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Preface 

 

Over the last decades, online job portals have become important features of the job market. The 
Internet offers a rich source of live and real-time labour market information for almost all of occupa-
tions. It can provide insight on job-specific skills required in particular occupations in different re-
gions, combined with information on the characteristics of the job offered – i.e. much more than is 
available using conventional sources. However, consistent and comparative information on the use 
of the internet and online job market by job-seekers and employers in Europe is rather scarce.  

To tap the potential of online labour market information, Cedefop started to investigate the possibil-
ity to develop a system for gathering and analysing data from online job portals in the EU to com-
plement the centre’s toolkit of skills intelligence instruments. While this is feasible, drawing mean-
ingful conclusions from these data requires a good understanding of the features of national online 
job markets. Therefore, Cedefop has mapped the landscape of the online job market in all EU 
Member States. This publication presents one of the background country reports developed in the 
project - ‘Real–time labour market information on skills requirements: Setting up the EU system for 
online vacancy analysis’ (AO/DSL/VKVET-GRUSSO/Real–time LMI 2/009/16). Its findings will in-
form the cross country comparison published in the upcoming synthesis report.  

The work was undertaken by a consortium of external contractors: CRISP (Milano/IT), Tabulaex 
(Milano/IT) and IWAK (Frankfurt/DE) and their network of country experts (see annex 1 for detailed 
list) and closely supervised by Cedefop. It presents authors’ analysis of the landscape of the online 
job portal market in the country using a methodology developed for the purpose of the project. 
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Introduction 

With the project “Real-time Labour Market Information on Skill Requirements: Setting up the EU 
System for Online Vacancy Analysis”, Cedefop explores online job-vacancies (OJVs) as a new 
source of real-time Labour Market Information. By crawling the most important online job-portals of 
the 28 EU Member States, Cedefop will further its understanding of the changing skills demand in 
different sectors and occupations. A systematic overview of the online job-portal landscape in each 
of the 28 EU Member States will identify the most relevant online job-portals and provide context 
for the data scraped from them. With the Landscaping Activity, Cedefop seeks to acquire insights 
into the structure of online job-portal markets and the extent to which online job-portals are used in 
recruitment and job-search. Furthermore, it aims to better understand which factors cause variation 
in the formats and content of OJVs in different countries. 

This Country Report was compiled between April and October 2017 and constitutes a first over-
view of the online job-portal landscape in Slovenia. It is based on desk research of available data 
sources in Slovenia (e.g. public data, academic research and publications of interest groups) and 
expert opinions. Chapter 1 describes the methodology used for compiling the report in terms of the 
relevant search paths and data sources. Chapter 2 gives an overview of the main drivers for the 
use of online job-portals in recruitment and job-search, while Chapter 3 concentrates on the char-
acteristics of the online job-portal market and lists the most important players. Moreover, it seeks to 
understand to what extent OJVs published on the online job-portals provide adequate information 
on the developments in the Slovenian labour market in terms of the number of vacancies and rep-
resentation of sectors/occupations. Furthermore, it elaborates on the legal and regulatory frame-
work guiding the activities of the job-portal owners and employers, highlights the differences be-
tween the public versus private online job-portals and delineates their relationships with one an-
other. Chapter 4 covers the use of online job-portals in recruitment and job-search. It focuses on 
the differences in the behaviour of employers and job-seekers across sectors, occupations, qualifi-
cation levels and regions. Chapter 5 presents the most important online job-portals in Slovenia for 
web-crawling and describes a step by step process of the OJV drafting and posting on select pri-
vate and public online job portals. Chapter 6 concludes the Country Report by describing the main 
features of OJVs in Slovenia in terms of format and content. In particular, it explores to what extent 
OJVs contain information pertaining to hard and soft skills required for the job, how these skills are 
characterised and what they reveal about the nature of the job.  
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 1.Methodology 

1.1. Desk Research 
Desk research for this report began in mid-May 2017. It quickly became clear that there is no origi-
nal scientific work available on the subject of job-portals or OJVs in Slovenia. As a result, we gath-
ered most of our information from national newspaper articles, promotional material generated by 
certain job-portals and through Google searches. The job-portal Manpower, for example, regularly 
publishes its own forecasting materials. We were able to collect reliable data from the Statistical 
Office of Slovenia (SURS) (1). 

We conducted Google searches using Slovene phrases that relate to the subject of job search and 
recruitment. The phrases that generated the most results, translated into English, are shown in Ta-
ble 1 with the number of search results. 

Search Term (translated to 
English) 

Number of Search Results 
on Google 

“I am searching for a job” 512,000 
“job advert” 244,000 
“job vacancy” 166,000 
“job search” 325,000 
“I am searching for em-
ployment” 

173,000 

“I am offering a job” 164,000 
“I am offering employ-
ment” 

80,500 

Additional search terms were also used, however they returned significantly less results. Google 
Scholar was also used as a research method, however it did not reveal any new/additional litera-
ture for Slovenia. Most results were limited to diploma or masters theses on the topic of job-portals, 
which had already been included in the research. 

As a result of the limited material, the desk research primarily consisted of surveys, materials from 
job-portal sites and the previously mentioned master’s theses, which tended to elaborate on a par-
ticular job-portal. To choose the most relevant material, we considered the accuracy and reliability 
of the data, how current the source was and whether there was any possible bias within the source 
(e.g. diploma work by an individual, who is currently working at a particular job-portal).  

1.2. Data Sources 
Specific research on the use of online job-portals in recruitment and job-search does not exist in 
Slovenia. Therefore, the report relies more heavily on the opinions of experts from a variety of or-
ganisations in the public and private sectors. The first expert that was selected works as Head of 
HR in a multi-national corporation (MNC). A second expert came from another private company. 

                                                
1 In Slovene “Statistični urad RS” (SURS). 
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These two individuals provided interesting insights into how recruiting in Slovenia differs from re-
cruiting in other countries.  

Another expert works at the Slovenian Public Employment Service (PES) (2) and specialises in 
EURES and online recruiting. The PES plays an important role in the Slovene labour market, as it 
offers an extensive network of online published vacancies.  

The fourth expert is employed by the Statistical Office of Slovenia (SURS), which has an important 
role in the provision of labour market statistics. These statistics have become more important since 
the 2013 abolition of the legal obligation for employers to publish their vacancies to the PES (see 
Section 3.1.1). Previously all vacancies were collected and published by the PES and then for-
warded to SURS, but now data collection has to happen differently to ensure accurate numbers. 
This expert is also involved in the first Slovene OJV research project and is familiar with the Big 
Data ESSnet project. The expert confirmed the prevailing role of two online portals (Moje:delo, Mo-
jaZaposlitev), covering more than 95% of OJVs. Since May 2016 data has been extracted from 
these two online portals.  

The fifth expert is the co-chair of the Slovene HR Association and offered extensive insights into 
the trends in online vacancies in Slovenia. The sixth expert is the head of a large Slovene private 
online job-portal; this individual has a lot of experience with the development of OJVs in Slovenia 
(3). The last person interviewed was a union executive with strong knowledge on changes in the 
labour market, job skills and competences.  

Most experts were able to provide feedback on the majority of questions. Challenges arose when 
talking about their knowledge/the existence of specialised online job-portals in Slovenia and about 
the diversity of business models; the structure seems to be more or less the same across portals 
with minor differences in the scope of the services offered. The experts were familiar with the de-
velopment of ICT technology, such as which technologies are best for OJV matching, block chain 
technology for HR and complementarity with social media. Overall the experts at the PES and at 
the Statistical Office of Slovenia were able to provide the most useful information about technology 
use and the future of job-portals. 

The experts were all able to provide complementary perspectives and interesting insights into 
OJVs in Slovenia. All involved experts were active partners in the conversations and have a wide 
understanding of the Slovene labour market and the scope of OJVs.  

