo Ha poaoBUTE
penaunn n UKT, TyKy UMMOAULUTHO U
noaapKyBa KOH3epBaTMBHUTE M OMUC-
KPUMUHATOPCKNTE OAHOCK KOH KEHUTE.

2. PopoBarta nepcnektuBa n UKT

Llenta Ha pogoBaTta aHanmsa BO
MKT koHTekcTuTe € aa ce naeHTudu-
KyBaaT pogoBute Temu, ga ce gobujat
MHdopMaLMM 1 aa ce nogurHe ceecta
3a pogoBaTta anmeHsnja Ha VKT, a ceTo
Toa co uen ga ce obe3dbean 3Haewe
Koe Ke Gmae MCKOPUCTEHO BO NPOAYK-
uvjata u esanyauujata Ha UKT-nonu-
TUKUTE U POAOBUTE Npallaksa n MHKNY-
3MBHOCTa BO HauunoHanHaTa cTparteruvja
3a e-BKIyyyBare Ha Penybrnvka Make-
OoHuja, 2011-2014. PogoBaTa aHanusa
Ha UKT e notpebHa of npuymnHa LWTO
pPOOOBMOT MOEHTUTET € 6asnyeH couu-
janeH vMOeHTUTET M npeTcTaByBa pe-
3ynTar o4 CEBKYNHOCTA Ha: counjanHu-
Te, €KOHOMCKWUTE, MONMUTUYKUTE, KyI-
TYPHUTE, WCTOPUCKUTE WU LUUBUM3a-
LMCKMTE cocTojom 1 npouecu. Cnopea
Toa, gokonky WMKT-nonutukute He ce
camMo TEXHMYKO Mpallawe, Toral npa-
LIaHEeTO 3a poaoBUTE penauun, Kako
OCHOBHa couujanHa AMMeH3unja Ha Tak-
BUTE NONUTUKK, Tpeba aa 3asema LeH-
TpasiHO MEeCTO BO HUBHUTE CTpaTEeLUKn
3anarawba.

is explained by the need for time to
perform home duties or obligations
concerning the children. Thus, e-ac-
cessibility that apparently exceeds
the traditional obstacle-time, not only
explicitly fails to raise the questi-
on of gender relations and ICT, but
implicitly supports conservative and
discriminatory attitudes towards the
women.

2. Gender perspective and ICT

The purpose of gender analysis
in ICT contexts is to identify gender
issues, to get information and raise
awareness of the gender dimension
of ICT, and all that with a purpose to
provide knowledge that will be used
in the production and evaluation of
ICT policies, as well as the gender
issues and inclusion in the “National
Strategy for e-inclusion of the Re-
public of Macedonia, 2011- 2014”.
Gender analysis of ICT is needed
because gender identity is a basic
social identity and is the result of the
totality of the social, economic, poli-
tical, cultural and historical, as well
as civilization conditions and proces-
ses. Thus, if ICT policies are not only
a technical issue, then the question
of gender relations as the basic soci-
al dimension of such policies should
take a central place in their strategic
efforts.
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OnpaBgaHocTa 04 BaKBMOT TwN
aHanu3a ce TeMenu BpP3 HEKONKy
npemucu:

1. VKT Mma nmaHeHTHM NoTeHUun-
janun 3a pasBojHU 1 OMLUTECTBEHN MpPO-
MEHW;

2. VKT ro obnukyBa >XMBOTOT Ha
nyreto, cosgaeajku coumjanHu pena-
M1 of cBOj BN,

3. WHdopmatnykoTo onwTecTBo
co3gaBa COMNCTBEHW BPEeOHOCTM Ha:
npaeaa, NpaBUYHOCT, crioboaa, UTH.;

4. WNHdpopmMaTNyKoTO ONWTECTBO
HacTaHyBa BO YCMOBM Ha Ce yliTe, He-
OCTBapeHa paMHOMpPaBHOCT Mefy po-
JOBUTE U BO YCMOBW Ha HaManeHu co-
LMjanHn ycnoBu 3a XeHuTe.

HaBegeHuTe npemucu npetcraBy-
BaaT OCHOBHa NodeTHa TeopeTcka no-
3uumja, cnopen Kov ce n3BedyBa poao-
BaTa aHanu3a Bo KoHTeKcT Ha UKT- no-
nutukmte. Toa 3Haum geka UKT-nonu-
TUKUTE U cTpaTernmTte Tpeda aa ce Te-
Menart Bp3 NpPeTnocTaBkNTe 3a poaosa
aurMtanHa pamMmHonpaBHOCT, 1 BOEOHO,
na 6uagart cnocobHn ga rm npegsuaat
nocneguunTe Of CTpaTewkuTe u of
NPOEKTHUTE LENN U aKkTUBHOCTM 3a CTa-
TYCOT W KBANUTETOT Ha XMBOTOT Ha
XEeHUTe U Ha maxute Bo egHa UKT-
OKOMWHAa WU BO €0HO UHAOPMATUYKO
onwTecTBo. pageweTo MHpopmMaTny-
KO OMLUTECTBO HE Ce CryvyBa BO MOsu-
TMYKO, COLMjarTHO-EKOHOMCKWN UIN KyI-
TYPHO HeyTpasiHu COCTojon 1 ycnoswu.
UKT-uHdpacTpykTtypata € [JOBOMEH,
HO HE W HYXeH yCroB 3a MHdopMaTu-
yko onwTecTBo. OCBEH CTaHOapoHUTE
dhakTopun, KaKo NpUYMHa 3a AUrnTanHa-
Ta nogenba, Mmoxe Aa ce jaBun U pogo-
BMOT naeHTtutet. MKT- nonutukute He

The justification of this kind of
analysis is based on several premi-
ses:

1. ICT has the immanent po-
tentials for development and social
changes;

2. ICT shapes the lives of people,
creating social relations of its kind;

3. Information society crea-
tes own values of justice, fairness,
freedom, and alike; and

4. Information society occurs in
conditions of still unfulfilled equality
between genders in terms of redu-
ced social conditions for women.

