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ABSTRACT
In the context of the ongoing reforms on European labour markets the keyword
‘flexicurity’ is presently gaining prominence. We therefore want to explore the
importance of the flexicurity-concept on the example of the German Hartzreforms. Starting from the frequently used definition as a trade-off between employers’ demands for flexibility and employees’ needs for security, different conceptualisations of flexicurity are considered, and criteria for an efficient and
equitable flexicurity-nexus are developed. The German debate on flexicurity is
briefly looked at. The main part of the paper is devoted to analysing four policy
measures which were implemented within the Hartz-reforms: ‘Ich-AG’ allowance
for newly founded businesses, ‘personnel service agencies’ (‘PSA’) to place unemployed into regular employment, ‘Mini-Jobs’ and the introduction of ‘Midi-Jobs’
which were supposed to serve as stepping stones into employment subject to
social insurance contributions and ‘wage insurance’ for elderly workers. It is assessed whether the measures contribute to enhancing the components of flexibility and security and whether the measures are appropriately balanced. The
analysis reveals that the measures’ quality could be improved by strengthening
different components of the security dimension.

ZUSAMMENFASSUNG
Das Schlagwort „Flexicurity“ gewinnt im Rahmen der aktuellen Reformen auf den
europäischen Arbeitsmärkten an Bedeutung. Die Tragweite des FlexicurityKonzepts soll hier am Beispiel der Hartz-Reformen in Deutschland untersucht
werden. Ausgehend von der Definition als Zielkonflikt zwischen dem Bedürfnis
der Arbeitgeber nach Flexibilität und dem Bedürfnis der Arbeitnehmer nach Sicherheit werden weitere Konzeptualisierungen des Terms erörtert. Darauf aufbauend werden Kriterien für einen sowohl effizienten als auch gerechten
Flexicurity-Nexus entwickelt. Nach einem kurzen Überblick über den Verlauf der
Flexicurity-Debatte in Deutschland werden vier Instrumente, die im Rahmen der
Hartz-Gesetzgebung eingeführt wurden, vorgestellt: Die „Ich-AG“-Unterstützung
für den Übergang in die Selbständigkeit, die „Personal Service Agenturen“ (PSA)
für die Vermittlung ehemals Arbeitsloser in reguläre Beschäftigungsverhältnisse,
„Mini-Jobs“ und die Einführung von „Midi-Jobs“, intendiert als Brücke in sozialversicherungspflichtige Beschäftigung, sowie die „Entgeltsicherung für ältere Arbeitnehmer“. An Hand der im Theorieteil entwickelten Kriterien wird gefragt,
inwieweit die einzelnen Komponenten von Flexibilität und Sicherheit gestärkt
werden und inwieweit die Maßnahmen ausgewogen sind. Die Analyse zeigt dabei auf, dass die Qualität der Maßnahmen durch die Stärkung unterschiedlicher
Komponenten der Sicherheitsdimension gesteigert werden könnte.
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1.

Introduction1
‘There is no more paradox in this [in intellectual property protection – the
authors] than there is in saying that motorcars are travelling faster than
they otherwise would because they are provided with brakes.’
(Schumpeter 1976: 88)

The argument we would like to bring forward is captured in Schumpeter’s famous
quotation, which can be reformulated in the following way: ‘There is no more
paradox in ‘flexicurity’ than there is in saying that workers are more flexible and
creative than they otherwise would because they are provided with securities.’
This paradoxical marriage of flexibility and security has been strongly promoted
by the European Employment Taskforce headed by Wim Kok, which published its
report ‘Jobs, Jobs, Jobs. Creating More Employment in Europe’ in November
2003. The title of this report was contested – and in some countries even badly
accepted – for many people in Germany, for example, the term ‘job’ carries the
connotation of non-standard low quality employment. However, within the report,
security is clearly regarded as a prerequisite for the acceptance of flexibility, albeit in a new sense.
First, job security as a matter of preserving a job for life is abandoned. In return,
employability, security, and decent pay as well as good working conditions are
emphasised. Second, individualised assistance in finding a job and transferable
social rights to foster mobility are brought up. Third, people should be encouraged to take risks (compare also Schmid 2006). Social security institutions, especially pension systems, should therefore be designed in such a way that they
reward instead of punish people for taking up flexible jobs. Denmark and the
Netherlands are reported as good practice cases. However, both countries follow
quite different concepts of flexicurity: Denmark combines low employment protection with generous unemployment benefits, the Netherlands, on the other hand,
combine high employment protection with high variability of employment contracts. The message the Employment Taskforce wanted to bring forward was that
the EU-Member States should be encouraged to develop their own strategy to
reconcile flexibility and security.
How has Germany responded to this challenge of finding its own ideal flexibilitysecurity nexus? This paper will try to answer this question in four steps: First,
definitions and criteria for a successful ‘marriage’ between flexibility and security
will be developed, followed, second, by a brief overview of the German debate on
flexicurity. In the third and main section, we assess the experiences with some
1 We are grateful to Silke Gülker and Petra Kaps for comments on an earlier version.
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specific German flexicurity measures introduced through the Hartz-reforms. We
conclude by drawing some lessons from these experiences for the European
Employment Strategy.

2.

Flexibility and security: definitions and criteria

According to Tangian (2005) the flexibility-security nexus can be regarded from
two different perspectives: First, as a trade-off to be optimized between social
partners, and second as a kind of social insurance for the flexibly employed.
Whereas the first perspective is predominant in the present debate, we will also
strongly emphasise the second perspective.
Wilthagen and Tros (2004) suggest analysing flexicurity policies as trade-offs.
They propose a trade-off matrix that contrasts four forms of flexibility and four
types of security. Flexibility that mainly caters to employers’ demands can take
the form of external numerical, internal numerical, functional flexibility and variable pay. Security, in this trade-off matrix, is subdivided into job security, employment security/employability security, income security and combination
security. Whereas the first three types of security are to be expanded to satisfy
the needs of labour market outsiders or atypically employed, combination security
adds the possibility to combine paid work with private responsibilities (Wilthagen
et al. 2003).
For the sake of terminological consistency, we slightly modify this typology by
subdividing ‘functional flexibility’ into ‘internal’ and ‘external functional flexibility’.
On the pay level, internal functional flexibility is thought of as going hand in hand
with result oriented or ‘variable pay’ whereas on the macro level external functional flexibility is supposed to generally enhance wage flexibility. On the security
side, we slightly change the terminology by coining ‘combination security’ as ‘option security’ in order to give this security aspect a broader meaning.
From an employers’ point of view, four types of flexibility can therefore be distinguished:


External numerical flexibility to hire and fire, or to use temporary layoff,
fixed-term contracts, temp-agency work, casual work or marginal employment (in Germany, recently coined ‘Mini-Jobs’ and ‘Midi-Jobs’)2



Internal numerical flexibility in the form of overtime or short-time work,
part-time work, marginal employment or time banking (short- or long-term
working time accounts)

2 Although in Germany employment protection also holds for marginal employed workers, marginal employment is also often used to cope with work peaks.
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Internal functional flexibility as provided by multiple skills of the employees, flexible work organization, on-the-job learning and variable pay (for
instance according to results or individual effort)



External functional flexibility achieved through off-the-job learning, outsourcing, wage flexibility, and also through high-quality temp-agency
work.

From the point of view of the employees, we distinguish four forms of security:


Job security as the certainty of retaining a specific job with a specific employer



Employment or employability security as the certainty of remaining in
work, not necessarily with the same employer



Income security as income protection in case that paid work ceases, for
instance, through dismissal or mass unemployment, or through chronic
illness, disability or retirement



Option security as the certainty of having various employment options, for
instance the possibility to combine paid work with unpaid work (for example caring or civic engagement), the entitlement to continuous education
or training, or the right for intermediate working time reduction.

The nexus between these types of flexibility and security is more complicated
than commonly thought (table 1). First, there is not only a trade-off between flexibility and security. The flexibility gains of employers do not necessarily mean a
loss of security among employees; similarly, security gains of employees do not
necessarily have to go along with flexibility losses among employers. Therefore,
the talk about a balance between flexibility and security – usually thought of as a
compromise between employers and employees – does unduly simplify the
nexus.
As in marriage, it depends on how both partners act together. Apart from tradeoffs, the flexibility-security nexus can also reflect a mutual supportive or complementary relationship. Job security, for instance, can induce employees to be loyal
to the employer and to invest in firm specific human capital, thereby increasing
internal functional flexibility.
The nexus, however, can also be deadly vicious, for instance when hire and fire
policies lead to an overall insecurity, thereby lowering not only effective demand,
but also fertility. While in the short run, the willingness to invest in human capital
and, therefore, the availability of highly skilled workers would decline, in the longterm the size of the whole workforce could decrease.
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Table 1:

The flexibility-security nexus: trade-off (t), complementary (c)
or vicious relationship (v)
Security
Job
Security

Employment/
Employability
Security

Income
Security

Option
Security

External Numerical

t

t/c/v

t/c/v

t

Internal Numerical

c

c

(t) / c

t/c

Internal Functional

c

c

t/c

(t) / c

External Functional

c

t/c/v

t/c

t/c

Flexibility

The flexibility-security matrix – as it is presented here – is static. It does not reflect the possible interrelationships between the different types of flexibility and
security. Here, the dynamic perspective of transitional labour markets (tlm)3 provides criteria whether flexible (or ‘non-standard’) forms of employment serve as


stepping stones leading to labour market integration,



maintain or enhance employment or employability through, for instance,
combining part-time work with education or training,



or finally lead to poverty or social exclusion if non-standard jobs do not
provide the necessary capabilities to make people independent.