 

                                                
(2) In Slovene “Zavod Republike Slovenije za zaposlovanje (ZRSZ)”. 
(3) It was difficult to find interview partners from the private job-portals, so only one private provider (owner of 

the portal) could be interviewed. It seems that the lack of interest from the side of private providers is a re-
sult of profit-oriented management practices, which do not see added value from further research into the 
online job-portal landscape. 
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Table 2: Overview of the different sources used in the Landscaping Activity (4) 

Type of source 

 
 

 

Title/year Provider Information on Quality 

Share of ex-
isting vacan-
cies on 
online job-
portals 
(PES/private) 

Use of OJVs per sec-
tor/occupation/qualification 
level/ region 

Skills require-
ments in OJVs 

 

Source 2:  

Research/surveys 
of interest groups 

Manpower raziskava napovedi zapo-
slovanja Slovenija Q2 2017 

Manpower  Yes Yes Good 

Source 3: 

Expert opinions 

Expert opinions 2017 Experts 1-7 Yes Yes Yes Very good 

Source:  Zupančič (2017). 

                                                
(4) Source 1 (Public data/academic research) did not provide information on the share of existing vacancies on online job-portals, use of OJVs per sec-

tor/occupation/qualification level/region or skills requirements of OJVs. 
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 2.Labour Market Dynamics and Impact on the 

Online Job-portal Market  

The economic and financial crisis hit Slovenia later than most EU Member States. After a decade 
of economic growth and an increase in employment, the economic and financial crisis began to 
take its toll in 2009. It had severe impacts on the economy and consequently on the labour market. 
The inability to implement timely reforms, existing internal imbalances and high indebtedness (sov-
ereign debt) were all reasons that the crisis hit Slovenia so severely. According to the Institute for 
Macroeconomic Analyses and Development (IMAD(5)), the crisis caused a significant drop in GDP, 
which fell -7.8% in 2009 (6). Since 2014, GDP growth has been positive again; in 2014 GDP grew 
by 3.1%, in 2015 by 2.3% and in 2016 by 2.5%. The latest forecast for GDP growth in 2017, ac-
cording to IMAD (IMAD 2017b) is 4.4% (7). The unemployment rate is decreasing again, after 
reaching a peak of 10.1% in 2013. The unemployment rate in 2014 was 9.7 %, in 2015 it was 9% 
and in 2016 it was 8% (the forecast for 2017 is at 7%) (IMAD 2017a). Figure 1 shows trends for 
employment and registered unemployment between 2000 and 2016 and projections (2017-2018). 

Figure 1: Structure of employment growth in Slovenia 2000-2018 

 

Source: IMAD (2017b). 

                                                
(5) In Slovene “Urad RS za makroekonomske analize in razvoj” (UMAR). 
(6) http://www.umar.gov.si/novice/novice/obvestilo/news/pocasno-okrevanje-gospodarske-
aktivnosti/?tx_news_pi1%5Bcontroller%5D 
=News&tx_news_pi1%5Baction%5D=detail&cHash=b48468b4813c04f864c31224ba26e081(6.4.2018). 
(7) http://www.umar.gov.si/en/, extracted on 23 October 2017. 
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With slow economic recovery, the labour market also had a delayed response to the crisis. The cri-
sis in the labour market in Slovenia disproportionally affected young people. A high share of well-
educated first-time job-seekers remained left out of the labour market, due to economic stagnation 
and insufficient absorption of new job-seekers into the existing structure of the economy. These 
young people joined an existing cohort of predominantly long-term unemployed persons, who are 
mostly older, less educated and therefore, less competitive in contemporary labour markets due to 
lack of investment into their competences.  

In comparison to the pre-crisis period, during the first years of recovery, the number of vacancies 
(OJVs (8)) in Slovenia was low. According to the PES, 54,280 jobs were posted in 2012, 45,642 in 
2013, 44,433 in 2014, 44,789 in 2015. This was followed by a significant increase in vacancies in 
2016 (61,626 OJVs). The stagnation after the crisis was due to lower job demand as well as the 
hesitation on the part of existing prosperous employers to hire new people. The reluctance to hire 
people without clear needs and a stable economic future was partially justified by the relatively rig-
id Slovene labour legislation, which can make firing and laying off employees challenging and 
which tends to increase hiring costs.  

However, as Figure 1 shows, employment is again on the rise. The major factors that have influ-
enced the increased demand for labour over the past three years are as follows:  

• External factors: As a result of Slovenia’s export-oriented economy, the demand for labour 
is reliant on foreign partners (e.g. Germany, France and Italy). In response to the recovery 
of major trade partners, the demand for labour increased again. The number of vacancies, 
the majority of which are published online, has therefore increased since 2014. 

• Horizontal and vertical mismatches have resulted from the educational systems’ insuffi-
cient capacity to adapt quickly enough to technological changes, as stressed many times 
by interviewed employers. The current labour market demands workers from technical pro-
fessions as opposed to workers with academic backgrounds, sometimes portrayed as the 
“overeducated” youth, who are entering the labour market. Existing OJVs are unequipped 
to resolve issues related to skills mismatching. 

• The inadequately elaborated industrial policy (9) does not correspond to labour market 
skills, and thereby decreases the efficiency of the labour market. Furthermore, Slovenia did 
not establish a much-needed reliable forecasting system. Despite the large number of 
OJVs and the existing labour supply in the last years, the matching of available OJVs and 
job seekers is not adequate, partly because of a need to replace retiring workers. 

The utilisation of skills in the labour market affects the use of OJVs as follows: 
• The population of Slovenia is ageing fast, which is already causing problems with the la-

bour supply in certain professions and has the potential to increase the use of OJVs in the 
future. Early retirement schemes and low retirement age criteria, introduced in the early 90s 
(and lasting until recently) aggravated the trend toward a shrinking active population. The 
crisis resulted in restructuring, and older workers were among the first to lose their jobs. A 
higher number of available OJVs indicates continuing problems with satisfying replacement 
demand. 

• Low investment in human capital and competences of the workforce mean that many 
workers are less productive and less competitive due to atrophy of skills. Furthermore, low-
skilled workers are less prepared for life-long learning. Despite the availability of jobs, 
30.9% of employers report that they have difficulties finding job-seekers with the required 

                                                
(8) Vacancies in Slovenia are mostly published online. 
(9) As a consequence, the Chamber of Commerce expressed the intention to submit an updated version of 
the Industrial Policy document. 
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skills, 51.6% say they cannot find job-seekers with enough working experience and 31.6% 
claim the candidate pools do not have adequate education qualifications (ZRSZ 2016a)(10).  

• The economic restructuring efforts following the crisis changed the employers’ priorities 
and needs. The previously mentioned lack of cooperation between the industry and educa-
tional systems caused lower economic and labour market outcomes, compounded by inad-
equately implemented reforms. Recent economic growth is not generating additional OJVs. 

Since 2014, the situation in the Slovene labour market has improved. Youth unemployment is 
slowly decreasing, and the majority of remaining unemployed persons are vulnerable long-term 
unemployed, primarily older, workers. However, the labour market for youth is still imbalanced; the 
skills mismatch is becoming even more visible, both horizontally (across sectors) as well as verti-
cally (highly-skilled versus low skilled). As OJVs tend to be used less often by vulnerable groups 
(i.e. less skilled people and older people, both unemployed and employed), these groups would 
require improved Internet skills and access to take advantage of the rise in OJVs. OJVs tend to be 
more frequently searched by young, better-educated job-seekers and currently employed persons.  

Internet use is high among the Slovene population, so most available vacancies are published 
online. According to SURS, in the first quarter of 2016, the Internet was used regularly by 75% of 
people between the ages of 16 and 74, a rise of 2% over the previous year. The most common 
way to access the Internet was by mobile or smart phone (55%), followed by laptop (53%), desktop 
computer (43%), tablet computer (22%) and Smart TV (13%). Accessing Internet via mobile or 
smart phone was highest among people ages 16-24 and 25-34 (91% combined), and the share 
decreased with age, while use of the Internet via portable computer was most common among 
people aged 25-34 (77%) and people between the ages of 35 and 44 had the highest use of tablet 
computers (57%) (Zupan 2016d). According to an independent survey on the Measurement of Split 
Page Visits, known as MOSS (11), as of December 2017, 88% of online users in Slovenia accessed 
the Internet through a computer, 68% through a mobile phone, 21% through a tablet and 1% 
through a smart TV (SOZ 2017). 

