Non-Standard Employment and the New Standard Employment Contract:

Reflections from a Transitional Labour Market Point of View*

Gunther Schmid

‘Flexicurity’, the flagship of the European Emplognt Strategy, does not appear
in the title of this essay. The simple reason & this oxymoron is more
confusing than illuminating. It invites to cheagktand opportunistic use for
various political interests, the opposite of wisagéxpected from analytical and
deliberative reasoning. All what ‘flexicurity’ isoaut at the end of the day is how
to ensure decent jobs for all in a world of wor&ttrequires both: more flexibility
and new securities for the related higher risks. didy employers, also workers
need flexibility. For more and more people continsiéull-time jobs get out of
reach or are even not preferred in order to fitkenecessities with a satisfactory
social life. Not only workers, also employers nsedurity. High quality
production, reliable delivery just in time, adjusint to new technologies and
markets require the security of a skilled, flexialed devoted workforce that does

not opportunistically take every chance to jumpnother job.

The employment contract is the main institutioladance these conflicting as
well as complementary interests of employers arcethployees. The main
research questions, therefore, is how to adjustti@oyment contract to the
changing world of work as well as to the changingfgrences over the working-
life. 1 try to respond to this challenge by askfogr related sub-questions: Why

do we need a new standard employment contractth@re any alternatives to the
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‘old’ standards? What does theory suggesnfaw’ standards? How can we

improve the governance of so-called ‘flexicurity’?

1. The erosion of the standard employment contract

The answer to the first question is simple: We reeedw standard employment
contract because non-standard employment formseneasing. Before
providing some evidence, attention should be gteethe measurement of the
following figures: They all represent levels and sbares. The part-time
employment rate, for instance, equals part-timekexsr as percent of the
working-age population.

Figure 1: Part-time Employees (only with open-endedtracts, and without

self-employed) as Percent of Working Age Populgti®&64), 1998
and 2008
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Figure 1 compares the part-time employment rat&sinopean countries at two
points of time: the horizontal axis shows meastoed998, the vertical axis for

2008. Countries above the diagonal, therefore, slowcrease and countries



below the diagonal a decrease of part-time workh&&ands, of course, is the
champion: almost a quarter (25%) of the working-4agpulation is employed in
part-time. And as in most other countries, paretisistill increasing. But the new
member states of the EU like Poland, Hungary aadCrech Republic have very

low and in a few cases even decreasing levelsrotipae jobs.

Figure 2: Temporary Employees (including part-tisjestls Percent of Working
Age population (15-64 years), 1998 and 2008
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Source: Eurostat, own calculations

Level and dynamics of temporary employment (Fig)rare much more diverse.
Some EU-member states experienced a spectacutaags; for instance Poland.
But temporary employment, including temporary gamers and temp-agency
workers, increased also in the Netherlands, SwaddrPortugal, whereas the
level even declined in Denmark and Great Britaigay, apart from Poland, most
of the new member states have low and some evdinidgdemporary forms of

employment.



No clear trend can be seen in self-employment (Eig). One explanation is the
opposite dynamic: Traditional forms of self-emplamhespecially in agriculture
still decline. In some countries however, self-eoypient is related to the

expandingcreative economy’

Figure 3: Self-employed (full-time or part time oaccount workers) as
Percent of Working Age Population (15-64 yearsf8l8nd 2008
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Source: Eurostat, own calculations

If we combine all three forms of non-standard empient to an aggregate non-
standard employment rate (Figure 4), controllinggossible overlaps, we find
again the Netherlands as champion: 43 percentedDttich working age
population is employed in some form of nonstanaanghloyment; the lowest
level has the little Baltic state Estonia with osven percent.

To sum up: With only a few exceptions, non-standarohs of employment
clearly expanded in Europe within the last ten geand | guess the same is true

for Australia.



Figure 4: Aggregate non-standard employment rateSurope, 1998 and 2008
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Source: Eurostat, Labour Force Survey; own calimriat The “aggregate” non-standard
employment rate includes part-time, fixed-term amch account work controlling for overlaps;
the EU-average excludes Bulgaria, Malta and Cyprus

2. Causes and Consequences of Non-standard Empibyme

Of course, it would now be necessary to ponder aiheucauses and
consequences of this development. In this essayever, | will draw the

attention only to the two main outcomes of welldtioning labour markets.

