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IMPACT OF EMPLOYMENT INSTABILITY ON SOCIO-ECONOMIC POSITION  
OF EMPLOYEES

The subject of the article is the relationships in labor utilization.
The article analyzes the impact of employment instability on the socio-economic situation of employees 

in Russia. Questions revealing the concept content of employment instability, its real forms and socio-eco-
nomic consequences for employees are considered. Methods of statistical and sociological data analysis are 
applied. Indicators to measure the scope and level of employment instability of employees are calculated. The 
dynamics in the time of the size of employment instability in Russia are analyzed.

The obtained results can be applied within national economic and social policy.
The findings indicate that employment instability is high, and it threatens socio-economic position of the 

great number of employees in Russia. It is argued that, in these conditions, the most appropriate in the fight 
against the spread of employment instability are the set of government initiatives, proactive position of the 
Russian society and the expansion of societal forms of control over the government.
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Introduction and Research Methodology
Problems of sustainable development at dif-

ferent levels and in different segments of the so-
cio-economic systems are at the center of political 
attention and research interest.

Sustainable development as a concept and goal 
of development acquired international recogni-
tion after the publication in 1987 of the report 
of the World Commission on Environment and 
Development, “Our Common Future.” In general, 
sustainable development is treated as a develop-
ment that meets the needs of the present without 
compromising the ability of future generations to 
meet their own needs. The «pillars» of sustainable 
development are economic, social and environ-
mental. The importance of sustainability was later 
confirmed at the UN Conference on Environment 
and Development in 1992 [1], the World Summit 
on Sustainable Development in 2002 [2], the World 
Forum on Sustainable Development, Rio +20 in 
Brazil in 2012 [3] etc.

Theory of socio-economic systems sustainabil-
ity is still under development, overcoming many 
controversial issues. Though, it is accepted that 
these systems have internal ability to develop. 
Development is seen as irreversible qualitative 
changes accompanied, as a rule, by quantitative 
transformations [4, p. 192]. There are different ap-
proaches to interpretations of sustainable devel-
opment in the scientific literature, as stability and 
balance, stability of living standards’ improve-
ment, the ability to sustain limited resources.

Development becomes unsustainable when 
the system moves to a new qualitative state, fol-
lowed by the accumulation of antagonistic con-
tradictions in it, or its destruction. Instability can 
be also interpreted as the instability of the sys-
tem, its imbalances, and limitations on resources’ 
reproduction.

The article deals with social and labor rela-
tions, in particular, employment relations as one 
of the main subsystem of the socio-economic sys-
tem. Full and productive employment, decent 
work for all are recognized as the important el-
ements of sustainable development, economic 
growth, social cohesion and poverty eradication, 
taking a central place in the international and na-
tional politics [5]1.

The article contributes to the understanding of 
the changes taking place in the social-labor rela-
tions in the context of the search for answers to 
such questions as: do these changes provide the 
reproduction of human resources in the sphere 

1 Social and labor issues were on the agenda during the G20 
summit in St. Petersburg, 5-6 September 2013.

of their use; do they contribute to the balance of 
social, economic and environmental interests of 
their participants; do they increase the quality of 
economic growth?

The changes affecting the processes and in-
stitutions of employment can be characterized 
as radical. Here are just some directions of these 
changes: labor flow from production to service 
sectors; the prevalence of non-materialized la-
bor over materialized; the substitution of stand-
ard forms of employment for more flexible — 
non-standard ones; the spread of business-net-
working enterprise [6] and so on.

The changes in employment can be interpreted 
both as positive and negative. As the positive, they 
usually consider the spread of employment forms, 
which meet the needs of a large group of actors on 
the labor market (women with children, the disa-
bled, pensioners, students and etc); the faster and 
less costly for employer’s adaptability to changes 
of the business environment and etc.

As the negative changes in employment, the 
following are seen: reduction of social security 
and labor rights corrosion; expansion of informal 
employment; weakening of trade unions’ role in 
social and labor negotiations2; the growth of pop-
ulation differentiation by labor income; higher 
level of the youth unemployment; the existence of 
the working poor segment; mismatches between 
education and the labor market requirements and 
so on.

