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Executive summary  

 

In 2014, civil society organisations (CSOs) in Macedonia contributed to GDP with 0,96%; employed 

0,38% of the total employees in the country; spent 9.875.892 EUR on salaries and contributions, 

3.214.950 EUR on fees and 4.716.287 EUR on part-time assignments.1 In 2013, the total number of 

employees in the civil society sector in Macedonia was 1839.2 Primarily, CSOs rely on volunteer 

engagement and they are facing the challenges of retaining the workforce. CSOs are perceived as small 

and unreliable employer, but they are also facing the lack of resources to attract new and retain the 

existing staff. This document analyses the laws and the policies related to the environment for 

employment in CSOs in Macedonia. The analysis aims at contributing to the improvement of the 

environment for employment in CSOs, and the findings serve the Monitoring Matrix on Enabling 

Environment for Civil Society Development.  

Through adequate methodological process, the analysis addresses two key segments: 1) the legal 

framework in the sphere of labour relations and 2) the policies for encouraging employment with special 

focus on the active employment measures and their availability for CSOs as employers.  

The analysis showed that most of the laws and policies are also applicable to the civil society sector. 

However, in general, in the policy creation process almost no attention is paid to the specifics of CSOs’ 

operation and the impact that the regulation would have on CSOs.  Although CSOs are a small employer 

in comparison to the other sectors, still CSOs offer real jobs and there is a potential for increasing the 

share of CSOs as employer. Short term engagements on projects in civil society sector are also valuable 

since they provide workers with specific skills, their labour market integration and development of soft 

skills which are essential for workers in all sectors. Thus, it is necessary for the government to ensure 

support in order to recognise and boost employment in the civil society sector.  

There are no explicit challenges in terms of the implementation of the labour relations legislation by 

CSOs. However, in the Labour Relations Law there are several ambiguities that could cause doubts in 

CSOs’ operation. The Law on Employment and Insurance in Case of Unemployment distinguishes 

respectively that membership in CSOs’ bodies is not necessarily linked to employment; however, an 

unemployed person loses the right to unemployment benefits if that person is a founder of legal entity 

which infringes the right to association and establishment of a CSO.  There are various interpretations in 

practice, still it remains unclear which collective agreement covers the civil society sector, if there is any 

at all. This issue combined with the lack of association of employers and workers in the sector leads to 

confusions regarding the specific rights and provisions that apply to employees in CSOs, which are 

determined in collective agreements.  

                                                           
1
 Velat, Dubravka. Hafner Ademi , Tanja. (edt.) “Report on Economic Value of the Non-Profit Sector in the Western 

Balkans and Turkey”, Balkan Civil Society Development Network (BCSDN), Published in Macedonia, December 2015 
2
 Data from Central Register of the Republic of Macedonia.   
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The employment strategies in Macedonia are predominantly focused on analysis of the 

workforce in the private sector. Thus, there is a range of programmes and measures for stimulating 

employment. A portion of the active labour market measures are available for CSOs as employers. In 

some cases, this is not clearly defined in the relevant documents for the measures. Furthermore, since 

those measures are primarily designed for private sector employers, the terms and conditions set for 

the measures mainly do not take into account the specifics of CSOs’ operation which discourages CSOs 

to use them to a greater extent.  

In order to address the identified challenges the analysis proposes: 

 Strengthening the strategic approach of the Government in order to recognize CSOs as 

employers; whereas, the profit, the non-profit and the public sector will be clearly distinguished 

in terms of concepts and terminology. This should be applied in strategies, laws, collective 

agreements and measures. 

 Changes to the legal framework and its correlation with the current Law on Associations and 

Foundations and the Law on Volunteering, as well as active CSOs’ involvement in future law 

changes.  

 Ensuring complete openness of the existing employment measures for employers from CSOs as 

well as precisely specifying the availability in the documents and more active promotion of 

those measures among CSOs. Adjusting the conditions set in the measures so that they 

correspond to the specific characteristics of the civil society sector.  

 CSOs should consider the possibilities for benefiting from the measures to transform 

temporary project engagement of workers to formal employment.  

 Active civil society advocacy for development of legal and political framework which is in 

accordance with the civil society needs. 

 Undertaking activities for representing CSOs as an employer and its specifics. To this end, raising 

the issue of establishing trade union and organised representation of the civil society sector as 

an employer.  

The analysis has been prepared by the Association Konekt, within the project Balkan Civil Society 

Acquis: Strengthening the Advocacy and Monitoring Potential and Capacities of CSOs implemented by 

BCSDN (Balkan Civil Society Development Network) and its members, in partnership with European 

Center for Not-for-Profit Law (ECNL) and European Network of National Civil Society Associations 

(ЕNNА), and financially supported by the European Union.  

 

 

 

 



5 

 

Introduction  

  

This document analyses the policies related to the environment for employment in civil society 

organisations in Macedonia. The analysis has been prepared by the Association Konekt, within the 

project Balkan Civil Society Acquis: Strengthening the Advocacy and Monitoring Potential and Capacities 

of Civil Society Organisations implemented by BCSDN (Balkan Civil Society Development Network) and 

the BCSDN members, in partnership with the European Center for Not-for-Profit Law (ECNL) and the 

European Network of National Civil Society Associations (ENNA) and financially supported by the 

European Union. The analysis and the activities for its promotion aim at contributing to the enabling 

environment for employment in the civil society sector.   

Further on, the information from this analysis will serve the Monitoring Matrix on Enabling 

Environment for Civil Society Development, i.e. sub-area 2.3 which refers to government policies and 

legal environment for employment in CSOs. This analysis is also available as policy brief suitable for: 1) 

activities for opening discussions among shareholders about employment policies related to the civil 

society sector; and 2) raising awareness about the need for effective policy changes in this field.  