The trend of OJV dynamics (almost all available vacancies in Slovenia are OJVs) in Slovenia de-
pends on the structure and productivity of enterprises. Recently the PES published its most recent 
periodic publication, called Employment Outlook, which forecasts short-term employment growth 
trend in Slovenia. Data are based on the employer survey PES conducts twice a year. The repre-
sentative sample included 5,169 enterprises with ten or more employees. Forecasts for 2017 and 
2018 show further economic growth, based on export and private consumption as well as an in-
crease in public investment in 2018. The active population has been increasing since 2014; posi-
tive trends are forecasted for the next two years.  

                                                
(10) The publication Napovednik zaposlovanja is published by the PES (financed by ESF funds). The purpose 

of the project is to provide short-term forecasts of the labour market trends in the country. Within the 
framework of the project, the system and methodology of employer surveys is established by providing 
short-term forecasts of the employment (on the basis of a representative sample). The project contributes 
to better information for job-seekers and employers and better coordination between supply and demand in 
the labour market. It is a direct answer to the abolition in 2013 of obligatory employer reporting of vacan-
cies. The project’s activities are focused on the development, implementation and promotion of the survey 
of short-term forecasts of labour market trends. The results of the survey research will result in a perma-
nent data source and will be the basis for short-term activities, such as mediation of employment, coopera-
tion with employers, etc. It will serve for the preparation of the short-term forecasts methodology as regards 
deficient and affiliated professions and medium-term activities, such as preparation and adaptation of ac-
tive employment policy rescue programmes based on survey results and prepared analyses of specific ac-
tive employment policy programs for solving structural disparities in the labour market. The aforementioned 
will probably affect more OJVs than can be predicted. 

(11) In Slovene „merjenje obiskanoti spltnih strani“. 
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Figure 2: Persons in employment and persons in paid employment by activity in Slovenia (NACE 
Rev. 2) (August 2017) 

 

 

Source: Čuk (2017).  

The sector with the highest share of employment is manufacturing (see Figure 2), which also rec-
orded the largest increase in employment between July and August 2017 (more than 300 posi-
tions). The largest decrease in that same time period took place in accommodation and food ser-
vice activities, which saw a drop of 0.4%. Sixteen sectors saw an increase in employment, while 
six sectors saw a decrease, and one recorded no change, for an overall employment of 847,900 
people (growth by 0.1% over July 2017). Employment of men grew most in professional, scientific 
and technical activities (by 0.7%), while employment of women grew most in manufacturing (0.3%) 
(SURS 2017). According to IMAD forecasts, employment growth was expected to be 1.4% in 2017 
and 1.1% in 2018 (IMAD 2017a). According to the survey, employers in the following sectors are 
the most optimistic about future recruitment: administrative and support service activities (42.3% of 
respondents indicating optimism), followed by information and communication activities (36.2%) 
and manufacturing (32.2%). More than a quarter of employers are optimistic about demand fore-
casts in health and social care (28.9%), transport and storage (27.8%), trade, repair of motor vehi-
cles (27.5%) and hotels and restaurants (25.7%). Altogether, in the short term, the number of OJVs 
is expected to continue increasing as labour demand continues to increase. 

Depending on the size of the company, optimism differs. The most optimistic organisations are 
large ones (250 or more employees), which make up 34.7% of the market. Medium-sized employ-
ers (50 to 249 employees), are the second most optimistic and make up almost a quarter of all 
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employers (23%) (ZRSZ 2017). Manpower carried out another survey on employment outlook in 
Slovenia. Employment trends for 2017 are positive. According to this survey, one third of employ-
ers intend to hire people. The best forecasts are for manufacturing (net forecast +33%), construc-
tion sector (+30%), financial and business services, insurance and real estate (+24%) and hotels 
and restaurants and hotels (+23%) (ManpowerGroup 2017 and RTV SLO 2017). 
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 3.Context and Characteristics of the Online Job-

portal Market 

3.1. PES Online Job-portal(s) 

3.1.1. Legal/Regulatory Framework 
 

The PES (and also private job providers) should comply with major legislative acts. There are two 
major legislative acts defining the framework of the PES. The first is the Labour Relations Act, and 
the other is the Personal Data Protection Act (described in detail in Section 6.1). The anti-
discrimination legislation in Slovenia is extensive, covering employment, work and labour relations 
as well. The prohibition against discrimination is defined by a so called general open-ground formu-
la.  Discrimination is prohibited on the basis of sex, nationality, race or ethnic origin, religion or be-
lief, disability, age, sexual orientation and includes also other non-specified grounds (“personal cir-
cumstances”). Other grounds could be for example nationality, language, parental or other family 
status, health situation, political belief, social status, wealth, membership in the trade-union, sexual 
identity, genetics etc (12). 

Another legislative Act, which has an impact on OJV quality and reliability, is the Act Regulating the 
Labour Market. This amendment to previous legislation has abolished the obligation for employers 
to publish vacancies on the PES. It also affects the transparency and reliability of OJVs, as OJVs 
no longer require the approval of the PES. It is also more difficult to carry out national jobs fore-
casting, as mentioned in Section 1.2. Despite the new legislation, employers are still obliged to 
make their vacancies publically available, but the locations can vary, including online portals, print 
form (paper advertisement) at the PES premises’ bulletin boards, company’s website or anywhere 
in the public media. Posting jobs with the PES remains free of charge and an option for any em-
ployer who chooses it.  

Altogether there are 26 exceptions to the amendment regarding job posting. The most important 
are that employers in the public sector or in companies that are majority state-owned are still 
obliged to publish job vacancy on the website of the PES. The PES is the only institution/job portal, 
which publishes a list with negative references of employers – a so called “black list” of employers 
who have violated PES requirements in some way (i.e. failure to pay wages, contributions or social 
security for workers). The PES is not obliged to publish OJVs for these employers, as the employ-
ers did not comply with the rules and labour legislation. According to the Labour Market Regula-
tions Act, since 2011, the PES and other providers have not been obliged to refer workers to an 
employer who does not abide by the employment laws or in some other manner severely breaches 
the workers’ labour rights.  

                                                
(12) 
http://www.mddsz.gov.si/en/areas_of_work/equal_opportunities/advocate_of_the_principle_of_equality/prote
ction_against_discrimination/ (6.4.2018). 
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3.1.2. Organisational Structure of the PES Online Job-portal(s) 
The Employment Service of the Republic of Slovenia PES is one of the key institutions in the labor 
market. It is an independent legal entity with the status of a public institution, operating uniformly 
across the territory of the Republic of Slovenia. Basic activities of the PES include: 
 

• job placement and job counseling 
• career guidance 
• implementation of unemployment insurance 
• implementation of active employment policy measures 
• issuing work permits and employing foreigners 
• production of analytical, developmental and other professional materials from the field of 

activity of the PES 
• Information on the labor market, information of public character. 

 

The users of the PES's services are unemployed persons, employers, persons who need profes-
sional assistance in employment and career guidance, professional institutions and providers of 
employment programs, social partners and the public. 

The PES operates in three types of locations: at the headquarters, where the management and the 
central services are located, and in regional offices and labor offices throughout Slovenia. The cen-
tral service and management develop and provide a uniform methodology for the professional and 
operational implementation of the PES, and it provides analytical, legal, personnel, financial, ac-
counting and development and organizational support within the PES. The Regional Offices carry 
out professional and operational tasks in their area, monitor and study the movement of employ-
ment and unemployment, and advise and offer professional and operational assistance to the labor 
offices within the regional services and cooperate with employers and regional or local actors in the 
labor market. 
 

In recent years, the PES re-oriented towards online services as the prevailing tool for job search. 
E-services are constantly updated and modernised to fit job seekers and companies, searching for 
appropriate candidates. Jobseekers have access to electronic services through the portal FindDe-
lo.si. After registration, jobseekers receives an appointment for the first counseling interview with a 
job counselor or an informative seminar. The Portal allows active communication with the PES and 
potential employers. Employers access electronic services through the Employers' Portal which al-
so allows interactive communication with the PES and potential jobseekers (see 6.4.). 