These issues for the employee may reveal as 
the following:

—	labor contract is not properly settled;
—	fixed-term contract is signed unreasonably 

instead of permanent3;
—	wages down or delayed in time; wage level 

fluctuates;
—	social benefits (like sick leave payments, 

maternity leave, workplace injuries, etc) are not 
provided;

—	the scope of unsatisfactory working condi-
tions expands;

—	unpaid administrative leave placement;
—	overtime work is not paid;
—	there is no idea who the real employer is, etc.
In view of the fact that in 2012 of 71,545 mil-

lion employed in the economy 93 % were employ-
ees [8, p. 67], the scale of probable negative im-
pact from social transformation of labor relations 
is potentially large.

2 Trade unions were among the first to attract public awareness 
in Russia to the problem of employment precarity [7].
3 For example, as unreasonable “chain contract” can be treated, 
when a fixed-term contract regularly prolongs.
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As a special term, reflecting the negative 
changes in the employment relations, the term 
“employment precarity”1 is used. Employment 
precarity forms the ground for social inequality, 
lost of life perspectives for a part of society, con-
flicts and other things, which are characterized as 
general precarity of life and work of individual and 
society as a whole.

Throughout history employment has always 
been precarious to one degree or another [11, p. 5]. 
It is now reasonable to speak about a new round, 
new forms and anxiety scales of employment pre-
carity manifestations. Recently, published a spe-
cial issue of the International Journal of Labour 
Research, ILO addressed this problem [11].

The research hypothesis is to test the claim 
that the scope of employment instability is in-
creasingly threatening socio-economic position 
of all types of employees [11, p. 14].

Concept and Socio-economic Consequences  
of Employment Instability of Employees2

The “employment precarity” can be interpreted 
basically in two ways. Firstly, as relationships in 
which previously achieved social rights and guar-
antees of employees are reduced or absent3. Here, 
a wide range of rights and protections is consid-
ered, including pension rights, maternity, parental 
and sick leaves payments, payment for overtime 
work, equal pay for equal work, safe working con-
ditions, trade unions membership; paid annual 
leave, etc. [11, p. 16].

Secondly, in broad interpretation, employment 
precarity can be seen as a system of labor relations, 
limiting the reproduction of the labor force. In this 
sense, it can be characterized as the antithesis of 
the Decent Work concept, developed by the ILO4.

1 Latin term “precari” (English equivalent “granted to en-
treaty”) means “total dependence on the will of the other” [9]. 
According to some opinions, it became widely used after the po-
litical debates in France in the late 1970s and initially was ap-
plied to characterize social phenomenon connected with pov-
erty [10, p. 342].
2 For more on the concept of employment instability, please see 
[12].
3 In some official Russian translations of the ILO documents as 
equivalent to “precarious employment” “unprotected employ-
ment” is used [14].
4 ILO defines decent work is a productive work that delivers fair 
income; provides security in the workplace and social protec-
tion for workers and their families; offers better prospects for 
personal development and encourages social integration; gives 
people the freedom to express their concerns, to organize and 
to participate in decisions that affect their lives; and guaran-
tees equal opportunities and equal treatment for all [13, p. vi]. 
Although, the opposite of decent is indecent or obscene work 
[15, p. 14].

Employment precarity for the employee is ex-
pressed in the following: a) involuntary part-time 
work (even in the formal economy), b) total or par-
tial dismantling of the “standard” employment 
contract5, c) the lack of certainty or irregularity 
of hours of work, d) exposure to unjustified dis-
missal, and e) non-standard forms of employment 
relations. As prime examples of the latter are [11, 
p. 25]:

—	agency work and other forms of outsourced 
or indirect, third party (“triangular”) relation-
ships, which obscure the relationship with the real 
employer;

—	bogus self-employment as “independent 
contractors”;

—	abusive “apprenticeships”, “internships” 
and “training” schemes;

—	the transformation of employment contract 
into a commercial one (through, for example, the 
creation of “cooperatives”);

—	direct “temporary” contract (which can be-
come “permanently” temporary), “seasonal” con-
tract (which can flourish year round), etc.

