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Abstract	
 

The	 purpose	 of	 this	 research	 is	 to	 map	 out	 the	 most	 important	 and	 most	 certain	 strategic	
assumptions	related	to	the	management	of	the	competence	of	labor	social	security	practitioners,	
and	to	determine	the	strategies	that	will	be	applied	in	developing	the	competence	of	labor	social	
security	practitioners	at	BPJS	Ketenagakerjaan.	Primary	data	were	obtained	from	questionnaires,	
in-depth	 interviews,	 and	 Focus	 Group	 Discussions	 (FGD)	 involving	 13	 respondents	 who	 were	
experts	 on	 employment	 social	 security.	 The	 data	 processing	 and	 analysis	 technique	 uses	 the	
Strategic	Assumption	Surfacing	and	Testing	(SAST)	method	to	identify	the	strategic	assumptions	
underlying	the	determination	of	the	competency	development	strategy	of	the	labor	social	security	
practitioners,	and	the	Analytical	Hierarchy	Process	(AHP)	method	to	determine	the	priority	of	the	
competency	development	strategies.	This	study	found	that	the	variable	of	information	technology	
advancement	 in	 supporting	 the	 competency	 development	 process	 of	 labor	 social	 security	
practitioners	is	a	very	very	important	and	very	very	definite	strategic	assumption	that	influences	
the	determination	of	competency	development	strategies	for	 labor	social	security	practitioners.	
This	 study	 also	 found	 that	 the	 alternative	 strategy	 considered	 to	 be	 the	 primary	 priority	 is	
implementing	the	technical	professional	competency	standards	of	employment	social	security.	
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Introduction	
 

A	nation	is	considered	advanced	and	successful	if	it	can	transform	the	country	into	a	welfare	

state.	The	welfare	state,	according	to	Spicker	(2000),	is	a	social	welfare	system	that	gives	a	greater	

role	to	the	state	or	government	in	allocating	public	funds	to	ensure	the	fulfillment	of	the	basic	needs	

of	 its	 citizens.	The	existence	and	 implementation	of	 social	 security	protection	 for	 all	 people	 are	

crucial	in	the	context	of	achieving	a	welfare	state.	

The	International	Social	Security	Association	(ISSA),	a	global	community	of	social	security	

professionals	and	experts,	is	committed	to	maintaining	and	expanding	social	security	protection	in	

alignment	with	the	goals	of	the	United	Nations	Sustainable	Development	Goals	for	2030.	ISSA	has	

identified	 ten	 key	 global	 challenges	 facing	 social	 security	 system,	 one	 of	 which	 is	 closing	 the	

coverage	gap.	This	formulation	is	based	on	the	research	and	consultations	involving	more	than	280	

government	departments	and	social	security	agencies	worldwide.	
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McKinsey	and	Company	(2019)	released	research	indicating	that	the	future	of	employment	

in	Indonesia	is	positive.	Some	23	million	jobs	could	be	replaced	by	automation	in	Indonesia	by	2030.	

On	the	other	hand,	27	million	to	46	million	new	jobs	could	be	created	in	the	same	period.	The	very	

dynamic	changes	in	the	composition	of	the	types	of	work	due	to	the	loss	of	current	jobs	and	the	

emergence	of	jobs	in	the	future	are	a	challenge	in	the	acquisition	of	participation	in	the	labor	social	

security	program	that	aims	to	create	a	welfare	state.	

Based	on	Law	Number	24	of	2011	concerning	the	Social	Security	Administering	Body,	BPJS	

Ketenagakerjaan	was	established	to	provide	protection	and	welfare	programs	for	all	workers	and	

their	 families	 through	the	social	security	system.	The	number	of	 Indonesians	who	work	and	are	

eligible	to	receive	labor	social	security	protection	is	129,36	million	people.	Of	this	number,	there	

are	55,28	million	 formal	workers	 (42,73%)	and	74,08	million	 informal	workers	 (57,27%).	BPJS	

Ketenagakerjaan	data	for	2019	shows	that	the	working	population	registered	as	participants	in	the	

employment	social	security	program	amounted	to	53,07	million	people	or	41,03%.	