First, tosocial inclusionthrough labour market participation: The decisiviwer

of increased labour force participation is parteimork, especially for women but
to a lesser extent also for men, young and maged aorkers. Of course, there
are penalties of part-time compared to full-timegopay and job security is
lower, the same holds true for training and jobnpoton. In Germany and in the
Netherlands, for example, small part-time jobs (fapobs’) have been the

strongest driver for the expanding low-wage sedbese disadvantages,



however, are partly compensated by higher jobfsatisn, better work-life
balance, better health and safety. That's why rpagttime in Europe is
voluntary. Transitions to full-time are lowest iountries with high level of part-

time.

Temporary work correlates only weakly with laboairce participation. In
contrast to part-time work, temporary work is clgalemand driven and
concentrated on sectors with high pressure onredsiction. It also is strongly
correlated with employment protection. Employersiobsly substitute

restrictions in hire and fire by escaping to fixedm contracts.

Self-employment in Europe is — on the aggregatel le\a negative driver of
labour force participation. The explanation is difn many countries self-
employment is still strongly related to the decimpiagricultural sector where still
many women and mothers are helping out withoutgeounted as employed.
However, this aggregate correlation hides the nmotigre of self-employment,
which is related to the creative sector: the aldisour market, free lancers in the
media and in information technologies. In some toes), for example in the
Netherlands, Italy and Germany, this type of seifpoyment is even driving
labour force participation.

Modern self-employment is often combined with regudart-time wage work.
Research reveals three motivations related tactimsbination. First enhancing
utility, which means attaining psychological rewémin self-employment that
standard jobs may not provide; second motivatidn Isok after option security
as a provision against unemployment, which meaaisttiose who get
unemployed have already a foot in a new job; thedlicing income uncertainty
associated with self-employment by maintaining saimeeme security from the
regular part-time job.



Let me turn to the second main quality criteriavetl functioning labour markets:
economic prosperitthrough high productivity. Non-standard employment
correlates with GDP per capita, albeit not stronglyis is not surprising if you
are aware of the link between non-standard emplay@ed increasing labour
force participation of women. If women work, thaybstitute informally provided
goods and services through marketed goods andcesngince women'’s higher
labour force participation is strongly connectethwiigher education, a net
prosperity gain through deepening labour divisiboudd be expected. This
potential prosperity gain, however, might be hidteough discriminatory low

wages.

Evidence related to productivity is mixed. At thaero level, increasing
employment was not followed by increasing produttiin Europe. Rather the
opposite is the case, with Sweden as the only ¢xce®nly tiny evidence exists
at the micro level. Rather positive effects areoregal for part-time work. Firms in
client-oriented services, for instance, can allegatrt-timers according to
opening hours and the flow of clients, and partetisrmight work more
intensively. However, firms that excessively usaperary work, especially in
form of temp-agency work, are less productive. Toleyiously use this form of
employment relationship as a low-cost strategy tvisnot sustainable. This
confirms the theoretical expectation that genuiroepctivity based on innovation
requires high internal functional flexibility thrgh highly educated personnel,
long tenures inducing workers with tacit knowledgeooperate and to engage in

continuous training efforts.

However, more research is needed, especially ardiosk into the black box of
firms using flexible labour. Yet, available evideralows one cautious
conclusion: As far as the negative relationshipvieenh non-standard employment
and productivity holds true, one of the presumiohthe Danish flexicurity
model will be undermined. Non-standard employmienparticular fixed-term

contracts, might reduce the redistributive capacitgompensate the risks of high



external flexibility through high unemployment bétsgeand cost-intensive active

labour market policy.

Even the Danish case itself seems to be challebgadoroductivity crisis.
Denmark substitutes non-standard employment to sxteat through high job
turnover eased though low job protection and garseeumemployment benefits.
That clearly makes Denmark the champion of mobitgnfirmed in a recent
excellent study comparing all four Nordic countri¥st in terms of productivity
and GDP growth, Denmark ranked consistently lolWwantits neighbour countries
Norway and Sweden which have stronger employmeategtion and less job

turnover.

So, let us come to some interim conclusion: Thesiasing variability of
employment relations is connected with increasatpur force participation,
especially of women. The outcome seems to be pesiiated to overall
economic prosperity, but ambivalent or even negatlated to the productivity
dynamics. Sure, non-standard employment, per sitiser more precarious nor
more flexible than standard employment; nevertisgles average, greater
insecurities are implied. Most countries have redtsplved the risks of increasing
labour market segmentation related to non-staneiaaloyment.