The PES is constantly developing and updating its online platform, offering extensive services for 
unemployed persons, employed persons and students searching for a (new) job, and provides in-
formation about current active employment policy programmes and other important information for 
employability.  

A number of changes were made recently, due to the introduction of improvements in the work 
processes and to account for legal changes mentioned in Section 3.1.1. Most of these adjustments 
were required to enable foreign workers’ employability, as well as for obtaining data from other 
records and transmitting data from the PES to other institutions, such as the EURES portal. A key 
application that supports the work of job counsellors has also been linked to the portal system. 

Internet services for providers of active employment policy measures enable these employers to 
sign of documents with digital certificates, which also represents an important step towards better 
quality electronic business with employers (ZRSZ 2017). 
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3.1.3. Focus of the PES Online Job-portal(s) 
The PES primarily focuses on working with the long-term unemployed, most of whom are low edu-
cated and over 50. This population makes up about half of the clients/job-seekers of the PES, 
which is why success rates at the PES tend to be different from the typical intermediary. Register-
ing with the PES is one of the eligibility criteria for receiving unemployment benefits. 

The PES has a reputation for being a competent institution that offers a variety of services includ-
ing employer and job-seeker counselling. But, some experts are of the opinion that it is no longer 
competitive, as it does not adapt quickly to changes in the labour market or newly developing em-
ployer requirements. In actuality, the PES has transformed over the last years (see Section 3.1.2.) 
and can cope with current labour demands.  

The PES is also working to improve its reputation among employers. In 2017, the PES adopted a 
service to post OJVs across more recruitment channels. The PES will continue to emphasise the 
importance of obtaining electronic feedback from employers and will also measure the satisfaction 
of employers through questionnaires. The PES publishes vacancies for Slovenian employers on 
the national website (13) and also on the EURES portal. However, the PES will continue to repri-
mand employers who violate labour legislation by putting them on the “black list” (see Section 
3.1.1.) and not publishing their OJVs (ZRSZ 2017). 

3.1.4. Outreach of the PES Online Job-portal(s) 
In the future, the PES will develop and upgrade the already existing forms of communication with 
new services. Among the more important new tasks is the implementation of the strategy for the 
development of the PES, for which the Communication Strategy 2020 has been developed. The 
main purpose is to bring the work and services of the PES closer to the public and to implement 
key improvements in the work process of employees. To this end, the PES will carry out a special 
campaign to promote three key services: offices for employers, career centres as public employ-
ment services and the role of the PES as a key link within the labour market. For the purpose of 
promotion, the PES will develop various communication channels and tools in order to present its 
activities to the widest possible audience. These communication channels will make use of the In-
ternet, social networks and in-person events. In the coming years, the PES will re-establish infor-
mation support, which enables supply and demand matching.  

The renewal will focus primarily on achieving the following objectives: 
• Convergence and better matching of supply and demand on the labour market on the basis 

of a broader set of competences (harmonisation and classification of competences accord-
ing to the ESCO classification); 

• Strengthening of electronic communication between employers and unemployed persons 
and other job seekers; 

• Meeting the requirements imposed on the EU Member States by the Regulation on the Eu-
ropean Network of Employment Services (EURES) and the implementation of this Regula-
tion within the framework of the EURES Platform Information System. 

In 2017, the PES updated its IT services to ensure the security and reliability of the information 
system, improve control over the operation of server systems, applications and other information 
system services, and process optimisation in the IT department.  

The specific objectives of these updated services are: 
• to improve the application management processes in applications; 

                                                
(13) www.ess.gov.si. 
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• the transition to the use of computer support (HelpDesk) for all areas of providing support to 
internal users of the information system; 

• improving control over the functioning of the server system, improving the procedures for 
ensuring information security and continuous operation of the information system; 

• Implementing the necessary migrations to newer versions of operating systems and other 
system services (SRSZ 2017). 

Despite all the changes, some private enterprises still prefer to use private job-portals and still con-
sider the PES inflexible and outdated as stressed by the interviewed experts from big companies.  

3.1.5. Posting of PES Vacancies on EURES 
The Slovene PES is responsible for sharing vacancies with the EURES portal. The fully functioning 
EURES platform in Slovenia has a good reputation among (mostly young and well-educated) job-
seekers. 

Job vacancies posted on the PES portal are automatically published on the EURES portal (once 
daily). This means that the Slovene system of PES vacancies is harmonised with other European 
portals, and as a result the standards for vacancies have to be harmonised as well (through the 
use of ISCO), which will be extended with ESCO competences. EURES Slovene CVs will also be 
provided from the national database of CVs (with the job-seeker’s consent). It will also be possible 
to “import” gathered data from the EURES portal into Slovene databases of job seekers, making 
the Slovene labour market more dynamic. 

Employers see EURES as holding more interest for job-seekers than for employers (mostly as a 
mobility portal), and therefore employers rarely cooperate with EURES for recruiting. As there are 
high emigration flows of predominantly younger first-time job seekers, EURES is seen as helping 
employers outside Slovenia attract highly skilled and motivated job-seekers from Slovenia. Some 
experts stressed the importance of EURES to reach a wider circle of international job-seekers and 
job-seekers with international experiences who may want to come to Slovenia. Furthermore, 
EURES increases the visibility of Slovene companies among workers outside Slovenia. 

3.2. Private Online Job-portals 

3.2.1. Legal/Regulatory Framework 
Public as well as private online job portals have to operate according to legislation, which stipulates 
requirements for job search and recruitment. There are two major legislative acts, defining the 
framework. As already mentioned before, the first is the Labour Relations Act, and the other is the 
Personal Data Protection Act (described in detail in Section 6.1.). Private online portals must also 
respect anti-discrimination legislation, as noted in Section 3.1.1.  

3.2.2. Dominant Online Job-Portals and Their Business Models 
Despite the highly developed online labour market, Slovenia has a limited number of job-portals. 
Besides the Public Employment Service (PES), there are only a few functional private online por-
tals. According to Nikić (2016), of the around 30 job portals, the two dominant ones jointly cover 
more than 95% of the OJV market. One reason for the limited number of OJV providers is the rela-
tively small market (2 million inhabitants and an active population of around 900,000. In addition, 
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only a few well-established portals have adequate funding to provide the necessary upgrading and 
innovation required to keep a portal attractive for users. 

The first online job portal Moje.Delo was established in 1995, and included free job search and re-
cruiting support. In 2004 a new portal called MojeDelo.com started operating and has since be-
come the most visited portal in Slovenia (Zaletel 2013). The highest number of vacancies on a pri-
vate portal are listed on MojeDelo.com due to the many additional services that it offers.  

All private online job-portals in Slovenia charge a fee, although basic services for job seekers are 
mostly free. All portals require registration to access all information about job demand and vacancy 
supply. Afterwards, job-seekers have unlimited access to the available vacancies. All portals ena-
ble e-services and send job-seekers information about suitable jobs via e-mail. Job portals usually 
offer career path counselling, blogs and forums, psychometric tests, training courses and other 
perks for job seekers as well as personalised services for employers. More and more information 
on services and other (often fee-for-service) modules, linked with job search are making job search 
and recruiting more difficult, less transparent and too complex to find the right match.  

3.2.3. Focus of the Private Online Job-portals 
Slovene job-portals are mostly privately owned, covering all sectors, qualification levels and re-
gions (some of them have also regional offices). Besides the primary goal of matching job-seekers 
with jobs, job-portals also offer a variety of additional services for both parties. For employers, 
many services are offered for a fee, such as  career fairs, administrative tools and different types of 
vacancies priced according to visibility and exposure. 

Job-seekers using MojeDelo.com, the most popular job-portal in Slovenia and other private portals 
are more educated and younger than the individuals who use the PES (Zore 2012). These differ-
ences might reflect employers’ choices of where to post OJVs to recruit the right and available job-
seeker. Therefore, according to the experts, major successful employers search for new employ-
ees with higher qualifications using private job-portals. The employers do not object to the role of 
the PES, but many find that private job-portals are more efficient.  