In	accordance	with	the	2017-2021	Strategic	Plan	Roadmap,	the	target	for	total	membership	

coverage	in	2021	is	93.923.851	employees,	with	managed	funds	amounting	to	Rp	657,1	trillion.	To	

achieve	 the	 short-term	 and	 long-term	 targets	 that	 have	 been	 set,	 particularly	 in	 terms	 of	

membership	 coverage,	 BPJS	Ketenagakerjaan	must	 be	 supported	by	qualified	human	 resources,	

both	in	terms	of	quantity	and	quality,	as	well	as	in	the	process	of	developing	their	competencies.	

BPJS	 Ketenagakerjaan	 manages	 human	 resources	 based	 on	 competence.	 To	 provide	

guidance	its	implementation,	a	Human	Capital	Transformation	Road	Map	was	developed	for	a	five-

year	period	(2017-2021),	as	presented	in	Table	1.	

	

Table	1.	
HR	Transformation	Roadmap	for	2017-2021	

	
Year	

2017	 2018	 2019	 2020	 2021	
Fully	

Implemented	
Human	Capital	
Management	
System	(HCMS)	
and	Suply	Chain	
Management	

Employer	of	
Choice	

Inspiring	
Organization	
Culture	

Best	Leadership	 Inspiring	Human	
Capital	

Management	

	
Source:	BPJS	Ketenagakerjaan	(2017)	

	
	

The	 implementation	 of	 the	 roadmap	 has	 reached	 the	 stage	 of	 strengthening	 the	

performance	culture	and	strengthening	the	system.	The	design	of	human	resource	development	is	
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carried	 out	 by	 referring	 to	 certain	 competencies	 needed	 to	 execute	 the	 BPJS	 Ketenagakerjaan	

strategy	as	outlined	 in	 the	dictionary	and	competency	model.	Broadly	 speaking,	 there	are	 three	

types	of	competencies	are	developed:	namely	(1)	core	competencies	(2)	leadership	competencies	

and	(3)	 technical	 competencies.	To	maintain	and	 improve	employee	competence,	education	and	

training	related	to	career	development,	technical	briefing	and	refresher	are	conducted	periodically	

throughout	the	year.	

To	maintain	and	improve	employee	competence,	education	and	training	related	to	career	

development,	 technical	 briefing	 and	 refresher	 are	 conducted	 periodically	 throughout	 the	 year.	

Additionally,	BPJS	Ketenagakerjaan	provides	 e-learning	 content	 facilities	 to	 offer	 employees	 the	

broadest	the	widest	opportunity	to	independently	develop	their	competencies.	The	competency-

based	HR	system	aims	to	enhance	overall	employee	performance,	while	also	enabling	monitoring	

and	evaluation	of	employee	potential	development	and	performance.	

Spencer	 and	 Spencer	 (1993)	 define	 competence	 as	 a	 fundamental	 characteristic	 of	 an	

individual	 that	 is	 causally	 related	 to	criteria	 referred	 to	as	 criteria	 for	effective	and/or	superior	

performance	in	a	job	or	situation.	Competence	consists	of	five	dimensions,	namely:	(a)	knowledge,	

(b)	 skills,	 (c)	 self-concept	 and	 values,	 (d)	 traits,	 and	 (e)	 motives.	 Ganesh	 (2004)	 states	 that	

competence	 is	 the	 underlying	 characteristic	 of	 a	 person	 that	 enables	 them	 to	 achieve	 superior	

performance	in	a	particular	job,	role,	or	situation.	Ulrich	and	Smallwood	(2011)	define	talent	in	an	

organization	as	a	combination	of	competence,	commitment,	and	contribution.	Competence	means	

that	employees	have	the	current	and	future	knowledge,	skills,	and	values	to	produce	the	specified	

performance.	 Competence	 focuses	 on	 the	 placement,	 training	 and	 promotion	 of	 employees.	

Competence	is	important,	because	without	competence	it	will	lead	to	poor	decision	making.	

Based	on	the	analysis	described,	the	problem	raised	in	this	study	concerns	the	increasingly	

strategic	 and	 important	 role	 of	 labor	 social	 security	 practitioners	 in	 achieving	 the	 target	 of	

expanding	 employment	 social	 security	 coverage	 in	 Indonesia.	 As	 of	 December	 2019,	 the	 total	

membership	 coverage	 was	 still	 at	 53,07	million	 workers	 from	 the	 total	 working	 population	 of	

Indonesia	of	129,36	million	workers,	coupled	with	 the	dynamics	of	 the	 loss	of	a	number	of	 jobs	

today	and	the	growth	of	jobs	in	the	future.	Practitioners	require	a	proper	and	adequate	development	

process	to	become	competent	practitioners	in	their	fields.	A	strategy	for	developing	the	competence	

of	labor	social	security	practitioners	must	be	determined	to	enable	these	practitioners	to	attracts	

as	many	quality	BPJS	Ketenagakerjaan	participants	as	possible	and	maintain	their	sustainability.	