The above mentioned premises
are the basic initial theoretical posi-
tion, according to which the gender
analysis is performed in the context
of ICT policies. This means that ICT
policies and strategies should be
based on the assumptions about
gender digital equality, and also be
able to predict the consequences of
strategic and project objectives and
activities on the status and quality of
life of women and men in an ICT -en-
vironment or in an information socie-
ty. Building the Information Society
does not happen in political, social,
economic or cultural neutral situati-
ons and conditions. ICT infrastruc-
ture is sufficient, but not necessary
condition for the information society.
In addition to standard factors such
as cause of digital division, the iden-
tity of gender may also occur. ICT po-
licies may not transfer and transform
the traditional gender discriminatory

209



PeBwja 3a counjanHa nonuTuka, rog. 5, 6p. 9, Ckonje, asryct 2012

cMmear ga ru TpaHcdepupaat n ga m
npeobnukysaat BoobGu4aeHuTe Auc-
KPMMUHATOPCKN POLOBU penaumnmn mumnm
4a ocTaHaT MHANMEPEHTHN KOH npa-
WwakaTta 3a pogosute penauuun. Mery-
TOa, U NOKpaj byHAaMeHTanHara Bax-
HOCT Ha podoBUTE penaumm Kako aHa-
NNTUYKa U pearHa Kateropuja 3a Kpeu-
pakeTO Ha BaXHW MOMUTUYKN OOKY-
MEHTW, TWe OCTaHyBaaT HadBop 04
KIy4YHUTE OOKyMeHTW. lNpallarketo Ha
poOoT BO OBME [OOKYMEHTU e TpaHc-
dopmMmMpaH Kako npallawe Ha Morox-
0ata Ha XXeHuTe BO KOPUCTEHETO Ha
MKT nBokoHTEKCTHae-obpa3oBaHMETO,
KaKo npallahe Ha e-MMCMEHOCT.

3. KomnapartuBeH nperneg co EY

HauuoHanHaTa cTpaTernja 3a
e-BknyyyBawe, 2011-2014 Ha Peny-
6nvka MakegoHuja, rmaBHO ce Temenu
Bp3 NOMMTUKUTE Ha EBponckaTa yHuja
N M MHKOpNopupa rrnaBHUTe 3anoxom
Ha TakBuTe nonuTukun. MNMornegHato uc-
Topucku, Penybnuka MakegoHuja HU3
CBOWUTE CTpaTelkn JoKymeHTH 3a UKT
Ce NPVKITyYmn KOH MOBUKOT 3a CTpaTELLKO
pasbupare Ha KT n HejanHaTa ynora
BO COBpEMEeHWTe OonLTecTsa.

Co JlucaboHckata crtpareruja,
YrieHKUTEe Ha YHujaTa u 3eMjute acnu-
paHTKn Oea oxpabpeHu ga npesemar
KOHKPETHU YEeKOpU BO HUBHUTE HaLMO-
HaIHM akUMOHW NaHoOBM BO OAHOC Ha
noctaByBat-€ Ha MEpPKM MPOTUB CUPO-
MaluTmjaTa u coumjanHata ekcknysmuja,
n ga ro nogobpat npuctanoTt 4O HOBU
NHPOPMaTUYKO-KOMYHMKALMCKU TEXHO-
FNIOMMN N MOXKHOCTM KOW TUE TEXHONOrMmn
rm Hygat. E-BknyyyBaweTO, Kako efdeH
of ctonbosuTe 3a MHAOPMATUYKO OnN-
wTecTso Ha EBpornickaTta yHuja, e no-

relations or remain indifferent to is-
sues of gender relations. However,
despite the fundamental importance
of gender relations as analytical and
real category for creation of impor-
tant policy documents, they are not
included in the key documents. The
issue of gender in these documents
is transformed as an issue for the po-
sition of women in the use of ICT and
in the context of e-education, as an
issue of e-literacy.

3. Comparative review with EU

National Strategy for e-Inclusi-
on 2011 - 2014 of the Republic of
Macedonia is mainly based on the
policies of the European Union and
incorporates major efforts of such
policies. Seen historically, Republic
of Macedonia through its strategic
documents for ICT joined the call for
a strategic understanding of ICT and
its role in the contemporary societi-
es.

By the Lisbon Strategy, EU mem-
ber countries and accession countri-
es were encouraged to take concrete
steps in their national action plans in
terms of setting up measures against
poverty and social exclusion and
also to improve access to new infor-
mation and communication techno-
logies and the opportunities offered
by those technologies. E-inclusion
as one of the pillars of the i2010 ini-
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BP3aHO CO pyrmTe eBPOrCKN MONUTUKM,
noceBHO Co counjanHUTe NONUTUKN BO:
obpas3oBaHneTO, KynTypaTa, permoHan-
HWOT pas3sBoj, UTH. OBKe 3anoxoun bea
BKMYyY€HN BO MPBUOT CTpaTELUK Npu-
CTan KOH NpaLlakeTo 3a e-BKNyYyBake
Ha rparaHuTe Ha Penybnuka Makeno-
Huja BO HauwoHnanHa cTpartervja 3a
pa3Boj Ha WHAOPMAaTUYKO OMLUTECTBO
oa 2005 roguHa. Bo jynn 2006 roguHa,
co MwuHucTepckata pgeknapauuvja BO
Pura (Riga Ministerial Conference,
2006) 3a e-BknyyyBame, b6elwwe Bocno-
CcTaBeHa obBpcKaTa Ha 3eMjUTe-4YrneHKu
Ha EY ga ro umnnemeHTMpaar KoHuen-
TOT Ha e-BKNydyBake BO AOMaLLHUTE
WKT nonutukun. MprnoputeTHn obnactn
Ha uMnnemMeHTauuja Ha E-BknydyBa-
HETO Ce:

1. E-npuctanHOCT — OBO3MOXY-
Batbe npuctan go KT Ha cuTe, 3ago-
BOMNyBajKN M pasnuyHuTe notpedbu Ha
ronem 6poj Ha nuua, NocebHO OHUE Co
noce6Hu noTpebu;