 

Methodology 

This analysis is based on properly defined methodology. The analysis was implemented by 

collecting primary and secondary data. The legal analysis and the analysis of the documents that contain 

the relevant policies (laws, strategic documents, operational plans, announcements etc.) facilitated 

assessment of the legal framework and the policies referring to CSOs as employers. Previous researches 

in this sphere were also used for the analysis and they are listed in the bibliography. The data collection 

from primary sources ensured assessment of the practical aspects, in particular with respect to the use 

of active labour market measures by CSOs. Several interviews and a focus group were conducted for the 

analysis, i.e. 1) eight semi-structured interviews with representatives of institutions, employers’ 

organisations, CSOs and other stakeholders; 2) one focus group with CSOs’ representatives with diverse 

experience and views on the use of active labour market measures.  The list of conducted interviews is 

annexed to the report.  

The interviews with representatives of various stakeholders provided valuable data on: 1) 

reasons for the unavailability of most of the employment measures for CSOs; 2) views on the current 

situation; 3) opportunities and willingness for future development of policies and measures. The focus 

group with CSOs’ representatives provided information to define: 1) the needs of CSOs as employers; 2) 

key challenges and problems in the sector from employer’s perspective; 3) recommendations for future 

development of policies and measures.    

The qualitative data obtained from the used tools led to the conclusions and the 

recommendations given in the document. In order for the analysis conclusions to have impact and to be 
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distributed, this document is available in shorter version which was presented to stakeholders and 

further distributed.   

 

Context  

Workforce sustainability plays an extremely important role in the civil society sector 

development.  The research within CIVICUS: Civil Society Index in Macedonia shows that large share of 

CSOs in 2011 (77%) has workforce of which more than 25% are volunteers.  This information in the 

CIVICUS research is defined as the occurrence of “unsustainable base of human resources”. Further on, 

88,5% of the organisations covered by the research operate solely on voluntary base without any 

employees.3 The data from the same research done in 2015 on a sample of 203 organisations show that 

91% of the organisations have over 25% volunteers in relation to employees.4 In 2013 the total number 

of employees in the civil society sector in Macedonia was 1.839.5 If compared to the data from 2009 

when there were 2.424 employees in the non-profit sector out of which 2.079 were in associations and 

foundation, it can be noticed that there is a decrease in the number of employees in the civil society 

sector.6  Looking at the total number of employees in CSOs, it can be concluded that the civil society 

sector is a small employer in comparison to the other sectors. Furthermore, the civil society sector 

actively hires people on other grounds. The latest and first report on the economic value of the sector7 

shows that the civil society sector account for 0,96% of GDP; it employs 0,38% of the total number of 

employees in the country; in 2014 the sector spent 9.875.892 EUR on salaries and contributions, 

3.214.950 EUR on fees and 4.716.287 EUR on part-time assignments. CSOs’ revenues most often come 

from grants and donations (on average 68% in 2014)8 and such dependence on resources that are 

mostly from foreign donations directly impacts the workforce sustainability.   

The research tools used for this analysis (see methodology) identified the following challenges faced 

by CSOs as employers:  

 CSOs are perceived by institutions as small, insecure and unstable employer. The experiences 

indicate that part of the potential employees in the sector also have the same perception.9 Civil 

                                                           
3 Klekovski, S., Stojanova, D., Jakovlevska, G., Nuredinoska, E. „ Long way to greater civic engagement: Analytical 

report“, Macedonian Center for International Cooperation - CIVICUS: Civil Society Index in Republic of Macedonia, 
Skopje, 2011.  
4
 Preliminary data from questionnaire on monitoring the enabling environment for civil society development in 

Macedonia for 2015, MCIC 2015 
5
 Data from Central Register of Republic of Macedonia.  

6 Ibid. Supranote:1 (Види 1) 
7
 Velat, Dubravka. Hafner Ademi , Tanja. (edt.) “Report on Economic Value of the Non-Profit Sector in the Western 

Balkans and Turkey”, Balkan Civil Society Development Network (BCSDN), Published in Macedonia, December 2015 
8
 Ibid. 

9
 These perceptions and views are expressed by individuals involved in the data collection phase of this analysis 

through focus groups, interviews and consultations (see methodology).  
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society sector is not attractive employer for the youth in comparison to the business sector and 

the administration. 10  

 Civil society sector is facing problems to ensure sustainable employment due to: usual operation 

in project cycles; challenges in providing “uncommitted funds” and savings to be used for 

covering the gap (wages for employees) between two projects; lack of institutional grants; the 

funding structure etc.  

  Civil society sector is facing shortage of resources for attracting new personnel as well as for 

ensuring continuous learning process at the workplace and investing in trainings for employees. 

These processes are very important due to the specifics of the organisations’ operation, 

especially with respect to building high-quality program workers.  

 

Analysis of the legal framework in the area of labour relations 

The legal framework and other regulations related to employment, labour relations and 

protection of workers’ rights in the civil society sector were analysed.  The aspects important for 

associations and foundations are listed below.   

Labour Relations Law: Are we an employer?  

Labour Relations Law11 regulates the relations between workers and employers established by 

signing an employment contract. The Law applies to entities with headquarters or residence in the 

Republic of Macedonia and the workers employed there. In its general provisions, the Law offers broad 

definition of the term “employer”, i.e. legal and natural entity, as well as other entity (state authority, 

body of the local self-government, subsidy of foreign company, diplomatic and consular office), that 

employs workers under an employment contract. In the general provisions, the Law addresses 

prevention of different types of discrimination, harassment and mobbing. The Law determines the 

procedure for concluding employment contracts including the format and the content of the 

employment contracts. Further on, the Law regulates: the rights and the obligations of the contracting 

parties by addressing the rights and the obligations of workers and employers in different headings; 

apprenticeship, volunteering and probation period; cancellation of employment contract; salary; 

working time; breaks and holidays; compensation; special protection and provisions for protection of 

different vulnerable categories of workers; enforcement and protection of the rights, responsibilities 

and obligations from employment; peaceful settlement of collective and individual disputes. The Law 

includes special provisions concerning trade unions and employer’s associations, thus it also addresses 

collective agreements by defining its meaning and importance which is analysed below. Strike, the role 

of the Economic and Social Council; work of children under 15 years, pupils and students; inspection; 

and misdemeanour provisions are separately treated in the Law.  