Thus, whether the flexibility-security nexus is a trade-off, a complementary or
even a vicious relationship depends on the circumstances: especially on people’s
position in the course of their life, but also on policies and on labour market regulations shaping this nexus.
The tlm-framework aims especially at critical events in people’s lives, in which
work capacity or productivity is reduced due to unemployment, illness, old age,
disability and social obligations such as care for children or other dependent persons. The bridging function that is to be supported by tlm-measures such as provision of income security, training and counselling thereby differs depending on
specific target groups.
When it comes, for instance, to reduced productivity due to old age or disability,
the provision of income security is advocated. Concerning workers whose work
3 The concept of transitional labour market was developed by a network of researchers
in Europe sponsored by the fourth and fifth framework research programme of the
European Commission under the acronyms TRANSLAM and TLM.NET. The theoretical background, illustrated by applications and good practices, is best represented in
Schmid (2002) and Schmid and Gazier (2002). For further publications and current
research, the reader is advised to visit the website: www.siswo.uva.nl/tlm.
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capacity is temporarily reduced due to social responsibilities or illness, the enabling of transitions back into the labour market or between full-time and part-time
employment is called for. The German flexibility-security nexus faces the additional challenge not to serve as an incentive to reproduce the traditional roledivision between men and women. Furthermore, technical progress, international
division of labour but also changing individual preferences might require a
change of occupation or the acquisition of new qualifications. In this case, transitions from unemployment to employment, between dependent employment and
self-employment, and between high and low wage jobs are on the agenda.
We have now a proper framework to assess some of the German Hartz-reforms
in terms of efficient and equitable flexicurity criteria. First, we ask to what extent
flexibility, especially internal and external numerical flexibility has been strengthened by the latest labour market reforms. To assess the security dimension, we
ask whether the measures provide minimum income security to the atypically
employed. As state-run labour market policies do not aim anymore at improving
job security, we further concentrate on the question if the measures enable transitions into standard employment, as an expression of enhanced employability.
Lastly, we try to assess if option security among the atypically employed is improved. Thereby the particular needs of the schemes’ target groups are taken
into account. Concerning unemployment, we adopt a broad definition which includes illegal employment and discouraged workers.

3.

How did Germany react to the ‘flexicurity’ challenge?

Overall, it is fair to say that the flexibility-security nexus has not yet gained prominence in Germany. The neologism of flexicurity is rarely used, and the main actors have a quite different stance on this issue. In its 2005 National Reform
Programme, which is part of the European Employment Strategy, the government
took up flexicurity in a rather lukewarm way. As in 2004, it points out that the national economy has to substantiate itself in a competitive environment through
flexibility which has to be compatible with employees’ legitimate interest in security. The need of a fair balance of both elements is emphasised. We are therefore
going to ask whether the Hartz-reforms succeed in fairly balancing the two antipodes.
Concerning flexicurity, the trade unions still emphasise the importance of job security during economic downturns. In order to meet employers’ demands for flexibility, trade unions clearly favour internal functional flexibility. A second strategy is
to claim the optimal realisation of win-win-situations within the flexicurity-matrix.
Among parts of the trade unions, the flexibility-security nexus is very popular. The
trade union foundation (‘Hans-Böckler-Stiftung’), for example, focused on this
issue by sponsoring research. By catering to various transitions in people’s life
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span, the approach held by the trade union foundation is strongly related to the
tlm-framework. However, the operative branches of the trade unions are faced
with a certain dilemma: Although it is accepted that social insurance schemes
have to reflect the ongoing social and economic changes, the standard employment biography as a normative guideline is not being questioned: Derived rights
for non-working partners within health and pension insurance are usually not
challenged but confirmed (compare for example DGB 2003).
Among employers’ representatives, the flexicurity concept and corresponding
policy proposals are not explicitly on the agenda. Instead, the need for further
flexibility, for instance through retrenching employment protection without considering complementary security as in the Danish case, is strongly emphasised. In
exchange for giving up employment protection, employees might get the option of
severance payments. On the firm-level, strong emphasis is also given to flexible
wages. In this respect, the flexibility-security nexus is mainly discussed as an
exchange of wage restraints and job security through so called ‘Bündnisse für
Arbeit’ (pacts for work). Pointing to the already high unemployment-rate, employers identify disincentives in social protection. Granting security to outsiders, particularly to the low skilled, is understood as a genuine public duty and envisaged
as a (minimum) income security provided by the state encouraging them to accept flexible jobs.
Recent German labour market reforms incorporate elements of flexicurity using
different labels. The slogan ’Fördern and Fordern’ (actively supporting and demanding) has for example been coined with the ‘Job-AQTIV legislation’ enacted
in the beginning of 2002, AQTIV standing for activation, qualification, training,
investment and placement. The slogan captures flexicurity issues insofar as the
unemployed are to be actively supported at an early stage by a range of labour
market integration measures. On the other hand, unemployed are obliged to actively search for employment and to take up almost every job. The Job-AQTIV
legislation thus introduced a clear paradigm change on both the security and the
flexibility dimension: Employability security is now favoured over job security and
functional flexibility within a firm has decreased for the benefit of external numerical flexibility.
Later in that year (2002), the Hartz-commission chose a similar slogan: ‘Eigenaktivitäten auslösen – Sicherheiten einlösen’ (to help launch own initiatives but at
the same time grant securities). This slogan, however, had a somewhat different
connotation than ‘Fördern und Fordern’. Instead of granting benefits and services
only if the beneficiaries in return behave in the expected way, the Hartz-slogan
intended to offer a wider range of choices and a broader set of services. The beneficiaries’ own integration efforts should have been supported actively through
services, for instance, child care facilities for working parents, comprehensive
counselling services, including personnel services for small and medium sized
enterprises, or incentives for employability measures both for employees and
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employers. In the following sections, we are going to ask how far this strong proactive and preventative approach has been implemented in the selected reforms.

4.

What are the experiences with some specific
‘flexicurity’ measures in Germany?

The Hartz-reforms comprise a wide range of measures. Most important are the
conversion of the federal employment office into a modern service provider, the
improvement of job placement activities and the merging of unemployment assistance and social assistance into a new basic benefit at the level of social assistance (‘Arbeitslosengeld II’)4. Additionally, a range of new and modified policy
instruments has been introduced. The most promising among them in terms of
flexicurity are first (1), a new self-employment grant for formerly unemployed, the
so-called Ich-AG, second (2), the introduction of personnel service agencies
(PSA), third (3), the reform of the Mini- and the introduction of the Midi-Jobs, and
fourth (4), the wage insurance for elderly workers. In the following paragraphs,
we will present these measures and assess their potential for an efficient as well
as equitable flexibility-security nexus.
(1) The new self-employment grant (coined ‘Ich-AG’ by Hartz) supplements the
already existing bridge money which capitalises unemployment benefit entitlements in order to support the unemployed in setting up their own business.
Whereas the individual amount of bridge money results from the unemployment
benefits plus social insurance contributions and is paid for only six months, the
Ich-AG allowance is paid as a yearly decreasing lump-sum for three years provided that the yearly income does not exceed € 25,000. The Ich-AG allowance
therefore is especially suitable for those self-employed who do not expect high
profits from their self-employment endeavour at the beginning and for those who
only have low unemployment insurance entitlements.
The take-up of the Ich-AG allowance has been much higher than expected, and it
did not substitute the bridge money as originally feared. In terms of stock figures,
in September 2005, 73,592 people were on bridge money, 236,412 on Ich-AG
allowance, altogether about 0.8 percent of the active labour force (Bundesagentur 2006). However, subsidised business-founders are rather close to the labour
market (Martin 2000); thus windfall gains cannot be cancelled out. Furthermore,
there is evidence that at the end of 2004 some founders only intended to improve
their financial status with the Ich-AG allowance due to the introduction of Arbeitslosengeld II (Bundesregierung 2006: 190).