2. Ctapeete — OBO3MOXYBaHe
Ha noBO3pacHMTE Nuua LenocHo Aa
napTu-umMnupaar BoO eKkoHOMMjaTa 1 on-
LUTECTBOTO U Aa ce nogodpu HUBHUOT
KBanuTeT Ha XXMBOT;

3. E-BeWTUHN — CTekHyBawe Ha
rparaHuTe co 3HaeHe, BELUTUHM U XKK-
BOTHO Y4YeHh-€ 3a 3roriemyBare Ha Co-
LMjarnHoTO BKIyYyBake, MOXHOCTa 3a
BpaboTyBarwe U 300ratyBake Ha Hu-
BHWUOT XXMBOT;

4. CouMo-KynTypHOo e-BKny-
yyBake — OBO3MOXyBake Ha Mar-
UMHCTBaTa, MUrpaHTUTE W MapruHa-
nu3npaHuTe mnagu nyre UenocHo Aa
ce uMHTerpupaar BO 3aegHuumuTe U Aa

tiative for information society of the
European Union is connected with
other European policies in particular
with the social policies in the educa-
tion, culture, regional development
and alike. These efforts were inclu-
ded in the first strategic approach
to the question of e-inclusion of the
Macedonian citizens in the National
Strategy for Development of Infor-
mation Society from 2005. In June
2006, the Ministerial Declaration in
Riga (Riga Ministerial Conference,
2006) on e-inclusion established the
obligation of EU member countries
to implement the concept of e-inclu-
sion in their national ICT policies.
The priority areas for implementation
of e-inclusion are:

1. E-accessibility - providing ac-
cess to ICT to all, satisfying the vari-
ous needs of a wide range of people,
especially for the special needs;

2. Aging - enabling older peop-
le to fully participate in the economy
and society and improve their quality
of life;

3. E-sKills - providing the citizens
with knowledge, skills and lifelong le-
arning to increase the social inclusi-
on, opportunity for employment and
enrich their lives;

4. Socio-cultural e-inclusion
— enabling the minorities, migrants
and marginalized young people to be
fully integrated in the communities
and participate in the society through
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yyecTByBaaT BO OMWITECTBOTO MNPEKY
ynotpebata Ha UKT;

5. Neorpachcko e-BKnyvyyBawe
- 3ronemMyBar€e Ha couujanHarta u eko-
HoMckata 6narococTtojba Ha nyreTo
BO pypanHuTe, ganevyHuTte u nocnabo
€KOHOMCKO noTeHuujanHuTe obnactu
co nomoul Ha UKT;

6. Uukny3uBHa e-Bnapa — vc-
nopaka Ha nogo6pu, NopasnuyHn jaB-
HUW ycnyru 3a cute, kopuctejkn UKT, a
BOeaHO, oxpabpyBajkmn 3ronemMeHo jaB-
HO y4eCTBO BO eMoKparujara.

Bo 2007 roguHa, co HaunoHanHata
cTpaTervja 3a pasBoj Ha €neKTPOHCKM
KOMYHMKaUMN CO MHAOPMATUYKM Te-
XHonorun Ha Penybnvnka MakenoHuja
(MynHMCcTEpCTBO 3a MHOPMATUYKO Or-
WTECTBO U agMuWHUCTpaumja Ha PM,
2007), 6ea npudateHn npenopakute
o Pvra, BrpageHvn BO NPUHUMMOT KOj
ce npennetyBa HU3 mepkuTe of CTpa-
Ternjata, NPUHUMUNOT Ha MNpyXawe ef-
HakKBM MOXHOCTW 3a CUTe rparaHu:
LJIPUHUMNOT Ha npyXawe eOHaKBU
MOXXHOCTW 3a CUTE rparaHn mopa ga ce
nountysa. bes pasnuka ganu ce pabo-
TV 3a: KOMyHuKaumckn cuctemm, VKT,
coptBep, coapxmHa (TeKkcTyanHa, ay-
Ono-Bu3yernHa), ypeanm 3a npuctan go
WHTEPHET, €-TOYKN, COPTBEPCKM MpO-
n3sogun, MobunHmn TenedoHn, ypeau 3a
npMeMm Ha pgurutanHa Tenesusuja,
NPean3BUNKOT 3a KOPUCTEHE HA HOBUTE
TexHonornm nocton ocobeHo 3apagu:
counjanHn, obpasoBHU, KyNTYPHHU, reo-
rpadoCKn NPpUYNHK, Kako 1 3a NyreTo co
xeHauken. MNoTpebHo e aa ce noaroTem
BOAMY 3a e-MPUCTanHOCT U e-BKy4y-
Bak€ Kou 61 Gmune ocHoBa 3a MHULMU-
pakbe Ha CTpaTellku [LOKYMEHT 3a
e-BknydyBarwe” (MMHUCTEPCTBO 3a UH-

the use of ICT:;

5. Geographical e-inclusion -
increasing social and economic wel-
fare of people in rural, distant and
less economic potential areas by
ICT;

6. Inclusive e-Government -
delivering better, more diverse public
services for all ICT users, and also
encouraging increased public partici-
pation in the democracy.

In 2007, the National Strategy for
Development of Electronic Commu-
nications with Information Techno-
logies of the Republic of Macedo-
nia (Ministry of Information Society
and Administration of the Republic
of Macedonia, 2007), accepted the
recommendations from Riga built-in
a principle that intertwines through
the measures of the strategy, the
principle of ensuring equal opportu-
nities for all citizens: “The principle
of ensuring equal opportunities for
all citizens must be respected. No
matter it comes to communicati-
on systems, ICT, software, content
(textual, audio-visual), devices for
Internet access, e-points, software
products, mobile phones, devices
for reception of digital television, the
challenge of using new technologies
exists especially for social, educati-
onal, cultural, geographical reasons,
as well as for the people with disa-
bilities. It is necessary to prepare a
guide on e-accessibility and e-inclu-
sion which would be basis for initia-
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opMaTMYKO OMWTECTBO M agMUHU-
cTpaumja Ha PM, 2007).