 

 

                                                           
10

 For quantitative data see: Youth on the labour market, Reactor- Research in action, 2012, available at: 
http://rodovreactor.mk/media/publications/Mladite_na_pazarot_na_trud_2012.pdf   
11

 Labour Relations Law (consolidated text), Official Gazette No. 167/2015 

http://rodovreactor.mk/media/publications/Mladite_na_pazarot_na_trud_2012.pdf
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Key findings 

   

Although the Law does not specifically refer to CSOs, it is clear that the Law applies to the civil 

society sector. This Law does not have specific provisions referring to CSOs and there is no special 

treatment associated to the employment conditions for CSOs. The Law distinguishes by size of entities, 

whereas, “small employer” is an employer that employs less than 50 workers. According to the available 

data from the last survey research of civil society sector, the number of employees in individual CSOs 

does not exceed 50.12 In addition, in 2014 the largest number of employees in entities registered under 

the Law on Associations and Foundations is 4913. Thus, the largest number of entities registered 

pursuant to the Law on Associations and Foundations fall under the category “small employer”14. The 

Law exemptions for smaller employers are foreseen in Article 19 which prescribes discharge of the 

obligation for passing an act for determining special conditions for performing work at each individual 

job. From the Law analysis no specific barriers were identified which could hinder its use by CSOs.  

Several Law provisions are unclear which could cause dilemma and challenges in CSOs’ 

operation: 

 Related to Article 61, concerning voluntary internship, it is necessary to distinguish the terms in 

order to avoid mixing that term with “volunteer” pursuant to Law on Volunteering.  As a matter 

of fact, the provision of Article 61 refers to internship which is obligatory for passing 

professional exam or for independent performance of certain business activity and as such its 

essence completely differs from the definitions on volunteering and volunteer under Law on 

Volunteering. Such terminological distinction is already highlighted in the Law on volunteering15. 

However, since many employers and employees are not familiar with the Law on Volunteering, 

in practice the terms are mixed which makes it difficult to promote the true spirit of 

volunteering. Therefore, making correction in the terminology in Article 61 should be 

considered, for instance the term “volunteer” should be replaced with the term “intern” and 

“volunteering internship” should be replaced with “compulsory internship”.  

 Labour Relations Law regulates the protection of workers’ rights in case of company ownership 

change, i.e. if a company merges with another or it is transformed and ceases to exist as legal 

entity. In comparison, the Law on Associations and Foundations prohibits transformation, but 

there are provisions for acquisition, merger and division of organisations, however, adequate 

procedure for such cases and workers’ rights in such cases are not reflected in the Labour 

Relations Law.  

The importance of collective agreement for CSOs: Do we have ours? 

                                                           
12

 Preliminary data after conducted Questionnaire on monitoring enabling environment for civil society 
development in Macedonia for 2015, MCIC 2015 
13

 Data from Central Register, 2014 
14

 Law on Associations and Foundations, Official Gazette of Republic of Macedonia no.52/2010 and 135/2011 
15

 Law on Volunteering, Official Gazette of Republic of Macedonia No. 85/07, 161/08, 147/15. Article 3. Under this 
Law, volunteering does not mean volunteering internship pursuant to Labour Relations Law. 
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Employees’ rights and their position are governed by a law and collective agreements in line 

with Article 32 of the Constitution of the Republic of Macedonia. Pursuant to the Labour Relations Law 

(Article 204) the following agreements can be concluded in the Republic of Macedonia: 1) general 

collective agreement for the private sector and 2) general collective agreement in the public sector. 

Furthermore this law defines that: 1) the general collective agreement in the public sector in the 

Republic of Macedonia refers to state authorities, public institutions, bureaus, agencies, organisations 

and other legal entities from the public sector that employ workers and are financed by the Budget of 

the Republic of Macedonia; 2) the general collective agreement for the private sector is mandatory for 

employers and employees in the private sector (see articles 204 and 205 of the Labour Relations Law). 

Article 208 of the Labour Relations Law emphasises that the collective agreement is obligatory for all 

people that signed the collective agreement and all people that at the time of signing the collective 

agreement were members or became members afterwards to the associations that signed the collective 

agreement. The collective agreement obliges all people who acceded to the collective agreement and all 

people that become additional members to the associations that acceded to the collective agreement.  

Organisation of Employers of Macedonia and the Federation of Trade Unions of Macedonia are 

signatories to the agreement.  

Key findings  

 Civil society sector is not represented in and is not a member of organisations of employers. 

With respect to the validity and the application of the general collective agreements, there is a wide 

interpretation, i.e.: “general collective agreements are applicable to all workers and employers in the 

country, regardless of whether they are members of the signatories of the agreement or not.”16 

Concerning the validity of the collective agreements for the civil society sector, in the analysis it was 

identified that there are different interpretations in practice by the stakeholders that are not 

harmonised. It is not clear whether and under which collective agreement the civil society sector is 

included.  

For illustration, one opinion is that the general collective agreement for the private sector also 

applies to associations and foundations i.e. for legal entities registered with main activity code 94.99: 

Activities of other membership based organisations not mentioned elsewhere.  In this case, the 

regulation of this matter in the document that refers to “private sector” and “economy” is inadequate 

approach since it does not fit the specifics of the CSOs’ operation. On the other hand, the only union 

that highlights the representation of citizens’ associations is the trade union of workers in 

administration, justice, social organisations and citizens’ associations. This union points out insignificant 

membership of associations and foundations (around 2 legal entities) in the union without 

representation in the bodies, whereas the representativeness of this trade union on branch i.e. 

department level in the public sector refers solely to: administrative, supporting and service activities17.   