However, some employment agencies and job-portals give more attention to employers and not 
adequate attention, information and specialised counselling to job-seekers. In response to this, the 
job-portal Zaposlitve.Net has introduced an interesting and innovative tool to attract job seekers, 
namely virtual company presentation.  

Internationally recognised job-portals do not consider Slovenia as a prospective market due to 
small scale of the economy and population, which diminishes the number of potential OJVs. 

3.2.4. Outreach of the Private Online Job-portals 
Although the number of primary job-portals in Slovenia is low, there has been an increase in em-
ployment agencies that are hybrids between agencies and portals. This phenomenon developed 
during the crisis. As of 2017, there were over 100 employment agencies in Slovenia. Many are in-
ternational, such as Adecco, Trenkwalder, Manpower and Hill International. They tend to be used 
to recruit executive staff, workers in occupations with shortages or workers with specific rare skills. 
The agencies offer more suitable additional services e.g. counselling services, assessment of can-
didates etc., according to interviewed experts. 
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3.3. Co-operation between Public and Private Online Job-por-
 tals 

The PES and a limited number of dominant private providers cooperate well. The PES is obliged to 
publish all vacancies for the public sector; the PES additionally offers vacancies posted on private 
job portals and vice versa. 

Recently a new cooperation began between the Statistical Office, PES and a dominant private job-
portal. The goal is to assess the scope of job vacancies in real-time in Slovenia. Improved ICT 
tools is generating better quality OJVs and cooperation on public as well as private portals is as-
sisting in the matching between job-seekers and available vacancies. 

3.4. Role of other Recruitment and Job-search Channels 
Slovenia has rapidly adapted to new forms and formats of recruitment and job search channels. 
Mismatches in the labour market have required more innovative approaches to attract or even 
identify potential suitable candidates. Although the prevailing channels for recruitment are job-
portals or/and employment agencies, after the crisis some employers, who had difficulties finding 
appropriate candidates (especially deficit professions or persons with rare competences such as 
pharmacists, biochemists, etc.), spread their searches through all available media, including tradi-
tional (even local) newspapers and announcement tables to attract prospective future employees. 
There are also some new and innovative online job advertisements on the university websites, in-
dicating that some employers search for graduates directly through universities. Nevertheless, the 
number of young people, recruited through the university websites or advertisements is relatively 
small in comparison with the general population. Some experts emphasised that recruiting senior 
positions is performed more and more often through so called “internal recruitment” or social media 
(such as LinkedIn and Facebook). 

The rise in Internet use has further emphasised the development of social media, such as Face-
book or LinkedIn, for job search or recruitment. In 2015 approximately 30% of large firms (250+ 
employees) and just over 20% of companies with 10 to 249 employees used social media to recruit 
employees (Zupan 2016a). 

Some HR managers use a spectre of different channels to attract job candidates, including local 
bulletin boards, newspapers, as they claim some people might prefer traditional ways of job pro-
cessing despite adequate skills and competences. Therefore, employers, especially bigger ones, 
try to attract employees by broadening their information base. Additional tools are online forums, e-
magazines, LinkedIn and Facebook (Sah 2006). Employment fairs combine face-to face meetings 
between employer and a candidate and online match prior or after the fair matching. Block chain is 
mentioned many times by experts as a new and innovative tool for recruitment. 

High-level positions in Slovenia seem to be searched and offered mostly via internal or informal 
channels (e.g. personal networks) and to a lesser extent through employment agencies (such as 
the headhunting agency named Competo (14), which specialises in executive search). Some ex-
perts emphasised that recruiting senior positions is performed more and more often through so-
called “internal recruitment” or personal networks, rather than job portals. To a certain extent, em-
ployers also use newspaper advertisements for deficit professions to reach the adequate candi-
dates.  

                                                
(14) http://www.competo.si. 
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Employers choose to publish vacancies through portals or employment agencies. The advantage 
of employment agencies is, according to the experts, a CV database, ready with eligible candi-
dates to be called (but mostly CVs are extracted through job portals) - employers can simply 
search the database and invite candidates for an interview. HR experts indicate that Slovene em-
ployment agencies are a hybrid institution and as a consequence of increased outsourcing, they do 
not invest in human capital. There is also a clear distinction between the target audiences of em-
ployment agencies (which are far more numerous than job-portals) in contrast to job-portals. Em-
ployment agencies are seeking mostly low-skilled workers in certain sectors (such as construction), 
with a few agencies searching for executive staff. Furthermore, temporary jobs are usually provid-
ed through employment agencies. Agency employment forms are often short-term and more flexi-
ble, thereby reducing costs, administrative burden and firing costs compared to full-time employ-
ment. Skilled positions and positions for young job-seekers and currently employed persons con-
sidering a career change are generally posted on online job portals. 

3.5. Expected Trends in the Online Job-portal Market 
Many interviewed Slovene experts expect that job-portals will become hybrids of job-portals and 
social media platforms. However, there is a limited number of big international players present in 
Slovenia. Those that are present, such as Trenkwalder, Addeco, Manpower, and Hill International 
note that the market in Slovenia is saturated, and they do not have further interest in developing 
further, as the market is small. 

Taking into account the relatively small market and the already established and well-recognised 
portals, no substantial increase in the total number of portals is expected in the near future, except 
perhaps in specialised portals. In contrast to job-portals, employment agencies experienced a huge 
increase in business during the crisis and afterwards. There are some new and innovative online 
job advertisements on the university websites (future employers search for graduates, mostly in 
deficit professions). 

According to some experts, in the future there will be more mobile phone platforms instead of job-
portals, with demand moving to smart phones and applications. 

PES and private job portals in Slovenia are constantly working on innovative e-tools to attract job 
seekers and employers. Besides this core business, PES and private job portals are devoting a lot 
of time to additional e-applications and e-marketing activities. It is foreseen that the development of 
e-tools at the PES will increase.  The PES is creating new, more user-friendly sections for users, 
which is also reflected in the increase in the number of users. Among the most important innova-
tions introduced in 2016 are: 
 
− the preparation of an online search engine after events for the unemployed, 
− the creation of special websites in the Italian and Hungarian languages, 
− a comprehensive renovation of the Library subpage, with new sections for video files added from 
each field added. 
 
The PES also disseminates information on topical issues in the labor market via Facebook and 
LinkedIn. The trend of adding e-services is even common among private OJV providers as a 
method to retain or increase their role in the market. Offering more and more e-services and tools 
(mostly for a fee) will be important to maintain competitive advantage. Private providers will have to 
be pro-active to offer the best e-service and tools, to provide advice and to help regularly monitor 
trends and innovations in the field of recruitment, online business and marketing. 
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 4.Use of OJVs in Recruitment and Job Search 

4.1. Use of OJVs in the Recruitment of Labour 
Based on increasing use of OJVs in Slovenia, it appears that employers and job-seekers alike rec-
ognised the advantages of online recruitment and job search. The preferred method of recruiting 
and job search became online search, due to the many positive factors that the ICT infrastructure 
can offer. The prevailing channel of recruitment is still through job-portals, although in some cases 
companies (mostly big companies) establish their own job sites. Nevertheless, in most cases job 
portals have a much larger number of visitors than company sites (Zupan, L. 2016).  

Employers consider the OJV market to be simple and less costly, while enabling faster manipula-
tion of data, and offering a large pool of potential candidates at home and abroad. This is particu-
larly important, as it is becoming increasingly clear that the labour demand is not aligned with the 
qualifications of employees, especially young, first-time job-seekers, who tend to have a relatively 
high education level.  

The factor which affects the decision of where to publish an OJV is the price of posting it to a por-
tal. The PES offers free advertising as does posting to one’s own company site. The company site 
is visited only by job seekers interested in the company, meaning the pool is generally smaller, but 
it enables the company to build a candidate pool of high quality, motivated individuals (Zaletel 
2013).  

Interviewed employers stressed that they are generally loyal to one portal or another due to good 
experiences with partners and the trade-off between price and services offered. In comparison with 
company sites, job-portals have greater efficiency, because they reach more people. The new 
trend in Slovenia is to “store” applications, even if there is not currently a vacancy, and then acti-
vate them when needed – so called “preventative recruiting” (Zaletel 2013). 