HauuoHanHata cTpaTternjata 3a
e-BknyyyBawe 2011-2014 Ha Peny6nu-
ka MakegoHuja, BCYLWHOCT, MNpeTcTa-
BYBa MMMMeMeHTaLuja Ha npenopakiTe
o MuHucTepckata KOHepeHumja 3a
e-BKIyyyBawe, ogpxaHa Bo BueHa Bo
2008 roguHa (Communication from the
Commission, 2007), kage wTo Gewwe
notepaeHa notpebata 3a noggpLika
Ha HajpaHNMBUTE COUMjanHU rpynu,
npu wto VKT 6Gelue npeTcTtaBeHa Kako
eQHa o4 OCHOBHMWTE anaTku 3a NoCTur-
HyBak-€ Ha OBaa Lien, Kako 1 Ha Hacokwm
n mepkn op Crpatervjata durntanHa
nporpama (Communication from the
Commission, 2008), koja npeTcTraByBa
nen oa Ctpaternjata EBpona 2020. U
BO ABETE €BPOMNCKN UHLUMjATMBU Ce Ha-
BedyBa [eKa: [iejCTByBaHEeTO BO obna-
CTa Ha e-BKNy4yeHoCTa ke npuaoHece
3a Kpeupare Ha HoBM paboTHU MecTa
1 3a Kpenpare BpegHOCTU 3a onwTec-
TBOTO BO LENWHAa; NoronemMoTo Auru-
TanHo BKMydvyBawe ke npuaoHece 3a
pa3B/Bake Ha OCHOBHATa NpPeaHOCT
Ha EBpona — Hej3MHNOT YoBEYKUN Kanu-
Tan.

4. NMpwukas n aHanusa Ha
HauuoHanHaTa cTpaTteruja 3a
e-BKnydyBawe 2011-2014 Ha
Penybonuka MakegoHuja

Bo HauwonanHata ctparervja 3a
e-Bknydysare 2011-2014 Ha Peny6nu-
Ka MakegoHunja, pgeduHMpaHn ce
OCHOBHUWTE MPUOPUTETM OKOMy KOU Ke
ce (pokycupaaT aKTMBHOCTUTE U Mep-
KUTE 3a Kpeupare Ha WHKIY3UBHO WH-
hopmMaTMYKO ONLITECTBO, Kako U Lenu-
Te Kou Tpeba Aa ce nocTurHaT BO pam-

ting a strategic document on e-inclu-
sion” (Ministry of Information Society
and Administration of the Republic of
Macedonia, 2007).

National Strategy for e-Inclusion
2011 - 2014 of the Republic of Mace-
donia represents, in fact, implemen-
tation of the recommendations of the
Ministerial Conference on e-Inclu-
sion held in Vienna in 2008 (Com-
munication from the Commission,
2007), where the need was confir-
med for support of vulnerable social
groups and ICT was represented as
one of the basic tools for achieving
this goal, as well as of the guideli-
nes and measures from the Stra-
tegy Digital Agenda (Communication
from the Commission, 2008), which
is part of the strategy Europe 2020.
Both European initiatives state that
action in the field of e-inclusion will
contribute to creating new jobs and
creating values for the society as a
whole; that greater digital inclusion
will contribute to developing the main
advantage of Europe: its human ca-
pital.

4. Review and analysis of the
National Strategy for
e-Inclusion 2011 -2014 of the
Republic of Macedonia.

National Strategy for e-Inclusion
2011 - 2014 of the Republic of Mace-
donia defines the basic priorities the
activities and measures in creating
an inclusive information society and
the objectives to be achieved within
these priorities will be focused upon.
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Kn Ha osue npuoputetn. OCHOBHaTa
uen Ha CTtpatervjata e: Hamanyeamwe
Ha OMrMTanHWOT ja3 1 co3faBake Ha
WHKMY3UBHO WH(OPMaTUYKO OnLiTec-
TBO 3a cuTe rparaHun, 06e3benyBajku
3rofieMeHa un nokBanuteTHa ynotpeba
Ha VIKT BO CekojOHEBHMOT >XMBOT Ha
rparaHuTe, Npeky co3faBare OfleCHe-
Tv ycnoswu 3a npuctan go VKT v srone-
MyBawe Ha UKT BelITUHUTE Ha rpara-
HuTe (MMHMUCTEPCTBO 3a MHAOOPMATHUYKO
OonuwTecTBO U agMuHUcTpaumja Ha PM,
2011).

Bo Crpartervjata ce HaBeayBa fe-
Ka Kaj HeBpaboTeHuTe nuua ce 3abe-
nexyBa nomarno KOpUCTEHE Ha KOM-
njytep M WHTEPHET, BO cropenba co
BpaboTeHuTe nuua. 3apagn HagMUHY-
Bak-€ Ha AUIUTarNHNOT ja3 kaj HeBpabo-
TEHUTE nuua, U HMBHO MOTEHUMjanHo
BpaboTyBare€, Ce NoTeHumMpa NpoeKkToT
3a becnnatHu HanpegHu UT kypceswu
3a HeBpaboTeHW nuua, BO YU paMKu
ce oby4yeHn 80 HeBpaboTeHM Nuua Ha
noneto Ha UKT.