Employment instability for the employee is 
usually accompanied by a loss of wages and social 
guarantees; decrease of social security (mainly 
against dismissal), mandatory social insurance 
and welfare payments by the employer, etc.

Thus, the employment instability includes the 
elements of informal and unprotected employ-
ment. And if subordination and dependence are 
among the basic traits / principles of employment 
relations of wage labor, in the case of employ-
ment instability these relations take the form of 
involuntary.

The above-mentioned characteristics of em-
ployment instability can be summed up under the 
approach proposed by the International Labour 
Organization, ILO. According to it, the employ-
ment instability offered viewed through the prism 
of the two categories of contractual agreements, 
which are characterized by four unstable working 
conditions [15, p. 29]. Significant contractual ar-
rangements proposed are:

5 “Standard” employment contract is a contract that supports 
“standard” employment relationship i.e. direct relations of un-
limited duration with a single employer under a full-time work, 
and protected against unjustified dismissal. Non-standard em-
ployment contract is a contract with limited terms; it gives the 
employer an additional ground for employee dismissal and, as a 
rule, deprives an employee of 1) receiving wage allowances and 
supplements linked to the seniority, 2) trade union membership 
and the corresponding protection, and 3) compensating for dis-
missal, etc. One can find a term describing the forced transition 
away from the standard employment relationship, “detypifica-
tion”, see [6, p. 8.]
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I.	 The limited duration of the contract (fixed-
term, short-term, temporary, seasonal, day-labour 
and casual labour).

II.	The nature of the employment relationship 
(triangular and disguised employment relation-
ships, bogus self-employment, subcontracting and 
agency contracts).

Precarious conditions:
i.	 Low wage;
ii.	 Poor protection from termination of 

employment;
iii.	Lack of access to social protection and ben-

efits usually associated with full-time standard 
employment;

iv.	 Lack of or limited access of workers to exer-
cise their rights at work.

The advantage of this approach is that it re-
flects not only economic but also social and hu-
manistic framework of the employee employment 
relationship. It means that the changes should not 
lead to the reduction of the achieved social stand-
ards of employment and the living standards of 
households with an employee as a member.

Thus, to study the phenomenon of employ-
ment instability, in fact, means to analyze the 
real deviations from the employment relationship 
standard relevant to the achieved level of eco-
nomic development1.

The growing importance of the study of em-
ployment instability is precisely because of its 
mid- and long-term socio-economic impact on 
both the employee and economy and society as a 
whole.

For example, in a situation of employment in-
stability, vulnerability of the employee increases. 
He or she is deprived of a range of social guaran-
tees and may face social exclusion2.

Private households with an employee as a 
member, who finds himself or herself in a situation 
of employment instability, may face the reduction 
mid- and long-term planning capacity in respect to 
a creation of a family, birth and education of chil-
dren, the purchase / construction of real estate, in-
vestments in health, etc. It can happen because of 
the uncertain duration of employment relation-
ships, labor income volatility, and etc. 

The spread of employment instability may lead 
to stronger segmentation of the labor market with 
the protected and unprotected segments of em-
ployment. Employment characteristics within the 

1 The specific features of employment instability forms in differ-
ent socio-economic systems, economies are mentioned in many 
publications, for example [11].
2 The research has found that, within four years, much of the 
perceived “benefit” of precarity employment dissipates [15, 
p. 36].

unprotected segment are the following: low wages; 
lack of social security (in particular, a higher risk 
of dismissal); uncertain career prospects; reduced 
social benefits (e.g., medical treatment and educa-
tion on the employer expenses).

As a consequence of employee exclusion from 
the social security system the overall stability of 
the social security system, based on the mass fi-
nancial participation, is undermined. Diffusion of 
employment instability also results in a reduction 
of the respective tax revenues, eroding, as a result, 
the financial capabilities of the economy.