                                                           
16

 „National programme for decent work 2015-2018“ , International Labour Organisation  (ILO) and Government of 
the Republic of Macedonia, pg. 9, available at: 
http://www.mtsp.gov.mk/content/pdf/nacionalna_programa_pristojna_rabota.pdf  
17

 Ministry of Labour and Social Policy, Decision on determining the representativeness of trade union on branch 
i.e. department level in the public sector No 08-7457/3 from 02.06.2014  

http://www.mtsp.gov.mk/content/pdf/nacionalna_programa_pristojna_rabota.pdf
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The last collective agreement that refers to citizens’ associations is the Collective agreement on social 

organisations and citizens’ associations of the Republic of Macedonia from 23.10.1995. That agreement 

is based on the former General collective agreement for public services, public enterprises, public 

authorities, local self-government bodies and other legal entities doing noneconomic activity (Official 

Gazette No 39/94) i.e. in the dispositive it draws validity from expired collective agreement. Although 

Article 228 paragraph 2 of the current Labour Relations Law emphasises that unless otherwise stipulated 

by collective agreement, after a collective agreement expires, its provisions continue to apply until a 

new collective agreement is concluded, the validity and implementation of this document is 

questionable whereas the approach of regulating this matter is outdated given the changed specifics of 

the civil society sector as well as the legal regulations in this domain. Again, in this case, the regulation 

of civil society sector issues by collective agreement referring to the public sector is inadequate.  

The vagueness associated with the regulation of employment contracts by collective 

agreements related to CSOs as employers is due to the fact that the civil society sector and its 

characteristics are not taken into account. Employers in the civil society sector need to raise this issue 

and to have a dialogue with the relevant stakeholders such as the Economic and Social Council, 

employers’ organisations and trade unions.  

Law on Employment and Insurance in Case of Unemployment  

Law on Employment and Insurance in Case of Unemployment18 regulates the issues of labour 

exchange, rights and obligations of employers, the unemployed, other jobseekers and the country, 

concerning employment and insurance in case of unemployment and other issues of importance for the 

employment.   

The Law determines the work of the Employment Service Agency of the Republic of Macedonia 

and the services that it offers on the labour market in the area of: services for employers regarding 

labour exchange; advice to employers on the laws and other regulations and their application; training, 

retraining and additional training; advice to employers on employment of unemployed people under 

more favourable terms; determines the Agency’s relations with employers; labour exchange services for 

the unemployed and the jobseekers;  professional orientation for the unemployed and other jobseekers; 

and job placement. Further on, the Law regulates records of employers and unemployed by setting 

norms for the registration process, how the process is done and the grounds for removal from the 

register. The Law also addresses insurance in case of unemployment specifying the grounds for using 

this right, the amount of the unemployment benefit and the period for which it is paid. Conditions are 

also set for organising public work as well as stimulating financial compensation for public work. Local 

self-government units and interested employers from the public sector are specified as organisers of the 

public work.  The Law regulates the governance, the management, the supervision and financing of the 

Employment Service Agency.  

                                                           
18

 Law on Employment and Insurance in Case of Unemployment (consolidated text), Official Gazette of the 
Republic of Macedonia No. 112/2014 and Law on Changes and Amendments to the Law on Employment and 
Insurance in Case of Unemployment, Official Gazette of the Republic of Macedonia No. 113/2014, 154/2015, 
147/2015, 129/2015 и 56/2015 
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The Law changes (113/2014, 56/2015, 129/2015 147/2015 154/2015) refer to: technical 

changes; changes to misdemeanour and penalty provisions; amendments concerning the employment 

measures from the project “Macedonia employs” (elaborated further in this document).  The Law 

amendments from September 2015 refer to the exemption from payment of contributions for 

compulsory social insurance for person hired to replace a worker on maternity leave during the 

maternity leave period.   

Key findings 

Concerning the terminology, the Law provides general definition for employers without making 

separate clarification and distinction among them. The Law lists associations and foundations as 

participants in legal relations and in the implementation of labour exchange activities (Article 3b).  

Further on, the Law reflects the specifics of the civil society sector when defining unemployed people. 

According to Article 53, paragraph 4 line 3 “as unemployed person, under this Law, is not considered the 

person who is owner, founder or manager of a company or other legal entity or member of governing 

body, or authorised person in company or other legal entity other than in association and foundation”. 

However, the Law does not make this distinction in Article 77, where, among other issues, it is defined 

that an unemployed person shall lose the right to unemployment compensation in case that person 

establishes company, enterprise or other legal entity.  Such a general provision opens possibility for 

breaching the right to association and establishment of association, i.e. legally it is not harmonised with 

the provisions of the Law on Associations and Foundations. The necessity for changing the Law in this 

aspect has already been pointed out by several associations. The establishment of an association as non-

profit entity should not be grounds for termination of unemployment compensation. Additionally, in the 

abovementioned articles 53 and 77 it should be taken into account the possibility for a person to be a 

volunteer, since pursuant to Law on Volunteering the volunteering and the compensations received for 

volunteering are not grounds for termination of unemployment compensation (as regulated by the Law 

on Volunteering). 

The recent Law changes related to the project Macedonia employs and the active employment 

measures are further elaborated below.  The change concerning the introduction of exemption from 

payment of contributions for compulsory social insurance for person hired to replace a worker on 

maternity leave during the maternity leave period does not apply to employers in the civil society 

sector.   This possibility is intended only for employers in the private sector.  

Law on Employment of Disabled People  

Regarding the employment of disabled, the Law on Employment of Disabled People19 applies to all 

employers, including the civil society sector. The Law provides financial and other benefits for employers 

that employ disabled people, including:                                 

                                                           
19

 Law on Employment of Disabled People, Official Gazette of the Republic of Macedonia No. 44/2000, 16/2004, 
62/2005, 113/2005, 29/2007, 29/2007, 88/2008, 161/2008, 99/2009 и 136/2011 



12 

 

• Grants for employment of disabled people in the amount of 20 average net wages in the 

Republic of Macedonia in the previous year, i.e. 40 average net wages in case the person has 

90% to 100% visual impairment or uses a wheelchair.  