Crtpatervjata npegsuagyBa Cnpo-
BedyBawe Ha HanpegHu UT obyku 3a
HeBpaboTtenn nuua n ELAST obykn un
cepTudmkaumja 3a HeBpaboTeHu nuua.
Kako gononHyBakwe Ha npeTxogHata
Mepka Ke buagart cnpoBedyBaHu 1 crie-
umjanuaunpanun, HanpegHn WT obyku,
HaMEHETN UCKNy4YnTenHo 3a Hespabo-
TeHn nuua. lNpegmeTt Ha oBme obykn Ke
6uae nM3ydyBaH-€TO Ha pasfnmyHK Npo-
rpamMcKu jasuum M anatkm Kou Ke npu-
AOHecaT 3a CTPY4YHO AOYCOBpLUyBaH-€
BO obrnacTta Ha MHgopmaTtuykaTa Tex-
Homorvja 3a oHue HeBpaboTeHu nuua
KO MMaaT UHTepecC 3a HOBUTE TEXHO-
normu, a UHAHCUCKN Ce HECMNOCOBHM
camun ga ce pgoobyyart. KpajHa uen Ha

The main goal of the strategy is: Re-
ducing the digital gap and creating
an inclusive information society for
all citizens, providing increased and
better quality use of ICT in everyd-
ay life of citizens by creating easi-
er conditions for access to ICT and
increasing ICT skills of the citizens
(Ministry of Information Society and
Administration of the Republic, 2011)

The Strategy states that it was
noticed that the unemployed persons
use computer and internet less than
those who are employed. In order
to overcome the digital gap among
unemployed people, and their poten-
tial employment, and it also points
out the project for free advanced IT
courses for unemployed persons
which has covered 80 unemployed
people, and trained in the field of ICT.

The strategy envisages imple-
mentation of advanced IT training
courses for unemployed persons
and ECDL training courses and cer-
tification to unemployed people. As
supplement to the previous mea-
sure there will also be specialized,
advanced IT trainings implemented
exclusively for unemployed persons.
Subject of these trainings will be le-
arning different programming langu-
ages and tools that will contribute to
further train vocationally in the field
of information technology for those
unemployed persons who have an
interest in new technologies, and are
financially unable to further train vo-
cationally. The ultimate goal of this
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OBaa Mepka e Ja UM ce OBO3MOXM Ha
HeBpaboTeHuTe Nuua, Co CTpyYHa npe-
kBanudurkaumja Bo obnacra Ha nHgop-
MaTtudkata TexHonoruja, ga pobwujat
NnoroyiemMmn MOXHOCTK 3a O6p30 BpaboTy-
Bah-€, HO UICTOBPEMEHO, U A Ce BNnnjae
Bp3 3rofiemyBate Ha 6pojor Ha UT
npodgecroHanum Bo 3emjara.

ELONT obykuTte ondpakaat ceptu-
duumnpare Ha HeBpaboTeHuTe nuua u
nuuata co UHBaNMOHOCT, CO cepTudu-
katoT European Computer Driving Li-
cence (ECDL). CoELST cepTudpmkaror
3a VKT nncmeHocT ce rapaHTupa geka
COMCTBEHMKOT MMa 3HaeH€e 3a BpLUeH-e
Ha OCHOBHMTE 3aJayn Ha Komnjytep
cnopen EUAST cTtangapaun. Uenta Ha
MepkKaTta e 4a UM OBO3MOXW Ha HeBpa-
6oTeHuTe nuua 1 nuuaTta co nHBanua-
HOCT [ja Ce CTEKHaT CO OCHOBHM 3HaeHa
N YMELIHOCTU 3a KOPWUCTEHE Ha WH-
hopMaTMYKO-KOMYHUKALIMCKN  TEXHO-
noruu.

Enykauunjata u cuctemnte 3a oby-
Ka 1 OOXUBOTHO Y4YeHe Ce KMy4YHWU BO
NpoLecoT Ha rpagewe Ha gurntanHa
nucmeHocT. CtpaTervjata npegsvaysa
MepK/ 3a gurutanuvsvpawe Ha dop-
ManHWOT o06pas3oBeH npouec npeky
KoMnjyTepusauuja u BoBeayBawe WH-
TEpHET BO yunnuwtara, obesbegysan-e
Ha €eneKTPOHCKN COOPXWHW JOoCTanHu
Ha MHTepHeT n BoBedyBawe Ha WKT
anaTtku BO HacTaeara. Bo T0j kKOHTeKCT
ce BKINy4YeHU U MepkuTe 3a foobpasy-
Bak€ Ha BO3PacHW nuua npeky noce-
TyBak€ NoYeTHU u HanpegHu T obykun
n cepTndunumparse 3a pasnuyHn rpynu
Ha rparaHu: HeBpaboTeHu, nuua co NH-
BaNMOHOCT, )XEHWU CO OrPaHUYEHN MOX-
HOCTW 3a obpasoBaHue.

measure is to enable unemployed
persons by professional retraining in
the field of information technology to
gain more chances for quick employ-
ment, but at the same time have in-
fluence in the increase of the number
of IT professionals in the country.

ECDL trainings cover certification
of unemployed persons and persons
with disabilities issuing providing
them with the certificate European
Computer Driving License (ECDL).
This ECDL certificate for ICT literacy
ensures that the holder possesses
the knowledge to perform basic tasks
on the computer in accordance with
ECDL standards. The purpose of the
measure is to enable unemployed
persons and persons with disabiliti-
es to gain the basic knowledge and
skills to use the information - com-
munication technologies.