Employment instability breaks down social co-
hesion and has a negative impact on the develop-
ment sustainability of the whole society, which 
can be seen in, for example:

—	reduced consumer demand for products that 
require long-term financial resources (purchase of 
apartments, houses, villas, cars, etc.);

—	underinvestment in human capital (educa-
tion, health);

—	reduced opportunities to accumulate experi-
ence and improve professional competence;

—	limited availability of credit (including mort-
gage) and etc. Employment instability creates not 
just a crisis of employment quality, but also a cri-
sis of social relations reproduction [16, p. 389].

Thus, employment instability reveals the high-
est degree of insecurity, involuntary economic and 
social instability and determines the deterioration 
in living standards of employees, households and 
the whole society.

Employment instability will be viewed as a 
complex socio-economic phenomenon in which 
level and distribution structure of the labor re-
lations’ deterioration risk in the field of employ-
ment increase and employment sphere itself 
ceases to be a source of effective reproduction of 
the labor force.

Indicators and Impact Assessment of 
Employment Instability on Socio-economic 

Position of Employees

Considering employment instability as a com-
plex problem requires a systematic approach, in-
cluding the development of indicators. In this case, 
the indicators should let to assess not only quanti-
tative, but also qualitative aspects of transforma-
tions in the use of labor. In other words, indicators 
should reflect a degree of humanization or dehu-
manization of the employment relationship.

Current transformations make it difficult not 
only to identify the employment relationship 
as such [6], but also even to assess their state. 
According to some experts, the growth in employ-
ment instability is obvious, but official statistics 
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under-report the extent of the phenomenon [11, 
p. 29].

Employment instability is a multidimen-
sional phenomenon. In this regard, it follows that 
it should be measured by a system of indicators. 
Table 1 represents the systematized real forms (as-
pects) of employment instability of employees and 
suggests characteristic of the respective groups of 
indicators. It is believed that these groups of in-
dicators should help to give, if not comprehen-
sive, then at least the diversified assessment of 
the level and scope of employment instability of 
employees.

The level and scope of employment instabil-
ity analyzed below (through the analysis of devi-
ations from the achieved employment standards) 
are relevant to the formal sector of the Russian 
economy. The informal sector with the bulk scale 
of unregistered employment and the most acute 
forms of employment instability is not considered 
in the article1.

The main statistical database to assess the im-
pact of employment instability on socio-economic 

1 About most acute forms of employment instability in Russia, 
see for example, [12, p. 46-47].

position of employees in Russia used in the article 
was the Russian Longitudinal Monitoring Survey 
(RLMS-HSE) [20] (hereinafter — the Monitoring). 
In particular, estimations were made on data of 
representative individual panel of round 20th of 
the Monitoring collected from October 2011 to 
February 2012 (totally 17,024 observations).

The assessment of employment instability im-
pact on socio-economic position of employees in 
Russia is based on an analysis of a number of in-
dicators derived from the Monitoring database 
(see Table 2), corresponding to the real forms (as-
pects) of employment instability of employees 
(see Table 1)2.

According to the International Classification 
of Status in Employment, ICSE-93, employees 
are those workers who hold the type of job de-
fined as “paid employment jobs”, i.e. jobs where 
the incumbents hold explicit (written or oral) or 
implicit employment contracts, which give them 
a basic remuneration that is not directly depend-

2 When possible, to see the dynamics (during 10 years 
period) in different forms (aspects) of employment instability 
development, relative statistic from the earlier Monitoring 
(round 11 of the year 2002) is provided (hereinafter — the 
Monitoring 2002).