4 ‘Arbeitslosengeld II’ comes effective when claims to unemployment insurance (‘Arbeitslosengeld I’) have expired.
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How should this measure be judged with respect to the ideal flexibility-security
nexus? Regarding flexibility, the possibility to hire a self-employed instead of a
dependently employed has, among others, the advantage for the employer that
dismissal protection does not apply to self-employed. In this regard, both types of
external flexibility have been strengthened.5 Furthermore bureaucratic thresholds
for founders have been lowered and recruitment of additional employment for
founders has been facilitated through the option of fixed-term contracts for up to
four years. Regarding branches, Ich-AGs are mainly taken up in services, construction, trade, craft and IT (Bundesagentur 2006).
Regarding the security-dimension, minimum income security is provided by a
monthly allowance of € 600 in the first year, € 360 in the second, and € 240 in the
third year. Concerning social security, it is important to note that in contrast to
regular self-employment social insurance is obligatory as long as the Ich-AGfounders receive the corresponding allowance. In this context the possibility to
return to Arbeitslosengeld I or II and the facilitation to enter health and care insurance under favourable conditions weaken traditional disincentives to take the
risk of self-employment.6 Although the Ich-AG allowance at first glance seems to
provide the founder with minimum income security for three years, from the second year on the allowance just suffices to cover the cost of social insurance contributions. In fact, more than 20 percent in a sample of those who had already
abandoned their Ich-AG stated as a reason that they had underestimated the
cost of social insurance (Wießner 2005b: 397). In its recent plan to merge Ich-AG
and bridge money (Bundesagentur: 2005), the Bundesagentur should consider
those experiences.
Since this measure focuses on unemployed, the question whether the Ich-AGfounders will be able to sustain their businesses or at least don’t return to unemployment is substantial for judging the effectiveness of this measure. So far,
evaluation studies were faced with the problem that even the first Ich-AGs were
still in the phase of assistance. This also applies to Wießner (2005a) according to
whom 80 percent of the cumulated foundations were still active at the end of
2004. Interviews revealed that for more than half of the people surveyed, bridgemoney and Ich-AG subsidised foundations have good or very good perspectives
in the future (Wießner 2005b).
Until December 2004, 48,000 break-ups (nearly 18 percent) had been counted.
Wießner (2005a) examined a sample of those break-ups. As can be seen in figure 1 around 54 percent of those affected returned to unemployment (only 2 percent without benefit receipt). 34 percent, on the other hand, abandoned their

5 However, the legislator aimed to prevent the exchange of employment subject to social insurance contributions through Ich-AGs and also adapted the criteria to define
false self-employment.
6 At a reduced rate of 14 percent Ich-AG founders have to pay about € 140 health insurance and a contribution of about € 20 to care insurance.
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Figure 1:

Continuance of the Ich-AG quitters

other selfemployment: 4%

e.g. further training,
parental leave, early
retirement: 6%

atypically
employed: 2%

unemployed with
benefit receipt: 52 %
regularly
employed: 34%

unemployed without
benefit receipt: 2%

n = 643
Source: Wießner 2005a

business and took up employment subject to social insurance contribution. If the
sample results could be generalized, this would mean that 90 percent of the IchAG-founders did not return to unemployment until the end of 2004.
What are the reasons for Ich-AG failures? No business plan was required until
2005. This clearly was a shortcoming. It would have helped to uncover the capacity to realise the business idea and the financial viability of the project. In a sample based on the measure entrants in the third quarter of 2003, detailed
consulting was only supplied to 10 percent (Wießner 2005b: X).7 Granting money
without assisting the clients with their business idea by helping them to draft a
business plan not only risks fast return to unemployment but can also drive clients into indebtedness. One third of the sample analysed by Wießner had accumulated debt.
It is interesting to note that the Ich-AG is increasingly carried out as part-time
work. In this form, the Ich-AG is mostly taken up by women earning an additional
household-income (Wießner 2005b: VII). In this regard they could use the working-time autonomy connected with Ich-AG subsidised self-employment to combine paid work with social tasks or obligations, thereby increasing option security.
To conclude, it must be acknowledged that the introduction of the Ich-AG clearly
strengthens the German flexibility-security nexus. At the end of 2004, more than
7 One question asked to the sampled founders referred to consulting, thus about one
third would have even abstained from parts of their allowance in exchange to a wider
range of founding consulting offers (Wießner 2005b: 393).
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80 percent of the newly founded businesses supported by the Ich-AG allowance
were still active. Nevertheless, improvements of the scheme should be envisaged: more care has to be taken to support the sustainability of these new forms
of self-employment through comprehensive counselling, training, coaching and –
of special importance – networking during all stages of the business initiative.
Though further evidence is needed, the introduction of the Ich-AG also seems to
strengthen parents’ possibilities to combine paid with unpaid family work and thus
cater to option security.
(2) The personnel service agencies (PSA) institutionalise temporary employment
as a regular labour market measure. The Hartz-legislation requires each labour
office to place a contract with at least one temporary work agency (TWA) – preferably an external service provider. In its function as PSA, the temporary work
agency is required to place the unemployed who are assigned to them by the
labour office. The idea is to privilege unemployed with barriers to employment
who are usually not hired by conventional temporary work agencies (Jahn and
Windsheimer 2004a). Until 2005, unemployed who were hired by a PSA got a
temporary contract lasting from nine to twelve months; the employmentrelationship was subsidized by the labour office which paid a monthly declining,
case-based fee. In 2005, the contracting practice was changed. The duration of
the contracts was fixed at six months and the subsidy was modified by reducing
the average payment from € 1,100 to € 500 and by paying constant instead of
declining amounts. A negotiable premium if the unemployed is placed is still
granted. In contrast to conventional temporary work agencies, PSAs carry out
placement rather than rental functions. To prevent cut-throat competition, collective agreements concerning wage formation in the temporary work agency sector
have been adopted. The PSA-measure was highly contested, mainly due to over
optimistic expectations provoked by the Hartz-report and the bankruptcy of a
large provider (MAATWERK).
What is the general assessment of this measure? Regarding the flexibilitydimension, the introduction of PSAs had important side effects: it led to the abolishment of regulations of the temporary work market (for instance time limits of
temporary work contracts) and thus helped to break the path for a more extended
temporary work market. In this regard, PSAs can be judged as having enhanced
external numerical flexibility and, to the extent that temporary work agencies can
offer specialised and professionally skilled workers to firms, also external functional flexibility. The latest developments show indeed a growing dynamic in this
market. Additionally, the introduction of PSAs also contributed to collective
agreements that allow lower starting wages for PSA-workers, this also puts
wages of regular temp agencies under a certain pressure.
With regard to the security dimension, the introduction of collective agreements
for temporary work can be judged as having significantly contributed to enhance
security for employees in this branch. Temporary work agencies are now committed to precise standards which led to an increasing acceptance of temporary
10

work. PSA-employees receive an employment contract and a wage with subsequent entitlements to social security benefits.
To cope with the initial idea that PSAs, compared to regular TWAs, should be
more open to unemployed with barriers to employment, employment offices are
required to specify personal characteristics and occupational properties of target
groups within a tender procedure. Set by a tender, the monthly paid fee was supposed to differ depending on regional labour market conditions or individual barriers to employment. We would thus expect that workers in TWAs and PSAs vary
in their characteristics.
Table 2:

Share of selected socio-economic groups in the TWAs and
in the PSAs compared to the overall share in unemployment

TWA-average
in 2002

PSA-average
from April to
October 2003

Share of all
unemployed
in 2003

Women

27%

34%

44%

Foreigners

14%

10%

13%

Aged under 25

22%

33%

12%

Aged 50 or older

12%

11%

24%

Without vocational education

46%

30%

34%

8%

14%

34%

Unknown

13%

28%

Socio-economic group

(Formerly) long-term
unemployed
Health-related constraints

Source: Bundesagentur (2003), Jahn and Windsheimer (2004b), own calculations.