This	research	aims	to	map	out	the	most	important	and	most	certain	strategic	assumptions	

related	to	the	management	of	the	competence	of	labor	social	security	practitioners	and	to	determine	

the	 strategies	 that	 will	 be	 applied	 in	 developing	 the	 competence	 of	 labor	 social	 security	

practitioners	 to	 address	 future	 work	 challenges.	 The	 employment	 social	 security	 practitioners	
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referred	 to	 in	 this	 study	 are	 employees	 of	 BPJS	 Ketenagakerjaan	 who	 serve	 as	 Account	

Representatives,	spread	throughout	Indonesia,	and	play	a	key	role	in	the	search	for	participants	in	

the	employment	social	security	program.	The	competencies	focused	on	in	this	study	are	the	specific	

technical	 competencies	 required	 of	 employment	 social	 security	 practitioners	 at	 BPJS	

Ketenagakerjaan.	
	
Method	

 

The	data	used	in	this	study	consisted	of	primary	data	and	secondary	data.	The	primary	data	

were	 obtained	 through	 distributing	 questionnaires,	 in-depth	 interviews,	 and	 Focus	 Group	

Discussions	(FGD)	with	13	(thirteen)	expert	respondents	in	the	field	of	employment	social	security.	

The	 secondary	 data	 were	 gathered	 from	 literature	 reviews,	 internet	 browsing,	 BPJS	

Ketenagakerjaan,	 the	 National	 Professional	 Certification	 Agency,	 the	 Indonesian	 Ministry	 of	

Manpower,	the	National	Social	Security	Council,	and	other	reliable	sources.	The	data	processing	and	

analysis	 technique	 utilized	 the	 Strategic	 Assumption	 Surfacing	 and	 Testing	 (SAST)	 method	 to	

identify	the	strategic	assumptions	that	underlying	the	determination	of	competency	development	

strategy	for	the	labor	social	security	practitioner	and	uses	the	Analytical	Hierarchy	Process	(AHP)	

method	 to	 determine	 the	 priority	 of	 the	 competency	 development	 strategy	 for	 the	 labor	 social	

security	practitioners.		

The	SAST	method	 is	used	 to	 surface	assumptions	 in	policy	 formulation.	This	method	 is	

particularly	helpful	 in	uncovering	critical	 assumptions	 that	underlie	policies,	plans	or	 strategies	

(Mason	and	Mitrof,	1981).	SAST	emphasizes	on	the	assumptions	behind	events,	rather	than	focusing	

on	 efficient	 designs	 and	 systems,	 so	 that	 they	 have	 the	 characteristics	 of	 using	 free	 and	

argumentative	 systems	 thinking.	 In	 this	 study,	 the	 SAST	method	was	 used	 to	 identify	 strategic	

assumptions,	followed	by	the	AHP	method	to	determine	the	priority	of	competency	development	

strategies	for	labor	social	security	practitioners.	

The	strategic	assumptions	which	are	the	opinion	of	the	experts	are	ranked	based	on	the	

level	of	 importance	and	the	level	of	certainty.	In	this	study,	the	ranking	of	strategic	assumptions	

related	to	managing	the	competence	of	labor	social	security	practitioners	is	conducted	based	on	the	

level	of	importance,	using	a	scale	of	1	to	7,	ranging	from	least	important	to	most	important.	And	also	

ranking	assumptions	based	on	the	level	of	certainty	with	an	answer	scale	value	of	1	to	7,	starting	

from	the	least	certain	to	the	most	certain.	