Table 1
Forms and Indicator Groups of Employment Instability of Employees

№ Forms (aspects) of employment instability Characteristic of indicators’ groups

1 Non-standard type of labor contract
Deviation from permanent type of labor contract standard.
Contract of employment that allows the employer to terminate the contract 
at short notice and/or at will

2 Informal employment Employment in informal (non-corporate) sector or on informal work places 
in formal sector. The absence of formal labor agreement

3 Employment instability Frequent changes of place of work, profession
4 Irregularity of employment* Extended periods out of work
5 Non-standard form of employment** Deviation from standard form of labor relations; flexibility of labor relations
6 Non-standard duration of working time Deviation from normal (legally settled) duration of working time
7 Insecure employment High risk (probability) of job loss
8 Involuntary form of employment* Deviation from desired duration of working time
9 Inadequate level of wages Deviation from average level of wages

10 Wage volatility Deviation in wage amount from that agreed in labor contract
11 Wage discreteness Deviation in frequency of wage payments from that legally settled

12 Social vulnerability / Social exclusion
Deviation from rights and guarantees associated with standard wage em-
ployment / Changes in the opportunities to influence decisions made by 
others but relevant to the employee well-being

13 Mid- and long-term planning and invest-
ment limitations

Deviation in volume and structure of employee and his or her family 
investments

14 Unsatisfied work environment Deviation from safe and healthful working conditions; state of the nature 
environment 

15 Dissatisfaction with work Deviation from individual expectations about different aspects of work

Composed by the authors based on: [10, 11, 15, 17, 18, 19, 21, 22].
* not considered in the article.
** It is usual when a form of employment is used as proxy of employment sustainability; see for example [15]. The examples of 
non-standard forms of employment are given above in the article.



40 Социально-экономические проблемы регионов

ЭКОНОМИКА РЕГИОНА № 4/2013

ent upon the revenue of the unit for which they 
work [21]. Following this approach, into a group 
of employees we included those who recognized 
themselves as currently working in the legal en-
tity or organization, and at the same time not nei-
ther had entrepreneurial activity nor were own-
ers or shareholders. From total 6,936 employees,1 
93 % were employed formally (i.e. under legal la-
bor contract), and 6 % were without legal contract 
(in 72 % of cases it was forced from the employer). 
Over ten years (from 2002 to 2012) a share of em-
ployees not officially employed grew.

Unfortunately, the Monitoring does not al-
low to identify other groups of employees by type 
of contract — one of the key real forms of em-
ployment instability. However, according to offi-
cial statistics, under “non-standard” contract in 
2012 4.7 % of the employees worked in Russia2. 
Figure represents the dynamic in the spread of 
non-standard contracts from 1999 to 2012 among 
the employees.

Since the late 1990s, despite the prevalence of 
permanent employment contract, there has been a 
general trend to replace it by “non-standard” types 
of contract. The highest share they gained during 
the crisis year of 2008, when under “non-stand-
ard” 10 % of the employees worked.

During 12 months employment instability 
characterized 16 % (19 % in 2002) of the employ-
ees who either changed their place of work and/ or 
their profession.

The duration of working week3 exceeded the 
norm for 15 % of the employees, of which for every 

1 When analyzing the Monitoring only definite answers like 
“yes” and “no” were considered.
2 Estimations are based on the official aggregated statistics of the 
employees who work under a fixed-term contract (which ends 
by the rule of a specific date or the end of a task). Oral contract 
is not included [8, p. 71].
3 ILO considers as excessive working time hours of work, which 
exceed 48 hours per week [26]. In Russia, the standard (nor-
mal) duration of work is 40 hours per week [17, cl. 91]. Thus for 
Russia, excessive working time is more than 120 % of the stand-

second this duration was more than 
1.5 times higher than normal (it is 
more than in 2002). At the same time, 
insufficient duration of working week 
was for 8 % of the employees (it is less 
than in 2002).

Inadequately low level of wages. 
The Monitoring data show that almost 
half (48 %) of the employees received 
wages below two thirds of the average 
in the economy (it is higher than in 
2002)4. According to the ILO, low wages 
are those which are less than two thirds 

of the median hourly earnings [22]. It is difficult to 
be accurate calculating the level of hourly earn-
ings on the Monitoring data. So, we address here 
to official statists showing that such wages were 
paid to 30 % of the employees in Russia. It demon-
strates also that it is more probable for women to 
find themselves in such situation than for men: 
37 % and 20 % respectively [18].

Inadequately low level of wages is con-
firmed from the Monitoring by the fact that 12 % 
of the employees take credits to meet current 
consumption!