Education and training systems
and lifelong learning are crucial in the
process of building digital literacy.
The strategy provides for measures
to digitalize the formal education pro-
cess through computerization and in-
troduction of Internet in schools, pro-
viding electronic content available on
the Internet and introduction of ICT
tools in teaching. This also includes
the measures for further education
of adults by attending initial and ad-
vanced IT trainings and certification
for different groups of citizens: those
unemployed, persons with disabiliti-
es, women with limited opportunities
for education.
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Cegymte npuoputetn Bo Hauwu-
OHanHara cTpaTteruja 3a e-BkryJvyBambe
2011-2014 Ha Peny6nuka MakegoHuja
npeTcTaByBaaT KOXEPEHTHa N KOH3UC-
TeHTHa uenuHa. Co [lMpuoputetor 1:
E-npucrtanHocT, ce oBo3MOXyBaaT ea-
HaKBM MOXHOCTW 3a cuTe rparaHu 3a
npuctan go VKT 3apagu sronemysame
Ha JocTanHocTa Ha UHTEePHETOT U Apy-
M NHPOPMaTUYKO-KOMYHUKALNCKN Te-
XHOMOrMnm Ao cuTe rparaHn, ocobeHo
npeky BKMyyyBake Ha nuuata Kowu
nMaaT orpaHuyeHn MOXHOCTU 3a KO-
puctekbe Ha HoBu TexHonorun. Co
MpuopuTteToT 2: [lurntanHa nMCMeHoCT
— nogobpyBake Ha UKT BelwTUHUTE 1
CnocoBHOCTUTE Ha rparaHuTe — ke ce
yHanpegysaat UKT BewwtuH1TE 1 cno-
cobHOCTUTE Ha LenokynHaTa nonyna-
uuja, npeky onTumMuanpare Ha dop-
MarstHMoT U HedPOPManNHNOT edyKaTuBEH
cUCTeM 3a nocTurHyBakwe nogobap
KBanuTeT Ha XunBOTOT. [pnoputeTtoT 3:
Crapeete — ke OBO3MOXWN CaMOCTOEH
N HesaBWCEH XMBOT 3a nonynauwujata
Koja cTapee U HagMUHYBaH-€ Ha npey-
KATe 3a npucTan 4O UHTEPHET U ocTa-
HaTM WH(OPMATUYKO-KOMYHUKALIMCKA
TEXHOMOMMN U HWUBHO KBanuTETHO KO-
pucTerwe o CTpaHa Ha NoBO3PaCcHOTO
HaceneHue, Kako W 3roremyBame Ha
WHpopMaummTe goctanHn Ha Beb 3a
notpebute Ha NOBO3PACHOTO Hacene-
Hue.

Mpuoputetor 4. [leorpadcko
e-BKIyyyBawe — fnpeTcTaByBa KOpWC-
Tewe Ha VIKT 3a nogobpyBare Ha co-
umjanHo-ekoHoMckaTa cocTojba Bo no-
MankKy pasBueHUTE 1 TELLKO AOCTanHu-
Te obnactn BO 3emjaTa, CO LWTO Ke ce
npeaosuayBa 3ronemMyBake Ha crene-
HOT Ha NOKPMEHOCT CO LUMPOKOMojaceH
WHTEPHET Ha TepuTopujaTa Ha uenarta

Review and analysis of the Nati-
onal Strategy for e-Inclusion 2011 -
2014 of the Republic of Macedonia.
By the Priority 1: E-Accessibility -
enables equal opportunities for all ci-
tizens to access ICT for the purpose
to increase the availability of Inter-
net and other information - commu-
nication technologies to all citizens,
especially by involving people who
have limited opportunities to use
new technologies. Through the Prio-
rity 2: Digital Literacy - improves ICT
skills and capabilities of citizens and
contributes for further development
of ICT skills and capabilities of the
overall population by optimizing the
formal and informal education sy-
stem to achieve better quality of life.
Priority 3: Aging - enables indepen-
dent living for an aging population
and overcoming barriers to Internet
access and other information - com-
munication technologies and their
quality use by the old population, as
well as increase of the information
available on the web for the needs of
the old population.

Priority 4: Geographic e-Inclusi-
on — enables using ICT to improve
the socio-economic situation in less
developed and hardly accessible
areas of the country, and it provides
forincreasing the degree of coverage
with broadband internet throughout
the country and raising the aware-
ness and ability of people in isolated
and disadvantaged areas to use ICT.
Priority 5: Inclusive e-Government
- quality, reliable and easily acces-
sible e-government solutions to all
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3eMja U U3gurHyBam-e Ha CBecTta U cno-
coBHOCTa Ha HaceneHneTo BO WM30Nu-
paHuTe 1 nomarky passueHuTe obna-
cTn 3a kopucterwe Ha UKT. Co lMpwro-
putetoT 5. WHKNy3aumBHa e-Bnapa —
KBanuteTHu, JOBEPNUBM U NECHO A0-
CTanHu e-BnaguHn pelleHvja 3a cute
rparaHu, ce npeaBvayBa OoCTanHOCT
Ha eneKkTPOoHCKUTE BNagnHu MHopma-
LUK 1 ycnyru, 3ronemyBakbe Ha CBecTa
3a npugobueknte og npudakarwe Ha
e-BrnaguHuTe peLueHunja u yHanpenysa-
He Ha cnocobHOCTUTE M nogapLukaTa
3a CUTe KOPWUCHULUWM Ha e-BnaguHu
ycnyrn. [puoputetotr 6: CoumjanHo-
KyNTypHO e-BKnyyyBawe — YHanpegy-
Bake Ha coumjariHO-eKoHoMcKaTa WH-
Terpauuja Ha coumjanHo 3arposeHuTe
rpynu, eTHUYKUTE rpynu U MaprHanm-
3upaHuTe rpynn co nomow Ha WKT,
npegsungyBa obe3benyBakbe Ha npu-
ctan go VIKT, kpenpane n npomosupa-
H€ Ha MHTEPHET YCNyrn N COAPXMUHUN U
WKT oby4dyBare Ha coumjanHo 3arpo-
3€eHUTE TPYyNKn, ETHUYKUTE FPynu 1 Map-
rMHanNM3MpaHnTe rpynu U 3a UHTEH3n-
BMpake Ha HMBHOTO BKIlyYyBawe BO
LENOKYMHNOT OMNWTECTBEHO-KYNTYpPEH
xuBoT. Co lNpuoputetoT 7: Cnposeay-
Batbe Ha magHu npenopakn og EY co-
rmacHo cTpaTeLlknTe Hacoku og Ourm-
TanHata nporpama Ha EY 2020, ce co-
30aBaat NpeaycrioBn 3a KOHTUHYMPaHO
ycorrnacyBawe Ha MEPKUTE U aKTUBHO-
cTuTe o obnacTa Ha e-BKyyyBahe CO
npenopak1Te oa EBponckara yHuja.