Relatively rigid labour legislation, vulnerable economic conditions and unpredictable future eco-
nomic trends discourage employers from offering stable working arrangements. As a result, many 
employers decide to hire temporary agency workers (mostly individuals searching for low skilled 
workers). 

The ICT activities of enterprises related to web sales and advertising are presented in Table 2. As 
can be clearly seen, the largest enterprises (250+ employees) are most likely pay for advertise-
ment on the Internet. It is expected that SMEs will also adopt ICT services, including posting OJVs 
through online job portals or companies web pages.  

There is no official and reliable data on the share of OJVs available for specific professions or sec-
tors across private and public portals. The estimates can only be determined only by observing job-
portal OJV stocks, which vary on a daily basis. According to PES data (May 2017), a large share of 
vacancies is available for the following sectors: manufacturing and trade, professional drivers, 
sales people and managers. MojeDelo.com advertises that it hosts the majority of OJVs in manu-
facturing, followed by metallurgy, mechanics and mining, technical professions, electronics, sales 
and computer science and programming.  
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Table 2: Enterprises paying for advertisements on the Internet, by method of advertisement, Slo-
venia (in %) (2016) 

 

10 or more  

persons employed 

10-49  

persons employed 

50-249  

persons employed 

250 or more  

persons employed 

Enterprises pay for advertisement on 
the Internet 

21 21 21 36 

Advertisement based on webpages' 
content or keywords searched by us-
ers  

17 17 18 26 

Advertisement based on the tracking 
of Internet users' past activities or 
profile  

6 6 9 13 

Advertisement based on the geoloca-
tion of Internet users  

6 5 7 12 

Other methods of advertisement on 
the Internet 

5 4 4 12 

Source: Zupan (2016b). 

4.2. Use of OJVs in Job-search 
Use of OJVs by job-seekers shows that with time, the differences between education and age are 
decreasing. Huge penetration of ICT infrastructure within Slovenia alongside many ICT courses, 
even for the elderly, are providing more people with the necessary skills to use online portals. Nev-
ertheless, experts confirm that the majority of online job-seekers have at least completed second-
ary school and tend to be younger.  

During the financial and economic crisis, the number of first-time job-seekers using the Internet for 
job search increased, as well as a number of already employed people checking better job options 
online. Use of the Internet also did away with many geographical barriers. However, the population 
in western Slovenia has a slightly higher use of the Internet than the population in the east (SURS 
2016a). Although all job portals (including the PES portal) cover the whole country and all the sec-
tors, because of the centralised labour market, the highest number of vacancies is in central Slo-
venia, in the capital Ljubljana and its surrounding region. This results in massive daily commuting 
from other regions.  

OJVs are the prevailing mode of job search in Slovenia, along with job advertising within compa-
nies, which is used mostly by multinationals. Internal advertising also allows multinationals to es-
tablish a pool of adequate candidates. Data and vacancies show there is a substantial increase in 
demand in elementary professions and less demand for highly educated job-seekers. The recruit-
ment of low-skilled individuals (e.g. manufacturing sector) is usually performed through employ-
ment agencies, which also choose the appropriate candidate. 
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4.3. Expected Trends in the Use of OJVs in Recruitment and 
Job-search 

In Slovenia, as of 2015, only 24% of companies with social media profiles use them for recruiting 
purposes. Nevertheless, the majority of Slovene companies have a description of the compa-
ny/institutions and their activities on their website (Zupan 2015).  

With a declining working force in Slovenia in the near future, it seems that job seekers will dictate 
the framework of desirable e-services and on-line options. Future use of OJV at the PES and pri-
vate job providers will probably have to adapt to job seekers’ requirements so that job seekers (and 
to a certain extent employers) will be attracted by their services. 
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 5. Identifying Online Job-portals for Web-crawling 

5.1. Documentation of the Job-portal Research Process 

5.1.1. Identifying the Online Job-portals Through Google Search 
Table 3 shows the search terms (in Slovenian and English translation) that were entered in Google 
and the number of results that were returned. 

Table 3: Grid for documenting the Google search for job-portals 

Search 1 

Objava delovnega mesta Job advert 

Number of results per search term 244,000 

Search 2 

Prosto delovno mest Job vacancy 

Number of results per search term 166,000 

Search 3 

Iskanje dela Job search 

Number of results per search term 325,000 

Search 4 

Iščem delo I search for a job 

Number of results per search term 512,000 

Search 5 

Iščem zaposlitev I search an employment 

Number of results per search term 173,000 

Search 6 

Ponujam delo I offer a job 

Number of results per search term 164,000 

Search 7 

Ponujam zaposlitev I offer an employment 

Number of results per search term 80,500 

Source: Zupančič (2017). 

5.1.2. Identifying the Online Job-portals Through Expert Interviews 
Based on the Google searches and the interviews with experts, the following portals were deter-
mined to be the most significant in Slovenia: PES, MojeDelo.com, MojaZaposlitev.si and Zaposlit-
ev.Net. All these portals offer free access for job-seekers, and, with the exception of the PES, pay-
able services for employers. The differences between them is mostly the number of additional ser-
vices they offer for job-seekers or employers.  

The experts suggested eight additional job-portals, companies or employment agencies: Adecco, 
Trenkwalder, Manpower, Salomon, Careerjet, Profil, Kadis and Hills International. The majority of 
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them offer registration for job seekers, and a few of them require a personalised CV. Others in-
clude information on wages or salaries. 

The interviewed experts mostly agreed that some job-portals are better equipped for certain job 
levels or types of work. The HR expert stated that her company uses the highest ranking portals 
that we identified because of the value added and high quality for employers.  

5.1.3. Validating the Selection of Online Job-portals 

All the chosen portals rank highly in the Google search results. They offer the highest number of 
job vacancies, and they cover the entire country and all sectors.  

The PES has an extensive job-portal with a significant number of OJVs. It is the oldest labour mar-
ket intermediary in Slovenia and is responsible for labour market functioning, job search, recruit-
ment and EURES functioning.  

The most important and recognised private job-portals in Slovenia are MojeDelo.com and Zaposlit-
ev.net. MojeDelo.com is the leading job portal in a variety of job advertising formats and e-
interviews conducted (Zupan, L. 2016).The handful of other portals have significantly lower num-
bers of vacancies and fewer visitors. 

According to some interviewed experts, there exist some duplications between the PES and pri-
vate portals, therefore the number of online vacancies might not be accurate. The SURS expert 
additionally stressed that there are problems with the reliability of vacancies number, which they 
collect through surveys. According to the SURS assessment, more than one third of vacancies, 
published at job portals arise from labour agencies. It seems that the prevailing job-portal model is 
a combination of primary and secondary functioning.  

5.2. Conditions for Drafting and Posting OJVs in the Selected 
Job-portals 

5.2.1. Drafting and Posting an OJV on the PES Online Job-portal 
It is mandatory to register with the PES to draft a vacancy. According to the previously mentioned 
changed legislation (see Section 3.1.1.), employers from the public sector and state-owned com-
panies must still publish their vacancies at the Employment Service. It is now optional for all other 
employers. Employers can choose to submit their own OJV, or they can fill out a pre-formulated 
template.  

The mandatory elements in the OJV include a general description of the vacancy and general in-
formation about the employer. Additionally, the company has to provide the following information: 

• Detailed description of the working place; 
• The type of working place;  
• The number of vacancies;  
• Education or alternative education;  
• The duration of employment, type of employment;  
• Working experiences, a requirement as regards the driving license;  
• Required knowledge of foreign languages and ICT skills;  
• Special requirements;  
• Desired option for announcement (e.g. online, at PES).  
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Additional requirements include a deadline for applications, a contact person in the company and 
another contact person for the PES, the desired pool of job-seekers (Slovenian or broader), work-
time, channel for mediation of the vacancy and the salary. 