During 12 months wage volatility followed 
by its discreteness of wage payments (in form of 
wage cuts because of involuntary reduced hours 
of work or/and unpaid leave) was experienced by 
minimum 5 % of the employees (in 2002 — 7 %), of 
which every second experienced both.

The analyzed round of the Monitoring does 
not contain the whole block of questions applica-
ble to assess the level of social vulnerability of the 
employees. According to the previous 19th round 
of the Monitoring,5 sick leave was paid for 87 %, 
the medical treatment — for 20 % and vocational 
training — for 21 % of the employees.

However, we can assess the level of social vul-
nerability analyzing the results of two “ladders of 
well being” with nine stairs each. In the first case, 
on the lowest stair there are those who feel them-
selves as being the poor, and at the top — as the 
rich. In the second case, on the lowest stair there 
are those who feel powerless and at the top — 
those who believe that they have a lot of power. 
We got the following results: in the first case, 57 % 
(in 2002 — 68 %) of the employees classified them-
selves as a group with well-being below the av-

ard (i.e. more than 48 hours per week) and insufficient working 
time — less than 80 % (i.e. less than 32 hours per week).
4 Estimations are based on the average nominal gross wages of 
the employees in organizations in 2011 — 23 369 rub [24] and 
in 2002 — 4 360 rub [25].
5 Round 19th of the Monitoring collected from October 2010 to 
March 2011 (totally 16,867 observations).

Fig. Non-standard Labor Contract Spread Dynamic in Russia (in Percentage of 
Total Number of Employees) (Estimations are based on [8, p. 71; 23, p. 63])
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erage level, in the second case — 62 % (in 2002 — 
72 %) of the employees keenly (above the average) 
feel their powerlessness.

Mid- and long-term planning and investment 
limitations. The Monitoring analysis estimates 
employees’ opportunities to invest if they wish to. 
There zero opportunities: to improve living con-
ditions (to buy a room, apartment or house) are 
for 90 % of the employees (91 % in 2002); to save 
money for a major purchase (a car, cottage) for 
77 % (83 % in 2002), and to finance abroad family 
holiday — for 80 % of the employees.

Among those employees who faced a prob-
lem of extra-classes for children (school of music, 
foreign languages, sports clubs, etc.) 32 % could 
not afford these payments. This percentage was 
even greater (up to 53 %) in case of a high school 
education.

As for unsatisfied work environment, for 14 % 
of the employees working conditions were such 
that they gave them right for early retirement, ad-
ditional payments and benefits.

High (above the average) level of dissatisfac-
tion with work on the whole experienced 14 % of 
the employees (compared to 31 % in 2002). While, 
more than half of this number (55 %) expressed 
high (above the average) concern about the risk to 
lose a job. It should be stressed that the assess-
ment of the risk of job loss (both among the sat-
isfied and dissatisfied by the work groups of em-
ployees) during the concerned period of ten years 
increased.

The above analyzed major indicators intro-
duced to monitor and evaluate the deviations from 
the employment relationship standard (i.e. differ-

ent forms of employment instability) are com-
bined in table 2 by influence scope on employees.

Assuming the specificity of employment insta-
bility forms for employees in Russia, we defined as 
the main the following forms with corresponded 
indicators:

1)	informal employment (when legal labor con-
tract is absent);

2)	inadequate level of wages (wages below two 
thirds of the average for the economy) and so-
cial vulnerability and social exclusion (the lowest 
stairs of “well being ladders”);

3)	mid- and long-term planning and invest-
ment limitations (zero mid- and long-term invest-
ment (in real estate) capacity of an employee and 
his/her family). These forms and corresponded 
indicators were used for classification into three 
groups the employees in the situation of employ-
ment instability in Russia.

The first group of employees is with the high-
est level of employment instability. It is about 
6 % of the employees working in the formal sec-
tor without legal employment contract. They form 
the core of precarity in the formal sector. Here, we 
have an example of informal employment forms in 
the formal sector.