As can be seen in table 2, compared to temporary work agencies, more women
(as intended) are employed by PSAs. Foreigners, on the other hand, are underrepresented. The high share of young workers in the PSAs results from a special
stipulation which focusses on young workers (Jahn and Windsheimer 2004b). It
demonstrates how certain target groups can be assisted in entering the labour
market by specific contracting practices. Access for elderly workers who constitute about a quarter of the unemployed is as restricted in PSAs as in TWAs. Contra-intuitive is the fact that the share of workers without any vocational training is
higher in TWAs than in PSAs. With 14 percent, the share of workers who formerly
experienced long-term unemployment is higher in PSAs than in regular TWAs. All
in all, the shares of disadvantaged groups in the PSAs are too small to allow the
conclusion that the original intentions have been met. Because unemployed with
low employment barriers are preferred, deadweight and substitution effects cannot be ruled out. Although it is recognised that the effect of targeted premium
incentives is limited by the existence of structural unemployment, the public em11

ployment agency should concentrate on target groups and further enhance its
efficiency by precise descriptions and improved contracting practices (a detailed
analysis of the contracting-out is provided by Gülker and Kaps 2006).
Transitions into regular employment are supposed to be enhanced by a twosided approach. On the one hand, PSAs are given financial incentives to place
people into ‘secure’ jobs; a success bonus is paid when the unemployed is
placed. On the other hand, the PSA is obliged to deliver training to workers in
times when they are not on an assignment in order to improve their employability.
Although some PSAs sporadically cooperated with educational institutions to deliver further training to their employees, training measures were mainly limited to
‘coaching and assisted placement’. Structural reasons, for example the unknown
and usually short duration of periods when the unemployed are not on an assignment hamper the organization of training measures.
Data on outflows from PSA lessen the great expectations that had been connected with this policy-measure. As can be seen in table 3, from the start of the
PSA-measure in April 2003 until December 2005, all in all 128,975 unemployed
(much less than expected) entered a PSA. Only 30 percent left the PSA to take
up regular employment. However, integration-success differs between East and
West Germany. A considerable problem, in this context, is the unfavourable economic environment especially in East Germany. Without positive job dynamics,
the bridging function of temporary work misses its target. The time of the PSAmeasure, therefore, might still come with the economic upswing.
Concerning the destination of the majority of participants who leave the PSA
without getting a regular employment contract, some presumptions can be drawn
based on a study conducted by Jahn and Windsheimer (2004b). The authors
Table 3:

Ongoing PSAs, cumulated inflows, stock, cumulated outflows and
integration success in/until December 2005
Outflow
Ongoing Cumulated
Cumulated into regular
PSAs
inflow
Stock outflow
employment

Average
integration
rate*

Region
Germany
(total)

412

128,975

10,058

118,773

39,435

30%

East
Germany

104

42,917

3,054

39,791

10,300

24%

West
Germany

308

86,058

7,004

78,982

29,135

34%

*

The average integration rate is the share of outflows into regular employment on cumulated
inflows.
Source: Bundesagentur (2006).
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analysed PSA-exits from April to October 2003. During that time-span, 9,005 outflows had been counted, nearly half of which entered regular employment. A majority of the remaining workers (nearly 40 percent of the outflow) had been
dismissed by the PSA, mainly due to behaviour-based reasons (ibid.). At least in
part this could be due to comparatively high flexibility requirements that temporary workers are faced with.
To summarize, the success of PSAs was so far very limited and remained much
behind the original expectations. Regarding flexibility, they led to the abolishment
of temporary work market regulations and thereby strengthened external numerical flexibility. External functional flexibility has improved by the extent to which
labour supply in temp agencies has broadened and diversified. Concerning unemployed with barriers to employment, the expectations have not been fulfilled.
Although some risk groups – especially youth and long-term unemployed – are
better represented in PSAs than in regular TWAs, foreigners, elderly and the low
qualified are underrepresented. In order to better serve disadvantaged groups of
unemployed, the public employment agency has to concentrate on these groups
in the tender procedure. However, the latest modifications in the tender procedure point to a different dynamic in the future. Since the negotiable case-based
subsidy was transformed into a constant amount, now only the placementpremium can account for individual barriers to employment. But as is known from
other countries (Australia and the Netherlands in particular), the proper design of
targeted premium incentives and a contested market of effective private providers
can both be created.
(3) Marginal employment (Mini- and Midi-Jobs) was newly regulated through the
Hartz-legislation. Different objectives were envisaged with these reforms: the
containment of illegal work, especially in private households, the strengthening of
employment subject to social insurance contribution, the creation of employment
in the low wage sector and increasing incentives for unemployed to take up shorttime employment as stepping stones to regular jobs (BMWA 2003: 4, Bundesregierung 2003: 2-4). As part of the reform, the 15 hours limit has been abolished
and marginal employment can once again be exercised in addition to regular employment without becoming subject to social insurance contribution. Concerning
flexicurity the most relevant part of this reform is the introduction of the new MidiJobs. They are to weaken financial disincentives to earn more than the maximum
earnings of a Mini-Job by preventing the sudden onset of full social insurance
contributions. Before the latest reforms, full social insurance contributions set in
when passing the € 325 income limit. Now employees pay reduced contributions
of 4 percent of their earnings when they earn at least € 401. Contributions then
increase linearly until an income of € 800 when they reach the regular size of 21
percent. Full social insurance rights are achieved. Employers pay full contributions that are at 20.85 percent somewhat lower than the contributions for MiniJobs that usually amount to 25 percent (Rudolph 2003, Oschmiansky 2004).
Theoretically, employers thus might be inclined to transform Mini-Jobs into MidiJobs.
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From 2003 to 2004, Mini-Jobs increased by 11 percent to 6.64 million. Midi-Jobs
increased by a 100,000 (Bundesregierung 2006: 211) to about 720,000. One
reason for the limited emergence of Midi-Jobs could be lacking knowledge about
this measure. For example, at the end of December 2003 only 670,000 workers
were registered as Midi-Jobbers although 1.1 million were employed at a gross
pay between € 401 and € 800 (Bundesagentur 2004: 3, 11). Another reason can
be seen in the German tax law. Due to a couple’s possibility to jointly tax its income, incentives to enhance working hours within that wage range are low if the
spouse draws a regular salary.8 Therefore the smoothing of the marginal employment trap only holds for persons whose income is between € 401 and € 800
and who are taxed as unmarried (Steiner and Wrohlich 2004).
The overall evaluation of marginal employment by employer representatives turns
out positive. Especially Mini-Jobs are recognized as a cost-efficient and very
flexible measure to deal with work peaks and extended opening hours. In this
context, competitive branches such as trade, cleaning, gastronomy and tourism
but also private households benefit most from this measure. Particularly small
businesses appreciate the aspect of flexible and rapid use of marginal employment at relatively small costs (Fertig and Friedrich 2005: 129-130). Whereas
those aspects already existed before 2003, by abolishing the weakly working
hours limitation for Mini-Jobs the Hartz-reforms further strengthened internal numerical flexibility.
Concerning the security dimension, the maximum earnings for Mini-Jobs were
raised from € 325 to € 400. Up to the maximum earnings only the employer pays
social insurance contributions as part of a global contribution of 25 percent of
earnings (12 percent retirement insurance, 11 percent health insurance and 2
percent taxes). Employees acquire claims to retirement insurance proportional to
their small wages9. It is possible to pay an optional pension insurance contribution (7.5 percent of earnings) that supplements employers’ contribution in order to
gain full pension rights: entitlement to rehabilitation services, adherence of retirement benefits in case of invalidity and accomplishing waiting periods. This
option has only been taken up by 10 percent in a sample of marginal employed
workers (Fertig et al. 2004: 56-65).
Although possible earnings have been raised, marginal employment clearly does
not provide sufficient independent income and social security. According to
Bundesagentur (2004), about a quarter of the Mini-Jobs is occupied by young
(under 20) and elderly (over 64) people who are usually covered by other sources
of security. Another quarter is exercised as an additional second job (ibid.: 12).
8 For married couples with one earner above the social assistance threshold, the option
for the remaining partner to supply working hours within the sliding scale of payments
to social contributions remains unattractive compared to a Mini-Job.
9 In 1999, before the latest reform, one year of working in a Mini-Job gave right to 4.17
DM (€ 2.12) retirement entitlement and 1.4 month were taken into account as waiting
period (Neuhold 1999: 63).
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By abolishing the regulation that Mini-Jobs – exercised in addition to regular employment – are subject to employees’ social insurance contributions, the reform
strengthened incentives to use Mini-Jobs in that sense. This part of the reform is
neither financially sustainable nor useful from a flexicurity-viewpoint because it
gives advantages to those groups who already have income security.
To judge the bridging function of this measure, one has to differentiate between
transitions from illegal employment into formal employment and from unemployment into regular employment. In order to give incentives to transform illegal household work into formal employment, the private household pays a reduced
contribution to social insurance of 12 percent and can set off ten percent of the
Mini-Job’s costs against its tax liability (€ 510 at the maximum). The doubling of
declared marginal employment in private households within one year to 60,000
(Bundesagentur 2006) is an indicator for the success of this strategy.
To support the policy-aim that Mini-Jobs function as a stepping stone for the unemployed, the legislator made ‘Arbeitslosengeld II’ conditional on accepting any
job including marginal employment. In a sample of 2,445 Mini-Jobbers analysed
by Fertig et al. (2004), 15 percent had been unemployed before they took up
marginal employment.10 The small share was seen as a result of income thresholds for earnings additional to unemployment benefits. For beneficiaries of ‘Arbeitslosengeld II’, the legislator therefore raised thresholds in 2005.
When it comes to the bridging function of Mini-Jobs doubts are appropriate. Table
4 displays information on the reasons for taking up marginal employment and on
the shares that made transitions to regular employment. It reveals that 15 percent
of the sampled marginal workers took up a Mini-Job because they did not find
another job. At the same time, only 9 percent of those who had left their Mini-Job
on the date of interview performed regular employment instead.
Midi-Jobs rather fulfil bridging expectations than Mini-Jobs but as has been
pointed out they are considerably less important in number than Mini-Jobs. 32
percent of those who had left their Midi-Job at the date of interview had made a
transition to regular employment. More than one fourth of respondents exercised
a Midi-Job because it was the only employment found. There is evidence that
transition success of marginal employment significantly differs between East and
West Germany. In this regard, the overall bad economic situation in East Germany constitutes an additional barrier to realise transitions into regular employment. Furthermore, the question whether marginal employment substitutes employment subject to social insurance contributions – thereby reducing income
security – is a vital issue in Germany. Although transitions from marginal employment to regular employment have increased, the general balance between