Posting a vacancy at PES is free of charge; this is also one of the reasons why certain employers 
decide to use the PES. However, the PES offers further services for a fee, apart from the posting 
activity, including counselling and meetings with job-seekers. The modern ICT tools enable admin-
istrative support to facilitate job matching.  

5.2.2. Drafting and Posting an OJV on a Private Online Job-portal 
 

The system of drafting and posting an OJV is similar at the PES and private portals. One has to 
register; on certain private job portals permission to post depends on the credibility of data (like on 
Moja.zaposlitev). Before the private job-portal allows publishing of the OJV, they check the basic 
information about the company (e.g. registration number, contact details). As soon as they verify 
the information provided in the business registration form, the portal allows the company to log into 
the system and post the OJV. This step was introduced to support the PES’ black list and to pro-
tect potential job-seekers. 

The OJV template requires mandatory information, which differs based on the portal. However, the 
scope of required information is similar to the information required by the PES.  

The access and posting of the vacancy is not free of charge on private portals. The price depends 
on the selected features available on the portal and loyalty to the chosen portal. Additional admin-
istrative tools such as searching according to required categories can be enabled, for example. It is 
important to note that private online job-portals usually offer different templates, which have a dif-
ferent degree of scope and attraction for job seekers. The price varies depending on the type of 
template selected; the lowest price is for a template with basic information, while the highest price 
provides the most detailed template, the most visibility and further services. 

5.3. Contacting the Online Job-portal Owners  
We contacted all identified job portals. Only two portals agreed to cooperate with the web crowd-
ing: the Public Employment Service and the MojaZaposlitev.net, who asked for some further ex-
planation of the exercise (requests have been forwarded). No further response has been received. 
The prevailing impression is that portal owners/management are not interested in cooperating on a 
project that does not bring them financial gains. The biggest private job-portal has recently been 
purchased by Austrian Styria, which might already have been contacted by the Austrian col-
leagues. 
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 6. Format and Content of OJVs 

6.1. Legal/Regulatory Framework 
There are two major legislative acts, defining the framework of OJVs. The first is the Labour Rela-
tions Act, the other one is the Personal Data Protection Act. The Labour Relations Act defines the 
major requirements for publishing vacancies (including OJVs) (National Gazette): 

• An employer who recruits new employees must publicly advertise vacancies. A public no-
tice of a vacancy must contain the job requirements and the deadline for applications, 
which may not be shorter than three working days; 

• A notice placed by the Employment Service shall also be deemed a public notice pursuant 
to the preceding paragraph; 

• If an employer publishes a vacancy in the mass media, on websites or at publicly accessi-
ble business premises of the employer, the time limit for applications shall commence on 
the day following the last notice; 

• An employer who employs fixed-term workers, part-time workers or contract workers and 
employs workers for an indefinite duration or full-time must inform the workers of vacancies 
or of a public notice of vacancies in due time and in a manner customary for the employer 
(for example on a notice board in the business premises of the employer or by using infor-
mation technology). 

The Act also refers to the obligation to respect equal treatment; employers may not publicly adver-
tise job vacancies only for men or only for women, unless the employment of a member of one sex 
represents a significant and decisive condition for work and such a requirement is proportionate to 
and justified by a legitimate objective. Additionally, a notice for a job vacancy may not indicate that 
in the process of recruiting the employer may give priority to one of the sexes, except in cases re-
ferred to in the preceding paragraph. Beside the mentioned provision, anti-discrimination legislation 
in Slovenia is extensive enough to cover all aspects of discrimination. 

The Act also defines employer’s rights and obligations. The Act requires that the employer may on-
ly demand the candidate to submit documents proving the fulfilment of the job requirements. The 
Article further defines the rights of the unselected candidate in the procedure, namely: 

• Within eight days of concluding the employment contract, the employer must notify in writ-
ing an unselected candidate of the fact that the person was not selected; 

• The employer may send the notification of non-selection by e-mail to the e-mail address of 
the candidate received from the candidate for the purpose of notification of his non-
selection as referred to in the preceding paragraph; 

• The employer is obliged to return to an unselected candidate upon his or her request all the 
documents submitted by that candidate as proof of compliance with the job requirements. 

The salary is typically not mentioned in OJVs. This is not due to regulation. Some experts specu-
late that the salary is not mentioned due to competition, while others argue that the real salary dif-
fers from the negotiated and because of taxation reporting. HR experts think that hiding the salary 
in the description might be a consequence of salary differences within sectors and between the 
private and public sectors. 

The second legislative Act is the Personal Data Protection Act (National Gazette): 
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• Personal data may only be processed if the processing of personal data and the personal 
data being processed are provided by statute, or if the personal consent of the individual 
has been given for the processing of certain personal data. 

• The purpose of processing personal data must be provided by statute, and in cases of pro-
cessing on the basis of personal consent of the individual, the individual must be informed 
in advance in writing or in another appropriate manner of the purpose of processing of per-
sonal data. 

Regarding the processing of personal data of a sensitive nature, the Act defines that this data can 
be processed in the following situations: 

• The individual has given explicit personal consent for this, such consent as a rule being in 
writing, and in the public sector provided by statute; 

• The processing is necessary in order to fulfil the obligations and special rights of a data 
controller in the area of employment in accordance with statute, which also provides appro-
priate guarantees for the rights of the individual; 

• This is necessary in order to assert or oppose a legal claim; 
• So provided by another statute in order to implement the public interest. 

When processing sensitive personal data, it must be specially marked and protected, so that ac-
cess by unauthorised persons is prevented. When transmitting sensitive personal data over tele-
communications networks, data shall be considered as suitably protected if they are sent with the 
use of cryptographic methods and electronic signatures such that their illegibility or non-recognition 
is ensured during transmission. 

Automated data processing, in which a decision may be taken regarding an individual that could 
have legal effects in relation to him shall only be permitted if the decision: 

• Is taken during the conclusion or implementation of a contract, provided that the request to 
conclude or implement a contract submitted by the individual to whom the personal data re-
late has been fulfilled or that there exist appropriate measures to protect his lawful (15) in-
terests, such as in particular agreements enabling him to object to such decision or to ex-
press his position; 

• Is provided by statute which also provides measures to protect the lawful interests of the 
individual to whom the personal data relate, particularly the possibility of legal remedy 
against such decision. 

Personal data may only be collected for specific and lawful purposes, and may not be further pro-
cessed in such a manner that their processing would be counter to these purposes, unless other-
wise provided by statute. Personal data may be further processed for historical, statistical and sci-
entific-research purposes. Personal data shall be supplied to the data recipient for the purpose of 
processing from the previous paragraph in an anonymised form, unless otherwise provided by 
statute or if the individual to whom the personal data relate gave prior written consent for the data 
to be processed without anonymising. Personal data supplied to the data recipient in accordance 
with the previous paragraph shall on completion of processing be destroyed, unless otherwise pro-
vided by statute. The data recipient shall be obliged without delay after destruction of the data to 
inform the data controller, who supplied him with the personal data, in writing when and how he 
destroyed them. Results of processing from the first paragraph of this Article shall be published in 
anonymised form, unless otherwise provided by statute or unless the individual to whom the per-
sonal data relate gave written consent for publication in a non-anonymised form or unless written 
consent for such publication has been given by the heirs to the deceased person under this Act. 

                                                
(15) Provided for by statute (a general act of Parliament). 
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Data controllers shall be obliged for each supply of personal data to ensure that it is subsequently 
possible to determine which personal data were supplied, to whom, when and on what basis, for 
the period covered by statutory protection of the rights of an individual due to non-allowed supply 
of personal data. 

The SURS started a vacancies survey several years ago. It is conducted four times per year, and 
has the goal of collecting more information about vacancies in Slovenia and especially the share of 
OJVs. The survey covers 8,000 companies (including those with less than ten employees), 50% of 
which are SMEs. Data cannot be cross-checked with the PES, data despite the fact that the PES 
performs a similar survey twice a year (the PES survey has no clear coverage and excludes em-
ployers with less than ten employees).  