The	ranking	results	of	strategic	assumptions	from	questionnaires,	interviews,	and	FGDs	of	

labor	social	security	experts	that	have	been	processed,	then	mapped	into	four	quadrants.	Based	on	

the	 quadrant	 position,	 these	 strategic	 assumptions	 are	 used	 as	 the	 basis	 for	 determining	 the	

competency	development	strategy	of	labor	social	security	practitioners.	Quadrant	I	illustrates	that	
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the	strategic	assumption	is	the	most	important	assumption	and	the	most	certain	influence	on	the	

choice	of	strategy	to	be	pursued.	Quadrant	II	illustrates	that	the	strategic	assumption	is	the	most	

certain	assumption	but	least	important	influence	on	the	choice	of	strategy.	Quadrant	III	illustrates	

that	the	strategic	assumption	is	the	least	important	assumption	and	the	least	definite	effect	on	the	

choice	of	strategy	to	be	taken.	Quadrant	IV	illustrates	that	the	strategic	assumptions	are	the	most	

important	assumptions	but	the	least	certain	in	their	influence	on	the	choice	of	strategy.	

The	AHP	method	is	used	to	determine	the	priority	of	the	selected	strategy.	The	AHP	process	

is	 designed	 to	 organize	 information	 and	 expert	 opinions	 or	 judgments	 in	 selecting	 the	 most	

preferred	alternative	(Saaty	1983	referred	to	by	Marimin,	2011).	By	using	AHP,	a	problem	can	be	

addressed	in	an	organized	frame	of	mind,	so	that	it	can	be	expressed	to	make	effective	decisions	on	

the	 issue.	 The	 working	 principle	 of	 AHP	 is	 the	 simplification	 of	 an	 unstructured,	 strategic	 and	

dynamic	complex	problem	into	parts	and	arranged	in	a	hierarchy.	Each	variable	is	Importance	is	

assigned	a	numerical	value,	subjectively	about	the	significance	of	the	variable	and	relative	to	other	

variables.	Based	on	various	considerations,	a	synthesis	is	then	conducted	to	identify	variables	with	

high	priority	and	play	a	role	in	influencing	the	results	of	the	system	(Marimin	and	Maghfiroh	2010).	

The	AHP	method	in	this	study	was	used	to	determine	the	priority	of	the	competency	development	

strategy	of	the	labor	social	security	practitioners.	
 

Results	and	Discussion	
 

By	using	the	SAST	method,	strategic	assumptions	are	ranked.	Graphically,	 the	results	of	

ranking	 the	 level	 of	 importance	 and	 the	 level	 of	 certainty	 of	 each	 strategic	 assumption	 are	

positioned	in	four	quadrants,	as	presented	in	Figure	1.	The	analysis	and	synthesis	are	carried	out	

on	 the	 strategic	 assumptions	 that	 are	 in	 Quadrant	 I,	 which	 represents	 the	 highest	 level	 of	

importance	and	level	of	certainty.	This	process	aims	to	sharpen	the	considerations	necessary	for	

determining	 the	 choice	 of	 competency	 development	 strategies	 for	 labor	 social	 security	

practitioners.	

In	Quadrant	I,	strategic	assumptions	are	identified	with	a	value	of	7.7	(very	very	important	

and	very	very	certain)	for	the	variables	related	competency	management	or	information	technology	

advancement	variable	that	support	the	competency	development	process	of	labor	social	security	

practitioners.	Strategic	assumptions	with	a	value	of	7.6	(very	very	important	and	very	certain)	are	

identified	for	three	variables:	(1)	BPJS	Ketenagakerjaan	management	supports	the	development	of	

practitioners'	competencies,	(2)	practitioners'	contributions	in	the	expansion	and	management	of	

employment	social	security	program	participation,	and	(3)	the	level	of	practitioners'	understanding	

of	expansion	and	management	of	employment	social	security	program	participation.	
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Figure	1.	
Ranking	of	Strategic	Assumptions	for	Managing	the	Competence	of	Labor	Social	Security	

Practitioners	
	

	
	

Strategic	 assumptions	 with	 a	 value	 of	 6.7	 (very	 important	 and	 very	 very	 certain)	 are	

identified	 two	 variables:	 the	 professional	 competency	 standard	 of	 labor	 social	 security	

practitioners	as	a	reference	in	developing	the	competence	of	practitioners,	and	the	qualifications	

of	 labor	 social	 security	 practitioners	 as	 the	 spearhead	 of	 the	 function	 of	 expansion	 and	

management	participation	in	the	employment	social	security	program.	