The question, therefore, arises: How can we gotregrincreasing variety of
employment relations in a way that makes equityeffidiency complementary?
One can imagine two ideal type solutions. Firsthileridisation of the
employment contract, known as temp-agency work. |eyeps buy specified
labour services from these intermediaries jusinmef and temp-agency workers
provide these services just in time thereby engunumerical and/or functional
flexibility; the temp-agencies pool all the relatésks, ensuring thereby possibly
all kinds of security: employment-, income-, sogiahd option security. This is a

charming model, indeed. It once stimulated the gnent Dutch industrial



relations expert Jelle Visser to the provocatiateshent Temp-agencies are the

trade unions of tomorrow.”

| have a lot of sympathies with this view. | amsweaded that the potential of
TAW is still underexploited, especially relatedatioilding bridges or stepping
stones for long-term unemployed back into work esldted to the increasing
market for career services. Yet, TAW needs a soagdlatory framework,

otherwise one runs into the situation shown infttlewing cartoon:

55 IELLE! UiR UNS
FR WEISS VIELLEIHT OBHEN
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The worker, here, holds the dismissal notigg&ifdigung’) in his hands, and the
personnel chief, tapping on his shoulder, sdj#to knows, perhaps we see us
again in temp-agency formrhe reader can find examples for this practice in
Germany that would go beyond the space limits isfpaper (Schmid 2010,
2011).



So, despite some promising perspectives, the liofiflAW for future
employment relations are evident. Why, then, neaidring of becoming a civil
servant? Ideally, this employment contract enstoegorkers all kinds of security
just for the little favour of being ready to movéwthe employer, like in the
former times when the kings were riding throughrteenpires with the key
administrators around them. The ideal-type ciuVaat provides numerical and
functional flexibility through moving with the taskas they came up. Apart from
accumulating high skills and multiple skills thrdugontinuous education and
learning, civil servants have to demonstrate albsdtyalty to the employer, and
they have to be completely free from any othergation, especially from unpaid
household chore and care work. This is the reasgnwomen, when they
exceptionally were hired in a civil service pogitidiad to leave this position as
soon as they got married. In Germany, this femeldacy was still in practice in
the 1950s.

Of course, today, the state as employer is emated@nd it serves to some
extent even as a model employer, especially for @onvet its limits for future
employment relations are evident, too. So, thetirearises: Are we lost

betweertwo utopian ‘flexicurity’ models?

3. Some Brief Notes to the Theory of EmploymeisttiBeships

What does theory tell? The following can only Herief sketch to get a rough
picture of the state of the art and further redeareds. Starting point is the
interest of stylised labour market actors (emplsyaed employers) in the (open-
ended and full-time) standard employment contidagioes without saying that a
further exploration of this issue would have tdafiéntiate the interests within

these two groups of stylised actors.

3 More can be found in my book &ull Employment in EuropéSchmid 2008, 178-85), and in Schmid
(2010), Schmid (2011) with further references teréture.
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Employeesre mainly interested income securityespecially in a steady and
possibly rising income stream over the life coudsd securityis the most
important means for income security, but also gg#@ng in terms of stable social
networks. Furthermor@ption security(e.g. in terms of available choices of
working time and career opportunities) probablyyplan increasingly important
role, especially for employees with family obligats and high educational
potentials. Employees will be ready to accept ktniins invoicefor these
securities, to béoyal to the employer and not &xit opportunistically (to take up

the terminology by Albert Hirschman).

Employers’primary interest in a standard employment confsagtithority in

order to ensure flexible use of human resourcewfich they are ready to
exchange some job and income security. They aoaratisrested imeliability for
the sake of security of high quality services fdriah they exchange some voice
to workers. This interest will be higher the higkiee costs for controlling
shirking, which probably correlates with skills aspkecialisation. Finally, they are
interested in postponing decisions as a kinkiboidity preferencen exchange for
some job security. Especially this latter ‘workfedguidity’ as a tool for
managing uncertainty seems to become even moretampohan in the early
1950’s when Herbert Simon thought about it. Wor&éliquidity has two
dimensions: First, postponing decisions with regardorking times to which |
will present later an important example. Secongfganing decisions with regard
to the tasks of functions the workers are supptsédalfil.