The second group of employees is with high 
employment instability has the major share. 
The share of employees with inadequate level of 
wages (wages below two thirds of the average for 
the economy) and social vulnerability (the low-
est stairs of “well being ladders”) equals from 50 % 
to 60 % of total the number of employees. This 
group of employees often faces such forms of em-
ployment instability as non-standard duration of 

Table 2
Summary Evaluation of Employment Instability Dynamics of Formal Sector Employees in Russia

Indicator of employment instability
Employment insta-
bility form number 

(from table 1)

Share of employees in total 
number of employees (%)

2002 2012
Zero mid- and long-term investment (in real estate) of an employee and 
his/her family 13 87 84

Low level social guarantees and rights (the lowest stairs of “well being 
ladders”) 12 70 60

High risk assessment of job loss 7 52 56
Wage is below 2/3 of the average for an economy 9 40 48
Dissatisfaction with work on the whole 15 31 14
Changes of place of work and/ or profession during 12 months 4 19 16
Excessive duration of working week (more than 48 hours) 6 17 15*

Involuntary wage reduction and involuntary reduction of working hours 10 7 5
Employment under a fixed-term formal contract** 1 4 5
Legal labor contract is absent 2 4 6

Estimations are based on the RLMS rounds 11 and 20 [20].
* Although, the share of employees within this group whose hours of work on average exceeded the norm (40 hours per week) by 
1.5 time and more increased.
** Estimations are based on [8, 23].
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working time, non-standard type of labor con-
tract, employment instability and insecurity.

The peripheral forms of employment insta-
bility characterize the third group of employees. 
It covers up to 85 % of employees with mid- and 
long-term planning and investment limitations 
(equal 0) for an employee and his/her family. The 
scope of this group is a signal of high degree of 
employment instability of the Russian society.

Conclusion

The results obtained on the RLMS–HSE data, 
and other sources, confirm the tested hypothesis 
that the scope of employment instability is high1 
and it threatens socio-economic position of the 
great number of employees in Russia.

All the suggested forms (aspects) of employ-
ment instability were identified in Russia2. As a re-
sult, three groups of employees were classified ac-
cording to a degree of employment instability: 1) 
the group with the highest level of employment 

1 In the group of employees not affected by the employment 
instability (i.e. none of the forms was distinguished) were only 
0.6 %.
2 Except two (Irregularity and Involuntary form of employ-
ment) which were not analyzed at all.

instability; 2) the group with high employment in-
stability, and 3) the group with peripheral forms of 
employment instability. Thus, the level of employ-
ment instability depends on the group and varies 
in Russia from 6 % to 85 %.

Some estimated indicators of employment in-
stability demonstrated the downward (negative 
trend) of employment standards in Russia. At the 
same time, other indicators during the considered 
period of ten years remained high, illustrating not 
only the large scope of employment instability, 
but also its chronic nature.

Employment instability can be put in a broader 
context of searching for a new balance between 
economic and social components of modern glo-
balized processes that are equivalent to searching 
for a new employment model. This is extremely 
important because today as a tool to decrease ten-
sion of employment instability, it is proposed to 
reduce (!) social guarantees [11, p. 14]. The au-
thors cannot support this position.

Employment instability requires systematic, 
mainly government, efforts to address all aspects 
of its specific nature [11, p. 16], along with pro-
active position of the Russian society and the 
expansion of societal forms of control over the 
government.
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EFFECT OF EMPLOYMENT PLANNING WITH PROFESSIONAL EDUCATION ON 
EXPECTATION AND PERSONAL DEVELOPMENT

In recent years in Turkey, it has been observed that workforce education programs within the active work-
force marketing policies implemented by the Turkish Labour Institution especially towards the disadvan-
taged groups such as the women, the long term unemployed, the youth with low skill levels in the workforce 
market are increasingly gaining importance by the support of European Union.

In today’s world, one of the most important points to be considered is the high-quality education. For a 
quality education, it is necessary to understand very well the expectations and perceptions of trainees who re-
ceive training services. Thus, expectations would be met and employment planning related to the vocational 
training services received would be increased. The main objective of this study is to increase the employment 
rate of the trainees who have received vocational training services and to be able to analyse its effect on their 
personal developments.
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