• Funds in the amount of up to 100000 MKD for adaptation of the workplace. These funds can 

be re-used due to changes in the technological process of the employer or change in the 

employee’s impairment.    

• Procurement of equipment which is subject to special criteria and by-laws from Ministry of 

Labour and Social Policy. These funds can be in the amount of up to 200 average net wages 

depending on the number of employees.  

• Exemption from health and pension insurance for disabled employee. In this case, the funds 

are provided from the State Budget.           

• Exemption from personal income tax for disabled employee.  

Key findings  

 There are no special barriers for CSOs to use the law provisions. In terms of the Law implementation, 

previous analysis and experience of CSOs working on the topic show that it is necessary to sensitize and 

educate employers about identifying the potential for employment of disabled people as well as to 

better inform them about the legal measures and the possibilities for using those measures by 

employers in general, including CSOs.  

Analysis of policies for encouraging employment   

The basic strategic document related to the labour market policies and employment promotion 

is the National Employment Strategy of the Republic of Macedonia.20 The strategy analyses the labour 

market situation in terms of: macroeconomic context; labour market trends and identification of 

challenges; existing employment policies; macroeconomic framework for employment; sector analysis 

etc. Thus the Strategy identifies the challenges and sets strategic goals. Based on this document, 

national action plans21 and operational plans for active employment programmes and measures22 are 

developed. These operational documents define and specify the programmes and the measures for 

increasing employment, determining the available resources and responsible institutions and bodies for 

their implementation as well as the time frame and pace of implementation.  

Key findings   

The Strategy does not foresee special guidelines and objectives for improving the employment 

situation in the civil society sector in the country. The National Employment Strategy of Republic of 

Macedonia focuses on labour market analysis in the private sector and it does not include data on the 

                                                           
20

 National Employment Strategy of the Republic of Macedonia 2015 and 2016-2020, Ministry of Labour and Social 
Policy 
21

 National Action Plan for Employment of the Republic of Macedonia 2014-2015, Ministry of Labour and Social 
Policy 
22

 Operational Plan for Active Employment Programmes and Measures for 2016,2015,2014, Ministry of Labour and 
Social Policy  
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specifics of employers from different sectors. There is no special emphasis on the civil society sector 

besides highlighting the possibility for CSOs to provide social services in decentralized way as defined by 

the Law on Social Protection from 2009.  

The National Action Plan for Employment of the Republic of Macedonia 2014 – 2015 provides 

participation of “chambers of commerce, associations and business organisations” in several measures 

and guidelines. Chambers of commerce, association and business organisations are listed at target 

groups and responsible institutions for several measures/projects in the guidelines concerning the 

development of qualified workforce in line with the labour market needs and improvement of the 

contribution of these objectives. In the guideline on promotion of social inclusion and combating 

poverty, the civil society involvement is stated in the adoption of the Law on Social Entrepreneurship.23 

The document analysis shows that associations are listed as stakeholders in development and 

implementation of the guidelines and the activities pertinent to this document, but they are not 

foreseen as beneficiaries of these policies, i.e. as employers.  

Active measures: accessibility for CSOs as employers  

Active employment measures are more specifically described in the annual operation plans for active 

programmes and employment measures and labour market services. These measures include: measures 

for development of entrepreneurship; subsidised jobs which are currently mainly covered by the project 

“Macedonia employs”; trainings; public works; pilot-programmes and employment services. This 

document analyses the availability of measures for CSOs as employers.  The conclusions on the 

availability of measures for CSOs are based on the analysis of the operational plans and the related 

documents (open calls, notifications etc.) as well as interviews and consultations with representatives of 

institutions, of the project “Support for employment of young people, long-term unemployed and 

women (II)” and CSOs.  Such an approach facilitates taking into account the facts on the ground as 

opposed to the formal terminology in the operational plans, open calls etc.  

a) Employment services 

Employment services are offered by the Employment Service Agency of the Republic of 

Macedonia (ESA) and these services are mainly targeting the unemployed. The services for employers 

include provision of information, advice and guide on services and programmes available at ESA, advice 

on employment, advice in the area of labour law, participation in job fairs etc. Additionally, ESA offers 

advice and assistance for employers in identifying and hiring workers (description and formulation of job 

position and initial selection of candidates for a job and organising job interviews).  This service 

comprises counselling and assistance for employers by searching candidates for vacancies from the 

records of unemployed people, pre-selection, referral to an employer for job interview etc.  
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 See Guideline 8 and 9 (measure/project 8,10,16 and 17) and guideline 10 (measure 13) from the National Action 
Plan for Employment of the Republic of Macedonia 2014-2015, Ministry of Labour and Social Policy 
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Key findings 

The employment services offered by the Employment Service Agency of the Republic of 

Macedonia are mainly intended for unemployed people, but not employers. CSOs as employers (legal 

entities) may use the services of job placement and information. Job placement is done by the 

Employment Centre on the territory were the employer’s head office is located. The Employment Centre 

intermediates after having received a request for job placement by the employer.  

b) Subsidised employment: Project Macedonia employs   

The project Macedonia employs is integrated part of the active employment measures and it is 

subsidised employment for unemployed people by exemption from contributions and personal income 

tax. The measures are part of the Operational plan, and they are also implemented in line with the 

changes to the Law on Employment and Insurance in Case of Unemployment. With these measures, 

employers may use exemption when employing:  

1. People under 35 years of age, without previous employment or with previous employment 

however before that employment they have been unemployed for at least three months.  

In this case, the measure stipulates exemption from payment of contributions for compulsory 

social insurance and personal income tax for this group for three-year period from the employment 

date. However, the employer is obliged to keep the employee for an additional year after the period for 

which social contributions and personal income tax are exempt.   