Now, one can ask: What about the disinterest di @acty in open-ended and
full-time employment contracts, which would potealii (not necessarily) be
reflected by an interest in (flexible) sales coctisan which the terms of exchange

are specified?

First,employeesnight lose some interest in open-ended employantracts by

having other income resources than wages. Litdéesyatic knowledge is
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available, but anecdotic evidence says that sutistaapital income or assets are
available only for a minority. Some kinds of assetgh as real estate and houses,
might even enhance the interest in long-term empéoy relationships. In return,

a well functioning housing market might be a fuanal requisite for high

external flexibility.

Second, interest in experience accumulation ongatanal labour markets may
reduce interest in open-ended employment contrAstalready noted, there is
some sign for the revitalisation of occupationalolar markets, and experience
accumulation may be of special interest for youdigita. One can plausibly
assume that temp-agency firms can play an importd@in this respect.

Third, the decline of tenure related (‘fringe’) ledits may be reason for losing
interest in long-term contracts. In return, a pplé transferability of such
benefits may increase job mobility; the same effect the shift of financing
social security from wage contributions to gen&&htion as it is largely the case

in Denmark.

Fourth, and especially relevant from the TLM pahtiew, issues ovork-life
balancemight enhance disinterest in continuous full-twark for at least three
reasons: the interest in combining education wattt-pme work (especially for
young people), the interest in combining family waiith gainful labour market
work (traditionally women, complemented more anderimy men sharing those
tasks), and the interest in gradual retiremenegglyl or in utilizing reduced work
capacities of work combined with transfer paymétits disabled). It is self-
evident, that incentives related to (wage-) incdaaxeand (household related)

transfers will weaken or strengthen these interests

Employers’interest in open-ended and full-time contracts whegrease, first, by
reduced opportunity costs to buy specialised kndgdenduced through

information technology; second by the erosion téiimal labour markets,

12



complemented by increasing labour mobility thronglgration or an

improvement of traffic infrastructure; and third the fact that information
technology decreases the half-life of firm-spediimowledge and depreciates tacit
knowledge. In addition, increase in overall demaolatility (uncertainty)

through the structural shift from (manufacturedssproduction to services
(especially around the clock social services) déitrease the interest in long-term
relationships or at least increase the intereatlarger flexibility buffer of human
resources. It remains, however, an empirical qoestow relevant these possibly
changing circumstances are. Potential counterggiintors are diversified and
customer oriented high quality production, ensueasfdnnovative human
resource capacities, and increasing recruitmerts ¢oshighly specialised

workers or increased firing costs due to regulation

Nevertheless, as far as disinterests in the stdretaployment contract on either
side of the contracting parties increases, thiteeraltives are available: First,
turning to sales contracts, in other words to boylkwor services from outside of
the firm instead of relying on the making by thaivn staff; second, to enrich the
standard employment contract with elements of sadasracts including
negotiated elements of flexibility and securitygdahird, to enrich sales contracts
with elements of employment contracts. The onlyegxion, obviously, is the
potential interest of employees into open-endetipae work, which explains
(as already hinted by discussing the figures otrtpae work) the need of
redefining the “standard” at least partly by inchglhigh volume voluntary part-

time work?

Let us turn to the first alternative, accepting fibetors driving sales contracts,
which means to buy instead to make. These factarsl ®e the availability of

cheaper professional services (e.g., through tegep@es, world-wide sub-

4 In Germany, the Federal Statistical Offi&dtistisches Bundesanhtas already taken over this stance. But
even in this case one has to be aware that contifyiavorking in such qualified part-time jobs remsi high
wages and/or additional household earners and ia¢mm other sources like capital or inherited tsse
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contractors); the availability of professional feeecers or the reduction of

transaction costs for contracting through spea@dliggal services.

Possibilities to enhance standard employment caistthrough elements of sales
contracts are performance incentives of varioudkicafeteria payments-
systems, for example exchanging money for workimg taccounts or vice versa,
and life-course contracts allowing, for instancergduce working time with

seniority.

Possibilities to enhance sales contracts with ehésnaf employment contracts are
to support the transition of employees to self-ewpilent with privileged access
to sub-contracts, which can serve as a qualityrarse device for the firm. Other
examples are providing training capacities for peas service agencies in
exchange of privileged access to high quality teragoworkers, building up trust
relationships by using joint IT infrastructure,torinstitutionalise employers’
networks for instance for joint vocational trainiagd education or mutual and
intermediate exchange of employees’ services. Taedather possibilities are

not yet well researched.