A	strategic	assumption	with	a	very	very	important	and	very	very	certain	value	(7.7)	is	that	

advances	in	 information	technology	support	the	process	of	developing	the	competence	of	 labor	

social	security	practitioners.	Assumptions	at	this	level	are	the	most	important	and	most	certain	

strategic	 assumptions.	Gasco	 et	 al.	 (2004),	 in	 their	 research,	 stated	 that	 the	 implementation	of	

information	technology-based	training	programs	in	a	company	can	identify	success	factors.	These	

factors	 include	 flexibility	 in	 managing	 learning	 time,	 active	 participation	 of	 instructors,	

development	of	control	mechanisms	to	ensure	training	effectiveness,	preparation	of	high-quality	

content,	and	strengthening	elements	 interactions	among	instructors,	among	trainees,	as	well	as	

between	 the	 two.	Al-Hariri	and	Al-Hattami	 (2016),	 in	 their	 research,	 suggest	 that	many	college	

students	rely	on	technology	for	their	academic	needs.	The	use	of	technology	correlates	directly	and	

statistically	significantly	with	student	achievement	in	carrying	out	their	studies.	

The	 analysis	 of	 determining	 strategic	 priorities	 using	 the	 AHP	method	 is	 conducted	 to	

identify	the	best	alternative	strategy	based	on	an	analysis	of	influential	criteria	according	to	the	
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perspective	of	interests.	In	the	analysis	using	the	AHP,	priority	factors	that	play	a	role,	the	actors	

who	play	a	 role,	 the	main	objectives	obtained,	 and	 the	 competency	development	 strategies	 for	

labor	social	security	practitioners	facing	future	work	are	considered.	This	is	done	to	find	out	the	

dominant	factors,	the	main	actors,	the	main	objectives,	which	are	strong	reasons	and	can	influence	

the	priority	strategy	for	developing	the	competence	of	labor	social	security	practitioners	to	face	

future	work.	

Based	on	the	synthesis	of	the	results	of	justification	by	labor	social	security	experts	using	

the	 AHP	 method,	 this	 resulted	 in	 an	 alternative	 sequence	 of	 strategies	 for	 developing	 the	

competency	of	labor	social	security	practitioners	to	face	future	work	as	presented	in	Table	2.	

	
Table	2.	

Alternative	Priority	Strategies	for	Competency	Development	of	Labor	social	security	
Practitioners	Facing	Future	Work	

	
No.	 Strategy	Alternative	 Weight	Value	 Priority	

1.	

Implementing	 the	 technical	

professional	 competency	 standards	 of	

labor	social	security	consequently	

0,312	 1	

2.	

Strengthening	 regulations	 and	

institutional	 standards	 for	 technical	

professional	competence	of	labor	social	

security	

0,205	 3	

3.	

Improving	the	quality	of	education	and	

training	 institutions	 referring	 to	 the	

technical	 professional	 competence	

standards	 of	 employment	 social	

security	

0,245	 2	

4.	

Increasing	 the	 number	 of	 training	

institutions,	 training	 institutions	

referring	 to	 professional	 competency	

standards	 of	 technical	 social	 security	

for	employment	in	the	regions	

0,134	 4	

	
Source:	Results	of	questionnaires,	interview	and	FGDs	with	Expert	Respondents	
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The	 priority	 alternative	 strategy	 is	 to	 implement	 the	 technical	 professional	 competency	

standard	 of	 labor	 social	 security,	 with	 a	 value	 of	 0,312.	 According	 to	Wijaya	 and	 Yudiningrum	

(2016)	in	their	research,	optimizing	the	application	of	human	resource	competency	standards	for	

journalists	 includes	 awareness	 competencies,	 knowledge	 competencies,	 and	 absolute	 skill	

competencies	to	be	implemented	immediately.	This	aims	to	improve	the	competence	and	quality	of	

human	resources	journalists	as	the	key	contributors	to	news	production.	If	the	quality	of	the	human	

resources	of	journalists	is	guaranteed,	then	the	news	produced	is	also	of	good	quality.	And,	in	turn,	

will	make	the	press	influential,	enlighten	the	public,	and	contribute	to	the	nation's	enlightenment.	