This survey activity is a response to the changes in legislation in 2013 (see Section 3.1.1.) This is 
also one of the reasons why Slovenia was one the first member states to enter the ESSnet Big Da-
ta Project. SURS intends to “clear” the data to eliminate duplications in OJVs as well as by cooper-
ating with major private job-portals. Existing data does not distinguish between job-portal data and 
secondary OJVs; it is estimated that one fourth of OJVs are duplicated, according to the SURS ex-
pert. Since February 2017, SURS has been working on a project to identify the most used chan-
nels of OJV publishing. The project includes 6,000 businesses and the analysis is performed 
through online applications.  

6.2. Format of OJVs 
The format of vacancies can differ from one OJV portal to another and even from one OJV to the 
next on the same portal, as some of the vacancies are simply “duplicates” from other portals. In 
general, one can say OJV templates are not uniform.  

Experts agree that the visibility and reliability of job search/recruitment has diminished due to over-
lapping of available OJV published. Additionally, experts interviewed said that the increasing num-
ber of already employed persons just checking for potential new and better job options resulted in 
less serious intentions to actually take a job and more failed interviews and rejected job offers. The 
more well known the job portal is, the larger the effect of employer branding (Zaletel 2013). 

Many OJVs lack detailed job descriptions. This lack of details is not attractive to job-seekers who 
are currently employed, as there is no way to know if the advertised position is better than their 
current role. The PES offers subsidies for vulnerable groups to motivate employers to hire them. 
The employers receive social contributions or lump-sums for a certain period when hiring a difficult-
to-employ person. Discrimination in the labour market is prohibited by law, but in reality, it is diffi-
cult to prevent. For example, age may not be explicitly stated in the OJV, but the advertisement 
may say: “preferably younger person”). One company, Profile International, emphasised that the 
existing format of OJV is outdated; features such as working duties and requirements prevail in job 
offers. 

The prevailing language in OJVs is Slovene, sometimes accompanied by English or some other 
language from former Yugoslavia.  
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6.3. Content of OJVs 
As stressed in the recent article by Petkovšek Štakul (2016), skills mismatches lead to an abun-
dance of job offers, but it does not mean that the demand is visible. Job offers sometimes lead with 
phrases such as: “Do you want to become a part of our team?” The Competo agency stresses that 
job-seekers are now in a position where they can decide who they think is a good and desirable 
employer. Therefore, employers have to “fight” for candidates in this “candidate driven market”. 

The last sentence in an OJV may include what the company can offer. Therefore, Profile Interna-
tional confirms that job offers are a reflection of a company and its culture and companies have to 
be more sensitive to the interests of job-seekers when publishing OJVs, in part by including more 
attractive job descriptions. Some experts insist that in the near future job portals will be based on 
social media, which better describes an individual’s employment profile (also with the support of 
computer algorithms). By entering the individual’s profile into the system, it will be evaluated by 
analysing social circles, activities and the CV. In general, career progress is not a subject in OJVs. 
More emphasis is given to the possibility of working in an international environment and additional 
employee benefits. Nevertheless, some companies stress the possibility of vertical, as well as hori-
zontal, career paths. Competences are requested depending on the job position. Major companies 
prefer active individuals who are willing to learn new skills and competences rather than passive 
job-seekers. 

Experts emphasised that due to the small size of the national labour market and the prevalence of 
SMEs, there is little to no formal and broad specialisation by employment agencies, meaning that 
OJVs are often published without any attention to the needs of particular occupations or sectors. 
Many SMEs use general purpose employment agencies/services to publish their vacancies on 
online job-portals instead of using their company websites, due to a lack of capacity and time lim-
its, forcing them to focus more on their core business than on their recruitment efforts. 

The interviewed job-portal owner mentioned that for lower-skilled job seekers, a contact telephone 
number is often added to OJVs, as the response rate for such jobs is much higher.  

6.4. Main Differences between the Public and Private Online 
 Job-portals 

There are fewer and fewer differences between the public and private providers. Both offer OJVs 
and services matching demand and supply, as well as an increasing number of supplementary 
services. Both public and private online job-portals require registration to use their services. 

Free services offered by the Public Employment Service for job-seekers are: 
• Entry into the register of unemployed persons;  
• Applying to the jobseeker's records; 
• Submission of a claim for monetary compensation; 
• Presentation to employers and preparation of CVs; 
• Ordering certificates from various records of the Employment Service: certificate of registra-

tion in the register of unemployed person or of receiving monetary compensation (confirma-
tion is sent within three business days); 

• Customised job search and ordering to receive notifications of available jobs via SMS; 
• eCounselling - online counselling to help people choose their career path and find a job. 

Free services offered by the Public Employment Service for employers are: 
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• Access electronic services through the employers’ portal; 
• The portal allows active interaction with a vacant post, such as the ability to make adjust-

ments and edits; 
• Searching for job search profiles of registered jobseekers according to the selected criteria 

and contact them via an electronic mailbox; 
• Exchange documentation in the case of a public works contractor; 
• Review and submission of applications for work permits for the employment of foreigners, 

ordering certificates of the submitted application, obtaining information on a particular appli-
cation; 

• Entering a notice of employees within the notice period and reporting information on the 
compensation of gross wage costs paid to a worker for the days of his absence from work 
during the period of notice.  

The Public Employment Service charges for the following services: 
• Professional assistance to subscribers in carrying out human resources activities; custom-

made services; 
• Services to subscribers when using computer-based personnel information systems; 
• Conducting professional examinations 
• Preparation and implementation of international projects; 
• Professional advice to institutions and companies from the field of activity in the interna-

tional sphere; 
• Analytical inquiries; 
• Issuing duplicate documents; 
• Using and renting PES facilities, 
• Transmission and re-use of public information; 

 

The biggest difference between public and private providers is the fee paid. While the Public Em-
ployment Service is free of charge for most services offered, private ones charge employers. In the 
case of professional services (counselling, courses), they also charge job seekers (16). 

According to experts, many employers prefer private portals, considering them more flexible and 
more oriented towards specific professions. They consider private job-portals more market-
oriented and closer to employers than the PES. Nevertheless, the PES has become more respon-
sive to the needs of employers and more able to compete with private portals. 

Private online job-portals (and employment agencies) offer some “fashionable” approaches that 
are desired by younger generations. Most of the services offered by private online job-portals are 
the same as at PES: psychometric tests, career counselling, career fairs, e-interviews, administra-
tive tools and different types of vacancies priced according to visibility and exposure, availability of 
administrative tools. The additional services at private online job-portals are mostly fee-based.  

6.5. Expected Trends in the Format and Content of OJVs 
As already mentioned, experts have a positive opinion about the future of OJV development; all in-
dicate shifts towards more social media interactions in the near future.  

The format and content of OJVs will probably adapt to new forms of jobs and to new working envi-
ronments. Taking into account the lower share of permanent and stable jobs, the format and con-
tent of OJVs will probably become more flexible, interlinked with some new and innovative job ar-
                                                
(16) https://www.ess.gov.si/storitve/placljive_storitve_zavoda (last accessed on 12 October 2017). 
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rangements and employers’ needs. On the other side, the future of work will have to adapt to the 
shrinking population and the need to find “new” workers, which will also favour more life-cycle 
friendly working times and environments. More modern working environments will probably have 
little additional impact on OJVs, their format and content. Nevertheless, the job-seekers will be in-
creasingly concerned with knowing “who” is the employer is and what they can offer their employ-
ees.  

As mentioned by experts many times, social media will not shape the format and content of OJVs. 
They will merely act as additional channels for a wider scope of matching demand and supply. 
Employers also stressed that job portals are static, while social media are more dynamic and 
therefore more promising for the future. 
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Expert Interviews  
Name of organisation Type of organisation Expert’s position Interview date 

Multi-national company Employer Head of HR division 10 May 2017 

Slovene HR Association HR representation Co-chair 15 May 2017 

Public employment service Public EURES manager and IT 
specialist 

16 May 2017 

Statistical Office of Slovenia Public institution Expert on vacancies 19 May 2017 

Private company Employer HR manager 26 May and 1 June 
2017 

Private online job-portal Labour market intermedi-
ary 

Director  18 July 2017 

Workers’ counselling NGO Co-founder 1 June 2017 (informally) 

 