2. Unemployed people between 35 and 50 years, who have been unemployed for at least 10 

years in the past 15 years and have not been employed at all in the least three months 

before the employment.  

In this case the measure stipulates exemption from payment of contributions for compulsory 

social insurance for a 5 year period from the employment date, whereas the employer is obliged to keep 

the employee for an additional year after the period for which social contributions are exempt.  

3. Unemployed people over 50 years of age 

4. Unemployed people from different vulnerable groups   

An employer who will employ a person of these two groups is exempt from payment of 

contributions for compulsory social insurance for five-year period from the employment date without 

further obligation for the employer.  

Key findings   

The findings of this analysis indicate that the measures within Macedonia employs (Македонија 

вработува) may also be used by associations and foundations.  In defining these measures in the 

http://www.mtsp.gov.mk/makedonija-vrabotuva.nspx
http://www.mtsp.gov.mk/makedonija-vrabotuva.nspx
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Operational plan for active employment programmes and measures and labour market services for 2016 

the term “employer from the private sector” is used. 24   

In practice, CSOs also use these measures, and ESA considers their requests eligible. Civil society sector 

shows interest but also concern about meeting the conditions set for the measures. As a matter of fact, 

a condition for using these measures is not to decrease the number of employees during the whole 

period of benefiting from the measure, except in case of death or retirement. Further on, the employer 

is obliged not to decrease the number of employees for whom the employer does not use exemption for 

the whole period in which the employer uses the measures except in case of death or retirement.  For 

some categories, employer is obliged to keep the worker for an additional year after the expiry of the 

subsidised employment. Additionally, the use of the term “private sector” creates confusion among 

potential beneficiaries – employers from the civil society sector who are still asking the question: Does 

this apply to us? The accessibility of the measures is proven on operational level with the submission of 

the first applications from CSOs and their acceptance and benefiting.  There are examples of CSOs that 

use the measure subsidised employment of unemployed young people under 29 (for instance Mladi info 

has used this measure since 2014, but also the National Council for Gender Equality and Institute for 

Democracy have also benefited from the measure. Later on, this measure becomes part of the 

integrated package Macedonia employs. The beneficiaries of these measures do not identify 

administrative barriers that could prevent their use.  

c) Training at known employer   

Under this measure, the employer applies with a training programme. Candidates for an 

interview will be sent to the approved employer in line with the employers’ needs and requirements or 

the employer may propose preferred candidates who meet the criteria of the target group and are in 

accordance with employers’ requirements.  At the end of each month, upon previously filed monthly 

table of candidate’s presence, ESA shall pay financial compensation of 6236 MKD (including insurance 

against accidents at work and personal income tax) to all candidates in the training. At the end of the 

training, employers will be paid expenses for mentorship and materials in the amount of 4000MKD – 

25000MKD depending on the number of candidates/unemployed people participating in the training 

programme. Terms and conditions for using this measure include: employer has paid all payments for 

salaries and contributions for all employees prior to the application process for the measure; the 

requested number of unemployed for training does not exceed the number of employees in the 

company; the working conditions in the premises where the trainings will be implemented should meet 

the conditions for adequate training implementation. The employer is obliged to employ at least 50% of 

the candidates engaged in the training after its completion and for a six month period the employer 

cannot decrease the number of the other employees with employment contracts for indefinite period of 

time. In case the number of candidates involved in training is one, then the employer is obliged to 

employ that candidate after successful completion of the training. The employer has to keep at work 

these trained candidates for at least 6 months. There are special conditions for recording and reporting.  

                                                           
24

 Such terminology is in line with the terminology defined in the Law on Employment and Insurance in Case of 
Unemployment i.e. its changes (see Changes to the Law, Official Gazette No. 56/2015 Article 98-d). 
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Key findings     

The measure training at known employer is accessible for employers from the civil society 

sector. Low use of this measure by civil society sector was reported by the EU funded IPA project 

“Support to the employment of young people, long-term unemployed and women (II)”. Only one case of 

a CSO benefiting from this measure was identified in 2015.  

It has been noticed that in the open call for the measure from 20.03.201525 the term “employer” 

is used, however, in the explanation for the procedure it is stated that: “all firms will be informed about 

the selection results.” This communication creates confusion among CSOs and again raises the question: 

What applies to us?  

d) Training at known employer with subsidised employment   

Under this measure, the employer submits training plan/programme, according to previously 

prepared template. Priority is given to the following categories of unemployed people: people at the age 

of 50-55; people with primary education or less; young people less than 29 years with primary 

education; long-term unemployed; social assistance beneficiaries and people from vulnerable groups 

facing barriers on the labour market. The employer interested in participating in this measure must not 

decrease the number of employees with employment contracts for indefinite period of time six months 

before the publication of the open call until the singing of the contract for subsidising. Trainees receive 

6.200,00 MKD per month, including insurance against accidents at work and occupational decease. After 

the completion of the training in the workplace, the employer is obliged to employ all trained people 

and a subsidy for the employment shall be provided in a form of financial support for gross salary of 

19.000,00 MKD per month for a 6 month period for full-time job. Out of this amount, 14.000,00 shall be 

for the unemployed person and 5.000,00 for the employer as a reimbursement for training the person in 

the work process. The employer is obliged to keep the subsidised worker at work for the next 12 month 

and not to decrease the number of employees with employment contract for indefinite time. Detailed 

conditions, rights and obligations shall be regulated by concluding an agreement between the 

Employment Service Agency of the Republic of Macedonia, the employers and the candidates.   