10 Among the unemployed who took up a Mini-Job the majority was long-term unemployed before (Fertig et al. 2004: 67).

15

Table 4:

Selected figures on the bridging function of marginal employment
Share of workers who…

Type of marginal
employment
Region

could not find
other employment

exercised regular employment afterwards*

Mini-Job
(n = 2,445)

Germany
(total)

15%

9%

Midi-Job
(n = 576)

Germany
(total)

28%

32%

East Germany

45%

27%

West Germany

20%

35%

* Share on all workers who had left their Mini- or Midi-jobs at the date of interview.
Source: Bundesagentur (2004: 14); Fertig et al. (2004: 67, 81); Fertig and Friedrich
(2005: 163-166).

marginal employment and employment subject to social insurance contributions
tends towards zero (Bundesagentur 2004: 14). It is questionable whether each
regular job that had been converted into a Mini-Job would still exist otherwise.
It can be taken for granted that marginal employment improves option security for
many parents. Asked why they exercised marginal employment, a quarter of the
Mini-Jobbers and a third of the Midi-Jobbers answered that they consciously decided to do so in order to improve their work-life balance (Fertig et al. 2004: 81,
Fertig and Friedrich 2005: 166). Given the great dependence on other security
sources (such as derived rights to social insurance provided by the spouse); the
effect of marginal employment on ‘gender-mainstreaming’ as an important issue
in the European Employment Strategy, however, has to be considered critically.
Table 5 shows that about three-quarter of all Mini-Jobbers and 84 percent of all
Midi-Jobbers are women. Furthermore, the majority of Midi- and especially MiniJobbers is married and about two third of all spouses of marginal workers are
employed and in most cases probably provide derived social security rights to
pension, health and care insurance. These simple figures already show how
combination security enabled by marginal employment still depends on the socalled male breadwinner model. The reform of Mini-Jobs enhanced both the advantages as well as the disadvantages of this employment form. For women who
have to perform unpaid family work marginal employment often is the only possible form of employment, and for them potential earnings have somewhat increased. The concentration of marginal employment in the service-sector on the
other hand could turn into a barrier for women in this sector who would like to
move on to regular full-time employment.
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Table 5:

Share of selected socio-demographic characteristics of the
Mini-and Midi-Jobbers

Woman

Married

Spouse
employed

Receiving
transfers

Average
age

Mini-Job
(n = 2,445)

73%

72%

66%

27%

47 years

Midi-Job
(n = 576)

84%

64%

67%

16%

42 years

Source: Fertig et al. (2004: 51), Fertig and Friedrich (2005: 156).

To draw a conclusion on marginal employment, Mini-Jobs and Midi-Jobs should
be discussed separately. Although Mini-Jobs provide flexibility and are highly
appreciated as side-jobs by many employees, the core idea of flexicurity is hardly
promoted by this policy measure. Instead of enabling an (independent) minimum
income security; the exercising of Mini-Jobs depends on the availability of other
sources of security and income. Although the latest reform helped to convert illegal private household employment into legal employment, transitions into regular
employment of only 9 percent are too few to serve as a stepping stone for unemployed into regular employment. Midi-Jobs, on the other hand, lead to higher
shares of upward transitions but too less people are engaged in this employment
relationship as to significantly enhance the flexicurity-nexus. While marginal employment today enables many mothers to combine paid and unpaid family work, it
is at the cost of ‘gender-mainstreaming’ and more sustainable individual security
entitlements.
(4) The main idea of the wage insurance for elderly workers which was newly
implemented as part of the Hartz-reforms is to temporarily compensate wage
losses of elderly workers. Job changes might become necessary due to structural
changes or the loss of individual productivity. Especially elderly workers face
large income losses in case of unemployment and subsequent re-employment.
Their risk of income loss is also nourished by the fact that internal labour markets
which implicitly provided wage insurance through seniority wages are increasingly disappearing. Furthermore, the escape into early retirement as an income
insurance device is not any longer a viable option. Wage insurances have already been introduced in various forms in the United States, in France, and most
comprehensively and successfully in Switzerland.
Concerning the flexibility dimension, wage insurance is supplemented by setting
incentives for employers to hire elderly workers. The employees’ benefit may be
cumulated with wage cost subsidies for the employer; these subsidies already
existed before the latest reform. Additionally, the Hartz-reforms included a regulation specifying that workers older than 52 (before, the age-limit had been 58)
could be employed on the basis of a fixed-term contract without time limit. The
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German legislator is now planning to introduce other flexibility mechanisms, because the European court of justice in the end of 2005 declared that the regulation violates community law.
With regard to the security dimension, the German scheme is a supplement to
the unemployment insurance system. It temporarily replaces 50 percent of the
wage loss between the previous and the new job if an unemployed person who is
older than 50 takes up a new lower paid job which is subject to social insurance
contribution. The fact that contributions to pension insurance are increased so
that 90 percent of the formerly paid contributions are reached is interesting from a
flexicurity viewpoint.
Although wage insurance for elderly workers constitutes an attractive combination of wage flexibility and income security, in 2004 only 6,433 elderly workers
participated in this measure (Eichhorst and Sproß 2005). To some extent the
German scheme is not well balanced with respect to flexibility and security. The
wage compensation is only paid during the remaining time of unemployment
benefit entitlement which has to be at least 180 days. Those unemployed who do
not comply with this minimum requirement do not have access to the scheme in
the first place.
To draw a conclusion, the wage insurance-measure strengthens external numerical flexibility while at the same time granting some income security to elderly
workers. Participation in the measure is restricted to workers who at the time of a
new job offer still have at least 180 days entitlement to unemployment insurance
benefits. And as most unemployed elderly workers – especially in East Germany
– are long-term unemployed, the wage insurance incentive had a very limited
impact. If the results do not improve, the scheme is going to be discontinued in
the current year.

5.

What lessons can be learned from the German
experiences for the European Employment Strategy?