To sum up: The brief sketch of theory on the emplest relationship certainly
needs more careful exploration, among others dydntg new insights of
behavioural economics related to perceptions &sr@d uncertainty. Plausible
reasoning, so far however, tells that on the engaeyside interest in income-,
job- and option security is still high, but demadsoice- or exit options (at least
in form of temporary leaves) are rising; moreovarjous work-life balance
issues (especially balancing family and market Wworkrease the interest in
(preferably open-ended) part-time employment. @netimployers’ side, interest
in authority, reliability, loyalty, and flexible tarnal labour capacities is still high,
but uncertainty of returns in investment increasefatility of demand goes up,
information and communication technologies makeisised skills around the

world more accessible, project and network oriemypéds of work raise the need
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of human resource flexibility, and labour supplyicies might enhances the

willingness to offer part-time work opportunities.

So, to paraphrase an old French sayirige standard employment contract is
dead: Long lives the ‘new’ standard employment i@att What's ‘new’? This
leads me to the fourth question: How can we imptbeegovernance of so-called

‘flexicurity’?

4. On the Governance of ‘Flexicurity’

As a general strategy, TLM-theory suggestgending the expectation horizoh
labour market participants through flexible contuat arrangements. This
concept goes back to the political theory of Niklasimann who assigns to the
political system the function dbinding decisions’ The central element of
binding decisions in policy terms is not to impasgpecific behaviour on its
citizens. The thrust of binding decisions is toisegnhotion a cognitive process, in
other words learning through commonly agreed olyjestand values, which still
have to be specified and operationalised throughneenication and negotiation,

in other words, through a constant process of amal error.

TLM-theory recommends four elements of such aegpatFirst, establishing a
general labour force membership status througheus@l social rights and duties
that include all kinds of employment and paid opaid work. The second goal is
to induce a career orientation over the working-tirough making transitions
pay and insuring life course risks beyond the askknemployment. The
consequence of such a perspective is to extendplagment insurance to a
system of employment insurance. The third stratebjective goal is to overcome
inequalities and risk aversion through capacitydiog, social bridges (stepping
stones) and active securities. Under such a pergpegenerous short-term
unemployment benefits should not be seen as ‘paissxpenditure or

consumption but as ‘active’ investments that enaldekers to engage in
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productive job search free of ‘Angst’. Fourth eleris to transform danger into
trust through establishing learning communitiegatiated flexibility and

negotiated security.

In the limited space of this essay | will concetdran one labour market policy
instrument which combines in an almost ideal-ty@g the four strategies just
mentioned. It is the short-time working scheme, bexblain it as it has been
established in Germany, but this instrument isagtirey more and more all over

Europe.

In Germany, short-time work (oKurzarbeit’) has a long tradition. It goes back
more than 100 years. Today, there are three difféypes of short-time work
allowance: the major role plaggclical short-time worko maintain employment
in cyclical troughsseasonal short-time wohelps especially construction
workers to overcome income risks during bad weadhédrcold winters;

structural short-time workelps companies in restructuring to prepare redunda

workers finding a new job.

It is important to note that workers have a righshort-time work. Even works
councils are entitled to apply for short-time watkthe public employment

service. The cut of income due to the reduced wgrkime is compensated pro
rata like unemployment benefits by 60 or 67 peroéiihe net wage, and these

replacements are often topped up through colleetireements.

On average, 1.2 million workers went on short-tinak in 2009, and reduced
their working time by about one third. Yet, it wast only short-time work that
prevented a drastic jump in unemployment. Thereewvaéner instruments of
internal flexibility used to adjust to the situatid_et me briefly demonstrate this

by the example of the German mechanical engineamnthgstry (Figure 5).
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Figure 5: Internal Flexibility in the German Mechaal Engineering
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Incoming orders (the red line) fell by almost 50gest and output (the blue line)
by about 30 percent within less than one year. Betbvered within one year but
remain at a slightly lower level. The workforce rexer, the dark yellow line,
dropped only by about 3 percent. The bulk of adpestt was managed by

working time flexibility.