Key findings     

It was confirmed by the EU-funded IPA project „Support to the employment of young people, 

long-term unemployed and women (II)” that CSOs may apply for the measure “training at known 

employer with subsidised employment”. The latest open call for this measure announced on 23.02.2015 

is open to all employers until the end of 2015.  

e) Internship  

  The Operational plan for active employment programmes and measures and labour market 

services for 2016 defines two measures within internship. The first measure: 3.7a. Internship 1 covers 

organisation of practical work of people less than 29 years with financial compensation. There are terms 

                                                           
25

 http://www.avrm.gov.mk/content/Proekti/Merka%201.2/MKD%20Public%20Announcement%2020.3.2015.pdf  

http://www.avrm.gov.mk/content/Proekti/Merka%201.2/MKD%20Public%20Announcement%2020.3.2015.pdf
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and conditions foreseen including the condition that the possible number of engaged interns within this 

measure is limited in proportion to the number of employees employed by that employer. The second 

measure defined in the Operational plan 2016 stipulates that the financial compensation is employer’s 

choice i.e. the amount is determined and covered by the employer.  

Key findings  

The unavailability of the measure for stimulating internship was formally highlighted in 2014. To 

be exact, in open call26 from 17.02.2014 it is emphasised that: “The internship programme does not 

apply to employers from state, public institutions, local self-government units and the City of Skopje, 

non-governmental organisations and citizens’ associations”. The next year, although in the Operational 

plan for active employment programmes and measures and labour market services for 2015 it is stated 

that within measure 4.6: Internship “Only employers in the private sector have right to participate”27in 

the open call28 from 24.02.2015 it is clarified that: “the participation of non-governmental organisations 

is acceptable” under certain conditions which are defined in the open call. Some of these conditions are: 

at least one employee; some of the following areas of operation should be specified in the 

organisation’s statute: gender equality, domestic violence and protection of victims of the same, equal 

opportunities, anti-discrimination, child protection and socialisation of the Roma population. In practice 

the internship measures are used by CSOs under the given conditions.  

  

Active measures: availability for CSOs as implementers  

Within the measures intended for trainings according to the labour market needs a process is 

provided for certifying legal entities that will implement those trainings. The Adult Education Centre 

informed that CSOs are not eligible to apply, and it is available for firms with main area of operation 

85.59- other education, not mentioned in any other place. The CSOs that expressed interest were 

advised to establish business entity in case they want to apply to certification programme. 

 

Conclusions and recommendations  

Civil society organisations are an employer worth to be supported. In 2014 the civil society 

sector spent 9.875.892 EUR on wages and contributions, and additional 80% of this amount on fees and 

part-time assignments. The sector offers real jobs and there is potential for freelancers to become 

employees with fixed-term contracts in case there is support concerning the employment contributions. 

Short-term employments on projects in the civil society sector are also highly valuable because that 

gives workers opportunity to acquire specific skills, facilitates their labour market integration and 

                                                           
26

 http://www.avrm.gov.mk/content/Oglasi%20AM/JavenOglasPraktikanstvoRabotodavac_27.02.2014.pdf   
27

 See: Ministry of Labour and Social Policy Operational plan pg. 41 
28

http://www.avrm.gov.mk/content/Proekti/%D0%9C%D0%B5%D1%80%D0%BA%D0%B0%201.1/29.09%20Public_
Announcement_Sub-C1.1_MK_F.pdf 
 

http://www.avrm.gov.mk/content/Oglasi%20AM/JavenOglasPraktikanstvoRabotodavac_27.02.2014.pdf
http://www.avrm.gov.mk/content/Proekti/%D0%9C%D0%B5%D1%80%D0%BA%D0%B0%201.1/29.09%20Public_Announcement_Sub-C1.1_MK_F.pdf
http://www.avrm.gov.mk/content/Proekti/%D0%9C%D0%B5%D1%80%D0%BA%D0%B0%201.1/29.09%20Public_Announcement_Sub-C1.1_MK_F.pdf
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development of soft skills which are necessary for workers in all sectors. The government strategic 

addressing of CSOs’ sustainability is particularly important in the medium and the long term, having in 

mind the gradual withdrawal of foreign donors which impacts the needs for ensuring the sector 

sustainability from local resources.  

Conclusions regarding the legal frame  

The legal frame in the domain of labour relations generally applies to all employers. There are 

no special obstacles to the implementation and the use of the legal frame by CSOs. The regulation does 

not involve separate treatment for employers of non-profit character. For the long-term, it is necessary 

to further consider the need for such distinction which could contribute to easing the conditions for 

employment in the sector especially from the aspect of flexibility of the employment engagements.  

According to the key findings of this analysis, intervention is needed in Articles 53 and 77 of the 

Law on Employment and Insurance in Case of Unemployment in order to ensure the right to association 

pursuant to the Law on Associations and Foundations whereas the unemployed person will not lose the 

right to unemployment compensation.   Further on, it is necessary to harmonise these articles with the 

Law on Volunteering, as well as the terminological distinction of internship and volunteering. To this 

end, there is a need for more active CSOs’ involvement in the processes of future law changes 

concerning labour relations in order to ensure recognition of the specifics of the entities established in 

line with the Law on Associations and Foundations.  

Collective agreements apply to the private sector of the economy and the public sector without 

recognising the civil society sector as an employer. Further on, the wording of the general collective 

agreement indicates lack of distinction and special treatment of employers from the civil society sector. 

There is no proactive organisation that continuously represents the civil society sector as an employer or 

orderly and regularly represents the workers in the civil society sector. Additionally, the civil society 

sector is not active in advocating in this domain, thus it is not recognised as a relevant player. The 

vagueness associated with the regulation of employment contracts by collective agreements concerning 

CSOs as employers is due to the fact that the civil society sector and its characteristics are not taken into 

account. Employers from the civil society sector should raise this issue and should have a dialogue with 

the relevant stakeholders such as Economic and Social Council, employers’ organisations and trade 

unions. 