First, there is no definition of flexicurity which is shared by social partners. Trade
unions perceive security as a precondition for flexibility and emphasise functional
flexibility within stable employment. The employers, on the other hand, tend to
consider flexibility – especially wage flexibility – as the solution for employment
security and stress disincentive effects deriving from employment protection and
unemployment benefit receipt. These varying perceptions of flexicurity reflect the
structural tension of different interests that have to be taken into account when
measures aimed at the reconciliation of flexibility and security are designed and
implemented.
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But the debate on a proper flexibility-security nexus is just beginning. There is
some chance that it could be the vehicle to revitalise the social dialogue and
promote the negotiation of new topics between the social partners, both at national and European level. Especially the improvement of employment security by
establishing branch specific collective training funds or facilitating complementary
relations between flexibility and security in the course of people’s lives seem to
be issues for negotiations where all sides could win in the long run. The further
stimulation and coordination of this debate at the European level could be a
promising task for the Directorate General ‘Employment and Social Affairs’. Especially the creation of adequate indicators, the careful screening and the effective diffusion of good practices are worthwhile objectives.
Concerning the recent German experiences, it must first be acknowledged that
the German labour market reforms responded to the debate on flexicurity with
some innovative measures. In terms of flexibility, the presented measures clearly
strengthen numerical flexibility which, compared to the EU-15 average, had indeed been underdeveloped. The possibility to return to compulsory social insurance facilitates the decision to found an enterprise. Increased thresholds for
additional income for long-term unemployed, the smoothing of social insurance
contributions within the Midi-Job-scheme and the conversion of claims to unemployment insurance into a wage grant within the wage insurance-scheme for elderly workers clearly alleviate disincentives in the German security system
typically criticised by employer representatives.
But in terms of security, the presented measures only cover the (new) social risks
to some degree and do not go far enough. The strong pro-active and preventative implications of the slogan ‘Eigenaktivitäten auslösen – Sicherheiten einlösen’
(to help launch own initiatives but at the same time grant securities) were only
partly taken up. Whereas the original approach included services, for instance
childcare facilities for working parents or comprehensive counselling services, the
PSA is the only measure which includes a link to the employability concept. Also
new social rights such as the right to substantive training leaves, the right to sabbaticals, to income insurance at temporary working time reduction or to consulting are still missing in the German flexicurity-nexus.
The analysis of the four measures revealed that the balance of the flexibilitysecurity nexus in Germany could be improved by strengthening the security dimension within the individual measures. Although the experiences with the IchAG are encouraging, especially when it comes to the question of sustainability of
new businesses a more encompassing strategy that provides consulting, training
and networking is of utmost importance. In general, self-employment initiatives
are only useful for a small group of unemployed who are rather close to the market.
PSAs still fail to concentrate on their original target group – unemployed with barriers to employment. The contracting-practice has to be improved to cope with
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this, otherwise there is little justification to subsidise the work of PSAs because
they could as well be substituted by regular TWAs.
With regard to Mini-Jobs, employers have meanwhile been demanding the reamendment of this measure. They want to handle the monthly wage-limit of € 400
in a more flexible way (Fertig and Friedrich 2005: 131). Often criticised are the
facts that marginal employment due to income-thresholds is unattractive for recipients of unemployment benefits and attracts people who primarily receive security from other sources – especially housewives. Midi-Jobs which grant
individual insurance were to function as stepping stones into regular employment
for persons who were formerly trapped in marginal employment. In fact, the
measure has not been very successful, probably due to the possibility to jointly
assess a couple’s income so that in effect the marginal employment trap has only
been smoothed for singles. German evaluation studies on the effects of subsidising social insurance contributions of people with low earnings and their employers have so far not been favourable (Sinn et al. 2002: 13-16). The qualification
fund that was part of such a pilot project, namely the ‘Saar-GemeinschaftsInitiative’, is worth mentioning. A qualification strategy that could promote upward
transitions is completely lacking in the Mini- and Midi-Job concepts.
Although wage insurance in Germany has not been successful due to both its
restrictive design and lack of information among potential users, in principle, it
could become a paradigm example for a functioning flexibility-security nexus in
the European Employment Strategy. The Swiss scheme, in this regard, has
proven more successful than the German one. According to rigorous evaluations,
it is more successful for the following reasons: First, all workers entitled to unemployment benefits are also entitled to wage insurance independent of their age,
second, the replacement rates of the Swiss ‘Zwischenverdienst’ are quite generous, especially for elderly workers with dependent family members, and third, the
requirement to accept jobs with lower income is strictly administered (Lechner et
al. 2004).
To finish as we began with Schumpeter’s paradox: If we want a high speed labour market, we have to develop – in analogy to broader traffic routes, more reliable bridges, stronger brakes but also speed limits and speed control for fast
travelling motorcars – improved labour market services, transitional labour markets bridging critical events in the course of people’s lives, stronger income and
employability securities and, last but not least, strictly controlled minimum standards.

20

Literature
BMWA (2003): Brücken in den Arbeitsmarkt – Wirtschaftsbericht 2003, Berlin, http://www.
bmwi.de/Redaktion/Inhalte/Pdf/W/wirtschaftsbericht-03,property=pdf,bereich=bmwi,
sprache=de,rwb=true.pdf (access 2004)
Bundesagentur für Arbeit (2003): Arbeitsmarkt 2003, Amtliche Nachrichten der Bundesagentur für Arbeit, 52. Jahrgang, Sondernummer, Nürnberg.
Bundesagentur für Arbeit (Dezember 2004): Mini- und Midijobs in Deutschland, Sonderbericht, Nürnberg.
Bundesagentur für Arbeit (2005): Weniger Bürokratie, besserer Einsatz der Ressourcen:
BA schlägt vereinfachte Arbeitsmarktpolitik vor, Presseinformation 069, 04/10/2005.
Bundesagentur für Arbeit (2006): Online Statistik. http://www.pub.arbeitsamt.de/hst/services/statistik/detail/a.html (access 2006).
Bundesregierung (2003): Bericht der Bundesregierung zu den Auswirkungen des Gesetzes zur Neuregelung der geringfügigen Beschäftigungsverhältnisse auf dem Arbeitsmarkt, die Sozialversicherung und die öffentlichen Finanzen, Deutscher
Bundestag, Drucksache 15/758.
Bundesregierung (2006): Die Wirksamkeit moderner Dienstleistungen am Arbeitsmarkt,
http: // www.bmas.bund.de / BMAS / Redaktion / Pdf / hartz-evaluation-volltext,property=
pdf,bereich=bmas,sprache=de,rwb=true.pdf (access 2006).
Deutscher Gewerkschaftsbund (12.2.2003): Eckpunkte des DGB zur Gesundheitsreform
2003: „Eine gesunde Reform für alle“, Berlin.
Eichhorst, W. and C. Sproß (2005): Die Weichen führen noch nicht in die gewünschte
Richtung, IAB Kurzbericht 16: 1-6.
European Commission (2002, 2003, 2004): Employment in Europe 2002, 2003, 2004 Recent Trends and Prospects, Luxembourg, Office for Official Publications of the
European Communities.
Fertig, M., J. Kluve and M. Scheuer (2004): Aspekte der Entwicklung der Minijobs, Abschlussbericht, Rheinisch-Westfälisches Institut für Wirtschaftsforschung, Essen.
Fertig, M. and W. Friedrich (2005): Evaluation der Umsetzung der Vorschläge der HartzKommission – Arbeitspaket 1. Verbesserung der beschäftigungspolitischen Rahmenbedingungen und Makrowirkungen der aktiven Arbeitsmarktpolitik, mimeo.
Gülker, S. and P. Kaps (2006): Effizienzsteigerung der Arbeitsvermittlung durch Contracting-Out? Eine Prozessanalyse zur öffentlich-privaten Kooperation bei vermittlungsnahen Dienstleistungen. In: Zeitschrift für Sozialreform 52 (1): 29-52.
Jahn, E. and A. Windsheimer (2004a): Personal-Service-Agenturen – Teil 1: In der Fläche schon präsent, IAB Kurzbericht 1: 1-5.
Jahn, E. and A. Windsheimer (2004b): Personal-Service-Agenturen – Teil 2: Erste Erfolge zeichnen sich ab, IAB Kurzbericht 2: 1-6.
Kok, W. et al. (2004): Jobs, Jobs, Jobs. Creating More Employment in Europe, Report of
the Employment Task Force Chaired by Wim Kok, Luxembourg: Office for Official
Publications of the European Communities.
Leschke, J. (2005): Flexicurity in Germany, manuscript for the ETUI/SALTSA research
project “How secure is Flexicurity?”

21

Lechner, M., M. Frölich and H. Steiger (2004): Mikroökonometrische Evaluation aktiver
Arbeitsmarktpolitik. Abschlussbericht für NFP 43, Projekt-Nr. 4043-058311. Sankt
Gallen: Universität St. Gallen.
Martin, J. P. (2000): What works among active labour market policies: Evidences from the
OECD countries' experiences, OECD Economic Studies 30 (1): 79-113.
Neuhold, C. (1999): Atypische Beschäftigung in Deutschland, in: E. Tálos: Atypische
Beschäftigung: Internationale Trends und Sozialstaatliche Regelungen, Wien,
Manzsche Verlags- und Universitätsbuchhandlung.
Oschmiansky, F. (2004): Bekämpfung von Schwarzarbeit (Ich-AG, Mini-Jobs), in: W.
Jann and G. Schmid (ed.) Eins zu Eins? Eine Zwischenbilanz der Hartz-Reformen
am Arbeitsmarkt, Berlin, Sigma.
Rudolph, H. (2003): Mini- und Midi-Jobs. Geringfügige Beschäftigung im neuen Outfit,
IAB Kurzbericht 6: 1-5.
Schmid, G. (2002): Wege in eine neue Vollbeschäftigung. Übergangsarbeitsmärkte und
aktivierende Arbeitsmarktpolitik, Frankfurt a.M., Campus.
Schmid, G. (2006): Social Risk Management through Transitional Labour Markets, in:
Socio-Economic Review 4 (1), 1-33.
Schmid, G. and B. Gazier (eds.) (2002): The Dynamics of Full Employment. Social Integration Through Transitional Labour Markets, Cheltenham, UK und Northampton,
MA, USA 2002, Edward Elgar.
Schumpeter, J. A. (1976): Capitalism, Socialism and Democracy, 5th ed., London, Allen
& Unwin.
Sinn, H.-W., C. Holzner, W. Meister, W. Ochel and M. Werding (2002): Aktivierende Sozialhilfe. Ein Weg zu mehr Beschäftigung und Wachstum, ifo Schnelldienst 53 (9): 352.
Steiner, V. and K. Wrohlich (2004): Work Incentives and Labour Supply Effects of the
„Mini-Jobs Reform“ in Germany, DIW Discussion Paper 438, Berlin.
Tangian, A. (2005): Monitoring flexicurity policies in the EU with dedicated composite
indicators. WSI. Hans Böckler Stiftung, Düsseldorf. http://invicta.socsci.aau.dk/leo/iera/papers/Workshopno6/AndranikTangianno6.pdf (access 2006).
Wießner, F. (2005a): Neues von der Ich-AG. Nicht jeder Abbruch ist eine Pleite, IAB
Kurzbericht 2: 1-6.
Wießner, F. (2005b): Evaluation der Maßnahmen zur Umsetzung der Vorschläge der
Hartz-Kommission, Arbeitspaket 1: Wirksamkeit der Instrumente, Modul 1e: Existenzgründungen, mimeo.
Wilthagen, T., F. Tros and H. van Lieshout (2003): Towards “flexicurity”?: balancing flexibility and security in EU member states, paper for the 13th World Congress of the International Industrial Relations Association (IIRA), Berlin September 2003.
Wilthagen, T. and F. Tros (2004): The concept of ‘flexicurity’: a new approach to regulating employment and labour markets, in: Transfer, 10 (2), 166-186.