However, short-time was only one element. Otheredgnts of working time
flexibility were the return to the regular 35 howsek (-1.4%), the reduction of
overtime (-5.6%), the melting down of working timecounts (-5%), and the
reduction of working time by utilising collectivelyargained working-time
corridors (-2.8%). Altogether, the volume of worgitime fell by 20.8 percent,
and rose again to almost the pre-crisis levelaetid of 2010 when only a few

short-time workers were left.
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In the whole German economy, this set of interledilbility measures saved
about 1.4 million jobs in the year 2009, which otise would have added 3.5
percentage points to the unemployment rate. Tiptags the fact that Germany
was the only European country surviving the fisoad economic crisis without
substantial additional unemployment.

Yet, before we praise this as a ‘German job mifaale have to be careful in
assessing this instrument from the TLM point ofwi€learly, there are

advantages compared to dismissals.

First, short-time work allows a much quicker reastio demand fluctuations than
dismissals because dissolving employment contreegds more time and implies
higher transaction costs than just reducing workimg by maintaining the

employment contract.

Second, short-time work offers employers the oppuoty of strategic waiting in
face of uncertainty, which means ‘workforce liqiydiNobody knows at the
beginning how big the drop in demand will be and/hang this will take. Short-

time work is a reversible instrument, dismissatsraot.

The third enormous advantage for employers is $askific flexibility. Short-
time work gives the opportunity to adjust work angation precisely according
to the specific tasks to be reduced or expandee gbkernment increased this
flexibility by relaxing conditions which allowed pscially small firms (for
instance logistic enterprises and suppliers ofddimgns) to use the scheme to a

larger extent than in former times.

The fourth advantage is the discretion for socialrance principals to fine tune
the scheme as the situation develops. The goveitrused this discretion by
extending the time of using short-time work upwo tyears, giving the employers
a comfortable planning horizon.
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The fifth advantage is combining equity agficiency through various combined
elements: through broader sharing of costs andfiteoempared to the
alternative of dismissals. Workers affected by skiore work kept, on average,
80 to 90 percent of their wages. Such income abdgaurity avoids ‘Angst’,
which means panic reactions of workers, for exampleasonable saving which

might reduce effective demand and lead to a vicaine.

For employers, the remaining costs per short-timeker were between 24 and 46
percent depending on the size of government s@ssidhese remaining fixed-
costs are an effective incentive not to misusesyiséem. The flipside of these
costs are potential savings for employers in thring upswing. They keep their
trained work force and witot have to pay for new recruitments which are
estimated at about 32,000 Euro for high skilledtatarkers or engineers. Last
but not least, both workers and employers are raiginiy cooperative networks,

which mean human and social capital.

The federal employment agency, representing thdasatic risk community of

all workers, spent about 5 billion Euros for shiomie allowances. Finally, the
government complemented this risk sharing commuhityugh subsidising social
security contributions and — last but not leastlarge stimulus package in form
of a so-called wreck-bonus which paid every pe3&00 Euro for exchanging
her (at least 9 years) old car for a new one, iggtie tax payer about another 5

billion Euros.

However, short-time work has also clear disadvgggaompared to dismissals
(external flexibility). State subsidies may shifetcosts to tax payers or to
marginal workers; job security may maintain non-peiitive industrial structures
and lead to jobless growth or new job creation amlyon-standard form,

especially temp-agency work.
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Finally, at implementing short-time work, Germamyléd in at least two respects
from a TLM point of view: the incentives for traimg during short-time work
were far too low; and a corresponding flexiblernnag infrastructure is still
missing. Yet, all in all, the balance is positinef least due to an effective public
employment service with established trust relatimnsmployers.

Let me very briefly summarize. | started by askiogr questions: First, why do
we need a new standard employment contract? Weaieed standard
arrangement because the current standard employmeinact excludes many
new forms of employment relations and unpaid warkusdered especially by

women.

Second, are there any alternatives took# standards? Yes, but we should not
search these alternatives among the extremes sublke aybrid employment
contract of temp-agency work or the classical eyplent contract of civil
servants. Needed are new securities for ‘flexijabs, and new flexibilities for

‘secure’ jobs.

Third, what does theory suggest for ‘new’ standartiseory suggests moving
towards a universal status of labour market cishgm to make social security
independent from specific types of employment reteships, to build up
adjustment capacities at the supply and demand andketransportability of

entitlements to foster job-to-job transitions.

Fourth, how can we improve the governance of sleadllexicurity’? Balancing
flexibility and security requires, first, to enddabour market citizens with active
securities beyond employment and, second, to extexdexpectation horizon

through an opportunity set of social bridges amdrigg communities.
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