 

Conclusions regarding policies for stimulating employment  

The strategic documents on employment policies in the Republic of Macedonia do not define 

special treatment of the civil society sector as an employer. Further on, the strategic documents do not 

take into account the employment situation in the civil society sector, as well as the needs and specifics 

of the non-profit sector as an employer. The strategic documents should also contain data on the civil 

society sector, whereas the current and the future researches and surveys on the labour market needs 

should also include the civil society sector as an employer.  
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There is no specific measure for employers from the civil society sector that could adequately 

reflect their needs. The design of the employment measures corresponds to the economic sector and 

mostly these measures are intended for the economic sector. The terms and conditions of the measures 

for subsidised employment for keeping the employees in the long term and after the provided support 

makes it difficult for CSOs to use these measures having in mind that most CSOs depend on project 

funding thus long-term planning is difficult. On the other hand there is a range of active measures for 

employment and self-employment and starting up business. Specific measures are needed for 

supporting the civil society sector in developing its potential as an employer and ensuring sustainable 

workforce.  

There is no proper terminological distinction in the official description of the measures and clear 

guidance on the availability of the measures for the civil society sector. There are inconsistencies 

between the terminologies in the operational plan and the documents for its implementation such as 

the open calls. Therefore, it is not clear which entities are eligible for these specific measures, and this 

analysis identified examples of using inconsistent terminology in a same document. This “play on words” 

is a communication barrier and it does not present the accessibility to the measures for the civil society 

sector i.e. it discourages CSOs to use the measures raising the question: What is applicable for us?  

Although there are no official data, stakeholders identified low CSOs’ interest to use the 

measures. This is due to the: low CSOs’ awareness; inconsistent communication in the strategic 

documents which indicates unavailability of the measures; conditions that do not correspond to the 

conditions of CSOs’ operation and their fulfilment is risky.    

It is necessary to open these measures for all types of employers. For instance, exemption from 

payment of contribution for compulsory social insurance for a person employed to replace a worker on 

maternity leave should also be available for CSOs, and not only for employers in the private sector.  

In addition, it is necessary to facilitate smooth inclusion of the civil society sector in the 

implementation of measures as service provider equally with the other entities.  

Recommendations  

For the legislator, decision makers and institutions   

 Long-term and strategic approach is needed for strengthening the position of CSOs as an 

employer and taking into account the specifics of financing and operation of the civil society 

sector. To this end, decision makers, legislators and institutions should recognise the civil 

society sector as an employer worth of support.  

 The objective of the policies for supporting the civil society sector should be formulated 

towards: 1) increasing employment in CSOs and 2) involving CSOs as employers on the 

mainstream labour market.  

 Terminological and conceptual distinction among employers from private sector, non-profit 

sector and public sector is necessary for differentiating their needs and specifics. The strategic 

documents need to include analysis of the needs and specifics of all three sectors.  
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 Complete openness of the existing active employment measures for employers from the civil 

society sector should be ensured.   

 The provision of favourable conditions for employment in CSOs could be achieved by: 1) 

providing more favourable conditions for CSOs within existing open calls which could comprise: 

exemption from the requirements for maintaining the number of employees in case of cessation 

of existing funding source; full access to the measure internship for all CSOs instead of 

stipulating special conditions related to the statutory characteristics of the CSO; 2) designing 

specific measure targeting CSOs according to their needs as employers.  

 The available options for benefiting from specific measures by entities established pursuant to 

Law on Associations and Foundations should be clearly and precisely defined and that should 

be reflected in the strategic documents as well as on operational level particularly in the open 

calls.  

 Institutions should promote the use of the measures by CSOs with active communication and 

presentation of the measures among CSOs.   

 Changes to the Law on Employment and Insurance in Case of Unemployment are needed in 

order to clearly state that the establishment of an association as a non-profit entity shall not be 

grounds for termination of the right to unemployment benefit pursuant to the Law on 

Associations and Foundations as well as harmonisation of the Law with the Law on volunteering. 

Active civil society involvement in future processes of law changes and amendments 

concerning labour relations will ensure recognition of the specifics of the entities established 

under the Law on Associations and Foundations.  

For civil society organisations 

 The civil society sector needs to get informed more precisely about the available opportunities 

and to benefit from the accessible mechanisms for supporting employment. CSOs should 

particularly consider the possibilities for benefiting from the measures for transforming fee-

based engagement on projects into formal employment for definite or indefinite period.   

 CSOs should define and undertake advocacy activities for new active employment measures or 

for redefining the existing measures in line with their needs.  

 There is a need for better representation of the civil society sector as an employer. Therefore, 

it should be discussed within the sector about the possibilities for joint analysis and defining the 

needs of the sector as an employer as well as considering joint activities for promotion of the 

sector as an employer by sharing experiences in management of human resources and labour 

relations. Further on, there is a need for advocacy actions for better conditions for 

employment in civil society sector which should be done by organisational structure 

(organisation or network) that will represent the civil society sector as an employer.  

 Employees in CSOs should recognise the need for unionizing and establishing trade union that 

will represent workers’ rights and will define special regulation of those rights by governing the 

relations between workers and employers in the sector. This will ensure distinction of the 

specifics of CSOs and their operation from the others. Employers in the civil society sector 

should support such employees’ initiatives. 
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 Active advocacy of the civil society sector and its needs during future law changes and 

amendments concerning labour relations and policies in this domain.  

 

List of interviews and focus groups   

During data collection for this analysis semi-structures interviews and focus groups were conducted with 

representatives of the following institutions and organisations 

 (Chronological order) 

 Ministry of Labour and Social Policy;   

 Focus groups with representatives of 6 CSOs: Institute for Democracy Societas Civilis, Finance 

Think, First Children’s Embassy in the World Megjashi, HOPS, Mladi info and National Council for 

Gender Equality;  

 Polio plus;  

 National Entrepreneurship and Competitiveness Council of the Republic of Macedonia;  

 Employment Service Agency of the Republic of Macedonia;   

 Adult Education Centre;  

 Employers’ Organisations of Macedonia;   

 EU-IPA project „Support to the Employment of Young People, Long-term Unemployed and 

Women (II)”; 

 Trade union of administration, judicial authorities and associations in the Republic of 

Macedonia.         
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