22

Books published by members
of the research unit Labor
Market Policy and Employment
(available from commercial retailers)

Dietmar Dathe, Günther Schmid
Urbane Beschäftigungsdynamik.
Berlin im Standortvergleich mit
Ballungsregionen
2001
Berlin, edition sigma
175 pp.

Mathias Eberling, Volker Hielscher,
Eckart Hildebrandt, Kerstin Jürgens
Prekäre Balancen. Flexible Arbeitszeiten zwischen betrieblicher Regulierung und individuellen
Ansprüchen
2004
Berlin, edition sigma
279 pp.

Werner Eichhorst, Stefan Profit, Eric
Thode
in collaboration with the “Benchmarking“
team at the „Bündnis für Arbeit, Ausbildung und Wettbewerbsfähigkeit“ Alliance: Gerhard Fels, Rolf G. Heinze, Heide
Pfarr, Günther Schmid, Wolfgang
Streeck
Benchmarking Deutschland:
Arbeitsmarkt und Beschäftigung.
Bericht der Arbeitsgruppe Benchmarking und der BertelsmannStiftung
2001
Berlin/Heidelberg/New York, Springer
440 pp.

Silke Gülker, Christoph Hilbert,
Klaus Schömann
Lernen von den Nachbarn. Qualifikationsbedarf in Ländern der OECD
2000
Bielefeld, W. Bertelsmann Verlag
126 pp.

Markus Gangl
Unemployment Dynamics in the
United States and West Germany.
Economic Restructuring, Institutions
and Labor Market Processes
2003
Heidelberg, New York: Physica/Springer
300 pp.

Werner Jann, Günther Schmid (eds.)
Eins zu eins? Eine Zwischenbilanz
der Hartz-Reformen am Arbeitsmarkt
2004
Berlin: edition sigma
112 pp.

Max Kaase, Günther Schmid (eds.)
Eine lernende Demokratie - 50 Jahre
Bundesrepublik Deutschland
WZB-Jahrbuch 1999
1999
Berlin, edition sigma
586 pp.

Hartmut Kaelble, Günther Schmid (eds.)
Das europäische Sozialmodell.
Auf dem Weg zum transnationalen
Sozialstaat.
WZB-Jahrbuch 2004
2004
Berlin, edition sigma
455 pp.

Jürgen Gabriel, Michael Neugart (eds.)
Ökonomie als Grundlage politischer
Entscheidungen
2001
Opladen, Leske + Budrich
343 pp.

23

Jaap de Koning, Hugh Mosley (eds.)
Labour Market Policy and Unemployment: Impact and Process
Evaluations in Selected European
Countries
2001
Cheltenham, UK, Edward Elgar
317 pp.

Hugh Mosley, Jacqueline O’Reilly,
Klaus Schömann (eds.)
Labour Markets, Gender and
Institutional Change. Essays in
Honour of Günther Schmid
2002
Cheltenham, UK, Edward Elgar
382 pp.

Hugh Mosley, Holger Schütz, Günther
Schmid with the collaboration of KaiUwe Müller
Effizienz der Arbeitsämter: Leistungsvergleich und Reformpraxis.
Reihe „Modernisierung des öffentlichen
Sektors“
2003
Berlin, edition sigma
179 pp.

Ralf Mytzek, Klaus Schömann (eds.)
Transparenz von Bildungsabschlüssen in Europa. Sektorale Studien zur
Mobilität von Arbeitskräften
2004
Berlin, edition sigma
198 pp.

Michael Neugart, Klaus Schömann
(eds.)
Forecasting Labour Markets in OECD
Countries. Measuring and Tackling
Mismatches
2002
Cheltenham, UK, Edward Elgar
322 pp.

24

Jacqueline O’Reilly, Colette Fagan
(eds.)
Part-Time Prospects. An International
Com-parison
1998
London/New York, Routledge
304 pp.

Jacqueline O’Reilly, Inmaculada Cebrián
and Michel Lallemant (eds.)
Working-Time Changes: Social Integration Through Transitional Labour
Markets
2000
Cheltenham, UK, Edward Elgar
369 pp.

Jacqueline O’Reilly (ed.)
Regulating Working-Time Transitions
in Europe
2003
Cheltenham, UK, Edward Elgar
325 pp.

Birgitta Rabe
Implementation von Arbeitsmarktpolitik durch Verhandlungen. Eine
spieltheoretische Analyse
2000
Berlin, edition sigma
254 pp.

Stefan Ramge, Günther Schmid (eds.)
Management of Change in der
Politik? Reformstrategien am Beispiel
der Arbeitsmarkt- und Beschäftigungspolitik
Ein Werkstattbericht, Gesellschaft für
Programmforschung, GfP (ed.), Bd. 55
der Reihe „Schnittpunkte von Forschung
und Politik“,
2003
New York, München, Berlin: Waxmann
165 pp.

Günther Schmid, Jacqueline O'Reilly,
Klaus Schömann (eds.)
International Handbook of Labour
Market Policy and Evaluation
1996
Cheltenham, UK, Edward Elgar
954 pp.

Günther Schmid, Bernard Gazier (eds.)
The Dynamics of Full Employment.
Social Integration Through Transitional Labour Markets
2002
Cheltenham, UK, Edward Elgar
443 pp.

Günther Schmid
Wege in eine neue Vollbeschäftigung.
Übergangsarbeitsmärkte und aktivierende Arbeitsmarktpolitik
2002
Frankfurt/Main, Campus
477 pp.

Sylvia Zühlke
Beschäftigungschancen durch berufliche Mobilität? Arbeitslosigkeit, Weiterbildung und Berufswechsel in
Ostdeutschland
2000
Berlin, edition sigma,
206 pp.

25

Research Unit
Labor Market Policy
and Employment

Discussion Papers 2002

Sophie Rouault
Multiple jobholding and pathdependent employment regimes –
answering the qualification and protection needs of multiple jobholders
Order number: FS I 02 - 201
Sophie Rouault, Heidi Oschmiansky,
Isabelle Schömann (eds.)
Reacting in time to qualification
needs: Towards a cooperative implementation?
Order number: FS I 02 - 202
Michael Neugart, Donald Storrie
Temporary Work Agencies and
Equilibrium Unemployment
Order number: FS I 02 - 203
Ruud Muffels, Ton Wilthagen,
Nick van den Heuvel
Labour Market Transitions and Employment Regimes: Evidence on the
Flexibility-Security Nexus in Transitional Labour Markets
Order number: FS I 02 - 204
Heidi Oschmiansky
Implementation von Jobrotation im
Gesundheits- und Pflegebereich – ein
dänisch-deutscher Vergleich
Order number: FS I 02 - 205
Michael Neugart, Klaus Schömann
Employment Outlooks: Why forecast
the labour market and for whom?
Order number: FS I 02-206
Markus Gangl
Welfare State Stabilization of Employment Careers: Unemployment
Benefits and Job Histories in the
United States and West Germany
Order number: FS I 02-207

26

Markus Gangl
Unemployment Benefits as a Search
Subsidy: New Evidence on Duration
and Wage Effects of Unemployment
Insurance
Order number: FS I 02-208
Hugh Mosley, Holger Schütz, Günther
Schmid
Effizienzmobilisierung der Arbeitsverwaltung: Leistungsvergleich und
Lernen von guten Praktiken (Benchmarking)
Order number: FS I 02-209
Ronald Schettkat
Institutions in the Economic Fitness
Landscape
What Impact do Welfare State Institutions have on Economic Performance?
Order number: FS I 02-210
Christoph Hilbert, Ralf Mytzek
Strategische und methodische
Ansatzpunkte zur Ermittlung des
regionalen Qualifikationsbedarfs
Order number FS I 02-211
Ronald Schettkat
Differences in US-German TimeAllocation. Why do Americans work
longer hours than Germans?
Order number FS I 02-212
Frank Oschmiansky, Bernd Reissert
Förderung von Übergangsarbeitsmärkten in Berlin und Brandenburg:
eine quantitative Untersuchung
Order number FS I 02-213
Oliver Bruttel
Die Privatisierung der öffentlichen
Arbeitsverwaltung am Beispiel
Australiens
Order number FS I 02-214

As of 2003:
The Research Area “Employment, Social Structure, and Welfare State” has existed since
1 January 2003. It encompasses the research units “Labor Market Policy and Employment” and “Inequality and Social Integration” and the research group “Public Health”.