5. Npeanor-nporpama 3a PogoB
aKLMCKU nnaH
Bo koHTekcT Ha OurntanHarta npo-

rpama, >XeHuTe ce CrnomeHyBaaT BO
BPCKa CO efHa of, ocymTe 0bractu Ha

citizens, provides for electronic ac-
cess to government information and
services, raising awareness of the
benefits of accepting e-government
solutions and improving the abilities
and support for all users of e-govern-
ment services. Priority 6: Socio-Cul-
tural e-Inclusion — Improvement of
social - economic integration of so-
cial disadvantaged groups, ethnic
groups and marginalized groups by
ICT, provides for ensuring access
to ICT, development and promotion
of online services and contents and
ICT training of social disadvantaged
groups, ethnic groups and marginali-
zed groups to intensify their involve-
ment in the whole socio - cultural life.
Priority 7: Implementation of future
recommendations by the EU under
the strategic guidelines in the EU
Digital Agenda 2020 — Creation of
prerequisites for continuous harmo-
nization of the measures and activiti-
es in the area of e-inclusion with the
recommendations of the European
Union.

5. Draft Agenda for Gender Action
Plan

In the context of the Digital Agen-
da, women are mentioned in connec-
tion with one of eight areas of action:
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JejcteyBamne: Akyuja 2.6.1 —Modobpy-
earb-e Ha OuaumarsHa nucMeHocm, Be-
WTWHW; MHKy3usHOCM: AurnTanHarta
epa Tpeba ga Guge 3a 3ajakHyBaH-€ U
emaHuunauvja; u Bo [pyau akuuu,
mMery pgpyroto, ce npegnara: ,Komu-
cuvjaTa Ke ro npomMmoBupa MOrofieMoTo
YYECTBO Ha MIlaguTe XXEHU WU XKeHuTe
noBpaTHMYKM Ha paboTa, kako paboTHa
cuna Bo VKT cekTopoT, npeky pecypcu
3a nogapLuka Ha Be6-3acHoBaHM 00yKM,
e-y4yeHe 3aCHOBaHO Bp3 urpa n couu-
janHo BmpexyBare” (Akumja 6p. 60).

Bo pamkute Ha HaumoHanHata
cTpaternja 3a e-BknydyBawe 2011-
2014 Ha Penybnuka MakegoHuja, po-
joBaTa [duMMeH3nMja € npucyTHa BO
KOHTeKCT Ha [MpuoputeT 2: durntanya
nucmeHocT — lMogobpyBawe Ha UKT
BELUTUHUTE N CMOCOBOHOCTUTE Ha rpa-
raHuTe, egykauujata n cuctemuTe 3a
obyKa 1 OOXMBOTHO y4YeHe Ce KIYyYHU
BO NPOLLECOT Ha rpafere Ha gurntanHa
nucmeHocT. OBa rv BKNy4vyBa, nNpeg ce,
MepKuTe 3a gurutanuanpame Ha op-
ManHMoT o6pas3oBeH MNpouec npeky:
KoMmnjyTepmusaumnja n BoBegyBare WH-
TEepHeT BO yunnuwitara, obesbegysan-e
Ha EeneKTPOHCKN COOPXWHW OOoCTanHu
Ha WHTepHeT n BoBedyBakwe Ha VKT
anaTku BO Hactasata. Ho, ucto Taka,
OBOj NPUOPUTET ' BKITy4yBa U MEPKUTE
3a JoobpasyBakwe Ha BO3pacHU nuua
npeKky noceTyBake NOYETHU U Hanpea-
HU UT obykn n ceptudmumnpare 3a
pasnuyHM rpynu Ha rparaHu: Hespabo-
TEHUW, Nnua Co MHBANUAHOCT, XeHN co
OorpaHMyYeHn MOXHOCTM 3a obpasoBa-
HWe, UTH.

Kako wto moxe ga ce 3abenexu,
HUTY eBporckaTa, HATY MakedoHcKaTa
ctpaternja 3a UKT, 0OBOMHO ja UHTe-

Action 2.6.1 - Improving digital lite-
racy, skills; Inclusion: the digital era
should be about strengthening and
emancipation, and in Other actions
- among other things it is proposed:
The Commission will promote grea-
ter participation of young women and
the women returnee to work as labor
power in the ICT sector through re-
sources for support web-based trai-
ning, e-learning based on games and
social networking (action no. 60).

Review and analysis of the Nati-
onal Strategy for e-Inclusion 2011 -
2014 of the Republic of Macedonia.
Digital literacy — Improvement of ICT
skills and capabilities of the citizens:
Education and training systems and
lifelong learning are crucial in the
process of building digital literacy.
The strategy provides for measures
to digitalize the formal education pro-
cess through computerization and in-
troduction of Internet in schools, pro-
viding electronic content available on
the Internet and introduction of ICT
tools in teaching. This also includes
the measures for further education
of adults by attending initial and ad-
vanced IT trainings and certification
for different groups of citizens: those
unemployed, persons with disabiliti-
es, women with limited opportunities
for education.

As it can be seen, neither the
European nor the Macedonian stra-
tegy for ICT sufficiently integrates
the gender perspective in the devel-
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roMpaaTr pogoBaTa nepcrnekTusa BO
pa3BojoT Ha NHPOPMATUYKOTO OMNLUTEC-
TB0. Cnopen EBponckuoT ueHTap 3a
XeHn un TexHonornja (The European
Centre for Women and Technology,
ECWT, 2011), ycnexot Ha lurutanHara
nporpama ke 3aBucu of Toa ganv Es-
porickata KoMucuja ke Hajae HauyvHu 1
cpencTBa Ha MHTerpupame Ha KpUTud-
Ha Maca Ha XeHu BO: MpucTanoT, An3aj-
HOT, WCTpaxyBahwe€TO, WHOBauwmjaTa,
Npou3BOACTBOTO U ynotpebarta Ha VKT
BO TEKOT Ha NepuoaoT Ha UMMSEMEH-
Taumja Ha [lporpamara 2011-2020.
BaksaTta npoHu4Ha 3abeneluka npons-
neryea of cpaktot wrto [llporpamaTta
npeTrnocTaByBa [eKa XeHuTe ce Ao-
BOMHO MHTerpupaHu Bo VIKT cekTopor,
1 cnopep Toa, ke MoxaTt Aa ogrosopar
Ha npeam3BUKOT. CriMyeH npuroBop
MOXe [a ce ynaTh U KOH MakegoHcKaTa
cTpaTteruja, npuapyXeHa co ocTpa Kpu-
TMYKa 3abenelwka fgeka XeHuTe ce
CMoOMeHaTn caMoO BO KOHTEKCT Ha AUrn-
TanHata MMCMEHOCT, N Toa OHME KOMU
uMaat oTexHaT npuctan go obpasos-
HWUTE npouecu.