The	 second	 alternative	 strategy	 is	 to	 improve	 the	 quality	 of	 educational	 and	 training	

institutions,	referring	to	the	technical	professional	competence	standards	of	labor	social	security	

(0,245).	 Educational	 and	 training	 institutions	 that	 conduct	 activities	 based	 on	 competency	

standards	are	always	expected	 to	 consistently	provide	quality	programs,	 enhance	 the	quality	of	

human	resources,	make	organizational	changes,	and	utilize	technology	to	be	able	to	adapt	to	current	

conditions.	Madjid	 (2019),	 in	his	 research,	 states	 that	 to	 improve	 the	quality	of	educational	and	

training	 institutions,	 it	 is	 necessary	 to	 prepare	 the	 implementation	 of	 the	 right	 Instructional	

Systems	Design	(ISD),	which	must	be	understood	by	all	parties	related	to	education	and	training,	

including	the	educational	and	training	institutions	themselves	and	other	stakeholders.	

The	third	alternative	strategy	is	to	strengthen	the	regulation	and	institutional	competence	

standards	 for	 the	 technical	 profession	 of	 labor	 social	 security	 (0,205).	 The	 successful	

implementation	of	the	competency	standards	of	labor	social	security	is	determined	by	the	quality	

of	 the	 regulations	 and	 the	 effectiveness	 of	 their	 implementation	 and	 enforcement.	 Quality	

regulations	enable	organization	to	functions	properly	with	the	support	of	all	stakeholders.	Adam	

and	Hidayatina	(2017)	asserted	that	institutional	strengthening,	in	terms	of	both	regulations	and	

institutions,	 is	essential	to	maximize	the	role	and	function	of	these	institutions.	Harmonious	and	

well-integrated	inter-institutional	relations	will	prevent	overlapping	authorities	in	implementing	

the	established	regulations.	

The	 fourth	 alternative	 strategy	 is	 to	 increase	 the	 number	 of	 educational	 and	 training	

institutions	referring	to	the	technical	professional	competence	standards	of	labor	social	security	in	

the	regions	(0,134).	The	absence	of	educational	and	training	institutions	in	the	regions	can	make	it	

difficult	 to	 implement	 competency	 standards	 in	 a	 complete	 and	 comprehensive	 manner.	 By	

establishing	 and	 multiplying	 educational	 and	 training	 institutions	 that	 refer	 to	 professional	

competency	standards,	the	process	of	developing	practitioners’	competencies	can	be	more	efficient	

in	terms	of	time	and	cost	and	can	reach	practitioners	in	remote	areas.		
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The	 hierarchical	 framework	 and	 the	 alternative	 weights	 of	 priority	 competency	

development	strategies	for	labor	social	security	practitioners	facing	future	work	are	presented	in	

Figure	2.	

	

Figure	2.	
Hierarchical	Framework	and	AHP	Weights	Values	Based	on	the	Results	of	Labor	Social	

Security	Experts’	Justification	
	

	
 
 
Conclusion	

 

The	 results	 of	 the	 analysis	 and	 synthesis	 conducted	 using	 the	 Strategic	 Assumption	

Surfacing	and	Testing	 (SAST)	method	on	 strategic	 assumptions	positioned	 in	Quadrant	 I,	which	

holds	the	highest	level	of	importance	and	level	of	certainty,	conclude	that	the	strategic	assumption	

of	advancements	 in	 information	 technology	supporting	 the	competency	development	process	of	

labor	social	security	practitioners	is	a	strategic	assumption	that	very	very	important	and	very	very	

certain	 (score	 7.7).	 This	 assumption	 significantly	 influences	 in	 determining	 the	 competency	

development	strategy	of	labor	social	security	practitioners.	

The	results	of	the	synthesis	of	the	labor	social	security	experts’	justifications	using	the	AHP	

method	resulted	an	alternative	sequence	of	strategies	for	developing	the	competence	of	labor	social	

security	practitioners	to	face	future	work	challenges.	The	alternative	strategy	that	is	considered	to	

be	 the	 main	 priority	 is	 implementing	 the	 technical	 professional	 competency	 standards	 of	

employment	social	security	as	a	consequence	weighted	value	0,312.	The	second	alternative	strategy	
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involves	 improving	 the	quality	of	educational	and	 training	 institutions	referring	 to	 the	 technical	

professional	 competence	standards	of	employment	 social	 security	 (0,245).	The	 third	alternative	

strategy	 focuses	 on	 strengthening	 regulations	 and	 institutional	 competence	 standards	 for	 the	

technical	profession	of	employment	social	security	(0,205).	Lastly,	the	fourth	alternative	strategy	is	

increasing	 the	 number	 of	 educational	 and	 training	 institutions	 referring	 to	 the	 technical	

professional	competence	standards	of	labor	social	security	in	the	regions	(0,134).	
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