Research Unit
Labor Market Policy
and Employment

Discussion Papers 2003
Carroll Haak
Weiterbildung in kleinen und mittleren Betrieben: Ein deutsch-dänischer
Vergleich
Order number: SP I 2003-101
Günther Schmid
Gleichheit und Effizienz auf dem
Arbeitsmarkt: Überlegungen zum
Wandel und zur Gestaltung des
„Geschlechtervertrages“
Order number: SP I 2003-102
Holger Schütz
Controlling von Arbeitsverwaltungen
im internationalen Vergleich
Order number: SP I 2003-103
Stefan Schröter
Berufliche Weiterbildung in Großbritannien für gering qualifizierte Arbeitskräfte
Order number: SP I 2003-104
Magnus Lindskog
Forecasting and responding to
qualification need in Sweden
Order number: SP I 2003-105
Heidi Oschmiansky, Frank Oschmiansky
Erwerbsformen im Wandel: Integration oder Ausgrenzung durch atypische Beschäftigung? Berlin und die
Bundesrepublik Deutschland im Vergleich
Order number: SP I 2003-106

Katrin Vitols
Entwicklungen des Qualifikationsbedarfs in der Bankenbranche
Order number: SP I 2003-107
Achim Kemmerling
Die Rolle des Wohlfahrtsstaates in
der Entwicklung unterschiedlicher
Diensteistungssektoren – Wohlfahrtsstaatsregime und Dienstleistungsbeschäftigung
Order number: SP I 2003-108
Thomas A. DiPrete, Dominique Goux,
Eric Maurin, Amélie Quesnel-Vallée
Work and Pay in Flexible and Regulated Labor Markets: A Generalized
Perspective on Institutional Evolution
and Inequality Trends in Europe and
the U.S.
Order number: SP I 2003-109

Discussion Papers 2004
Thomas A. DiPrete, Markus Gangl
Assessing Bias in the Estimation of
Causal Effects: Rosenbaum Bounds
on Matching Estimators and Instrumental Variables Estimation with Imperfect Instruments
Order number: SP 1 2004-101
Andrea Ziefle
Die individuellen Kosten des Erziehungsurlaubs: Eine empirische Analyse der kurz- und längerfristigen
Folgen für den Karriereverlauf von
Frauen
Order number: SP 1 2004-102
Günther Schmid, Silke Kull
Die Europäische Beschäftigungsstrategie. Anmerkungen zur „Methode
der offenen Koordinierung“
Order number: SP 1 2004-103

27

Hildegard Theobald
Entwicklung des Qualifikationsbedarfs im Gesundheitssektor: Professionalisierungsprozesse in der
Physiotherapie und Dentalhygiene im
europäischen Vergleich
Order number: SP 1 2004-104
Magnus Lindskog
Labour market forecasts and their
use – Practices in the Scandinavian
countries
Order number: SP 1 2004-105
Hildegard Theobald
Unternehmensberatung: Veränderter
Qualifikationsbedarf und neue Ansätze in Ausbildung und Regulierung
des Berufszugangs
Order number: SP 1 2004-106
Günther Schmid
Gewährleistungsstaat und Arbeitsmarkt Neue Formen von Governance
in der Arbeitsmarktpolitik
Order number: SP I 2004-107

Discussion Papers 2005
Achim Kemmerling, Oliver Bruttel
New Politics in German Labour Market Policy? The Implications of the
Recent Hartz Reforms for the German
Welfare State
Order number: SP I 2005-101
Kamil Zawadzki
Transitional Labour Markets in a
Transitional Economy. Could They
Work? The Example of Poland
Order number: SP I 2005-102
Magnus Lindskog
The Swedish Social Insurance
System for the Self-Employed
Order number: SP I 2005-103
Rebecca Boden
The UK social security system for
self-employed people
Order number SP I 2005-104

Karin Schulze Buschoff
Neue Selbstständigkeit und wachsender Grenzbereich zwischen
selbstständiger und abhängiger
Erwerbsarbeit – europäische Trends
vor dem Hintergrund sozialpolitischer
und arbeitsrechtlicher Entwicklungen
Order number: SP 1 2004-108

Philip Wotschack
Household Governance and
Time Allocation – Structures and
Processes of Social Control in Dutch
Households
Order number SP I 2005-105

Christoph Hilbert
Performanzmessung und Anreize in
der regionalen Arbeitsvermittlung:
Der Schweizer Ansatz und eine Modellrechnung für Deutschland
Order number: SP 1 2004-109

Holger Schütz, Peter Ochs
Das Neue im Alten und das Alte im
Neuen - Das Kundenzentrum der
Bundesagentur für Arbeit: Die öffentliche Arbeitsvermittlung zwischen
inkrementellen und strukturellen
Reformen
Order number: SP I 2005-106

Günther Schmid
Soziales Risikomanagement durch
Übergangsarbeitsmärkte
Order number: SP I 2004-110
Lennart Delander, Jonas Månsson, Erik
Nyberg
Using the Unemployed as Temporary
Employment Counsellors: Evaluation
of an Initiative to Combat Long-Term
Unemployment
Order number: SP I 2004-111

28

Carroll Haak
Künstler zwischen selbständiger und
abhängiger Erwerbsarbeit
Order number: SP I 2005-107

Ralf Mytzek-Zühlke
Determinanten betrieblicher Weiterbildungsaktivität in vier europäischen
Ländern.
Analysen der Mikrodaten der zweiten
Europäischen Weiterbildungserhebung
(CVTS2)
Order number: SP I 2005-108
Oliver Bruttel
Contracting-out and Governance
Mechanisms in the Public Employment Service
Order number: SP I 2005-109

Lorenz Lassnigg
Approaches for the anticipation of
skill needs in the perspective of
“Transitional Labour Markets” – the
Austrian experience
Order number SP I 2006-105
Paula Protsch
Lebens- und Arbeitsqualität von
Selbstständigen.
Objektive Lebens- und Arbeitsbedingungen und subjektives
Wohlbefinden einer heterogenen
Erwerbsgruppe
Order number SP I 2006-106

Colette Fagan, Jacqueline O’Reilly and
Brendan Halpin
Job opportunities for whom? Labour
market dynamics and service sector
employment growth in Germany and
Britain
Order number SP I 2005-110

Karin Schulze Buschoff
Die soziale Sicherung von selbstständig Erwerbstätigen in Deutschland
Order number SP I 2006-107

Monique Aerts
The Dutch Social Insurance System
for Self-Employed
Order number SP I 2005-111

Janine Leschke, Günther Schmid, Dorit
Griga
On the Marriage of Flexibility and
Security: Lessons from the Hartzreforms in Germany
Order number SP I 2006-108

Discussion Papers 2006

Günther Schmid
Sharing Risks. On Social Risk
Management and the Governance of
Labour Market Transitions
Order number SP I 2006-101
Rosie Page, Jim Hallage
Vocational Education and Training in
the UK. Strategies to overcome skill
gaps in the workforce
Order number SP I 2006-102
Anton Hemerijck
Recasting Europe’s Semi-Sovereign
Welfare States and the Role of the EU
Order number SP I 2006-103
Paul Ryan, Howard Gospel, Paul Lewis
Large Employers and Apprenticeship
Training in Britain
Order number SP I 2006-104

29

Bei Ihren Bestellungen von WZB-Papers schicken
Sie bitte unbedingt einen an Sie adressierten Aufkleber mit sowie je paper eine Briefmarke im Wert
von 0,51 Euro oder einen "Coupon Réponse International " (für Besteller aus dem Ausland)

Please send a self addressed label and postage
stamps in the amount of 0,51 Euro or one "CouponRéponse International" (if you are ordering from
outside Germany) for each WZB-paper requested

Bestellschein

Order Form
Absender / Return Address:

Wissenschaftszentrum Berlin
für Sozialforschung
Presse- und Informationsreferat
Reichpietschufer 50
D-10785 Berlin-Tiergarten

Hiermit bestelle ich folgende(s)
Discussion paper(s):

Please send me the following
Discussion paper(s):

Bestell-Nr. / Order no.

Autor/in, Kurztitel / Author(s) / Title(s) in brief