OTcycTBOTO Ha pogoBata AMMEH-
3uja og [durutanHata nporpama ja not-
TMKHa eBporcKaTa jaBHOCT, 1 NocebHo
YKEHCKUTE OpraHvM3auuun of UUBUIHUOT
CEKTOp, Aa WHWUMpaaT, TakaHapeyeH,
Pogos akumcku nnaH (The European
Centre for Women and Technology,
ECWT, 2011) koj ke ja uHTerpupa po-
AoBaTta nepcnekTuea BO MMMNEMEHTa-
umjata Ha lMNMporpamarta. MNnaHoT 3a ak-
unja Tpeba aa buae MynTUCEKTOPCKN U
Tpeba ga rm BKIy4n cuTe peneBaHTHU
N 3auHTepecupaHn akTopu BO UM-
nrnemeHtaumjata Ha [lporpamara.
Mmajkn ja oBaa nHmumjatMea npeasua,
Be[Hall ce HaMeTHyBa muaejaTa 3a en-

opment of information society. Accor-
ding to the European Centre for Wo-
men and Technology (ECWT), 2011
the success of the digital agenda will
depend on whether the European
Commission is going to find ways
and means to integrate the critical
mass of women in the access, de-
sign, research, innovation, producti-
on and the use of ICT over the peri-
od of implementation of the Agenda
2011-2020. This ironic remark re-
sults from the fact that the Agenda
assumes that women are sufficiently
integrated in the ICT sector, and the-
refore can respond to the challenge.
A similar objection can be addressed
also to the Macedonian strategy, ac-
companied by a sharp critical remark
that women are mentioned only in
the context of digital literacy, and
only those who have limited access
to educational processes.

The absence of the gender di-
mension in the digital agenda indu-
ced the European public and espe-
cially women’s organizations in civil
society to initiate so-called Gender
Action Plan (The European Centre
for Women and Technology (ECWT),
2011) which will integrate a gender
perspective in the implementation of
the agenda. Action Plan should be
multisectoral and should involve all
relevant and interested stakeholders
in implementation of the agenda. Ta-
king this initiative into consideration,
an idea immediately arises for a si-
milar initiative in the context of the
Macedonian policy of ICT especially
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Ha CMMYHA WHUUMjaTMBA BO KOHTEKCT
Ha MakepgoHckata nonutuka 3a UKT,
nocebHo BoKOHTEKCT Ha HaumoHanHaTa
cTpaTternja 3a e-BknyyyBawe 2011-
2014.

Co uen ga ce nogobpat NonUTHY-
KUTe NpeTnoCcTaBkn 3a UCKOPUCTYBaHE
Ha VKT 1 koHUenToT Ha e-BKNyyyBaHe
3a MnororemMo y4ecTBO Ha XeHWUTe Ha
nasapot Ha TpyaoTt, nocebHo Bo UKT
CEKTOpPOT, nNoTpebHo e HaumoHanHata
cTpaTternja 3a e-BknyyyBawe 2011-
2014 Ha Penybnuka MakegoHuja ga
BKIMy4M jacHa U HeABOCMUCNEHa aedu-
HULMja Ha couujanHOTO BKIyYyBaHe,
Koja Ke rm uHTerpupa cpogHuTe KOH-
LenTn, Kako WTO ce: e-00CTanHocCT uin
HamanyBawe Ha AUrMTanHuWoT jas; ao-
crnegHa uMnNneMeHTaumja Ha MpuHUK-
nute Ha [OurutanHaTta nporpama Koja
npetcrasyBa pgen of CrtpaTernjaTa
EBpona 2020, kako cTpaTeLlKku npucTan
Ha EBponckata yHuja 3a pasBoj Ha
aurtanHata ekoHomuja po 2020
rogvHa; BMANMBa MHTEerpauuja Ha po-
JoBaTa nepcnekTnea BO UMMMeMeHTa-
uMja Ha HauuwoHanHaTa cTpaternja 3a
e-BknyyyBawe 2011- 2014 Ha Peny-
onvka MakegoHuja, BO CuUTe HEj3UHU
obnactn Ha aejcTByBawb€; U Ha Kpaj,
NMOKpeHyBawe Ha MHuumjatuBa 3a Po-
JOB aKUWUCKW MnaH, Kako npuapyxeH
OOKyMeHT Ha CTtpareruvjata, npeky Koj
Ke ce obe3benat ycrnosu 3a aktmyka
UMnnemMeHTaumja Ha pogosarta nepc-
nekTMBa BO MONMUTUKATE U MeEpKUTE
npeasuaeHun co CtpaTternjaTa.

in the context of the National Stra-
tegy for e-Inclusion 2011 - 2014.

In order to improve the political
suppositions for using ICT and the
concept of e-inclusion for greater
participation of women in the labor
market, especially in the ICT sector
it is necessary for the National Stra-
tegy for e-inclusion of the Republic
of Macedonia 2011-2014 to include a
clear and unambiguous definition of
social inclusion, which will integrate
related concepts such as e-accessi-
bility and reduce the digital gap, and
also provide consistent implemen-
tation of the principles of the Digital
Agenda, which is part of Europe 2020
strategy as a strategic approach of
the European Union development
of digital economy by 2020; Visible
integration of gender perspective in
the implementation of the National
Strategy for e-inclusion 2011-2014
of the Republic of Macedonia, in all
its areas of activity, and finally, laun-
ching an initiative on Gender Action
Plan as an accompanying document
to the Strategy, which will ensure
conditions for actual implementation
of the gender perspective in the po-
licies and measures provided for in
the Strategy.
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