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Abstract:

Research Question (RQ): Are there any gender difference in motivation to leave an organisation
facing a crisis?

Purpose: The article seeks to establish gender differences in employee-turnover predictors during
a crisis in an organisation.

Method: A retrospective study based on 469 participants in Slovenia who had voluntarily left an
organisation facing a crisis. Confirmatory factor analysis is used to assess the instrument’s factor
structure. Binary regression analysis is relied on to determine gender differences in the employee
turnover predictors of job satisfaction, employee inclusion in the organisation’s crisis-solving
process, and employee turnover intentions.

Results: Significant gender differences are shown in the turnover predictors of job satisfaction and
employee inclusion in the organisation’s crisis-solving process. Employees with lower job
satisfaction and greater inclusion in the organisation’s crisis-solving process who exit the
organisation during a crisis are more likely to be female than male.

Organisation: Organisations can successfully deal with crises by planning and taking gender-
specific activities to keep employee turnover low.

Society: Retaining employees in the organisation when in a crisis and harnessing their knowledge
and competencies regardless of their gender can help with successful crisis resolution. Society
must provide conditions for all citizens (including employees) that allow them to participate in all
activities that lead to the success of both society and organisations.

Originality: This research adds to understanding of gender differences in employee-turnover
predictors in organisations encountering a crisis.

Limitations/further research: Only three predictors of employee turnover are investigated: job
satisfaction, employee inclusion in the organisation’s crisis-solving process, and turnover
intentions of employees. The non-random sampling and small sample of employees limit the
generalisability of the results. Future research could compare gender differences in predictors of
employee turnover before, during and after a crisis facing an organisation.

Keywords: gender, employee turnover, turnover intentions, job satisfaction, employee inclusion,
organisational crisis.
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1 Introduction

Over the last 20 years, a range of crises has confronted organisations and their survival. The
complexity of these crises and possible unclear consequences have disrupted many
organisations (Collings, Nyberg, Wright, & McMackin, 2021, p. 1). Recent major global
crises include the 2007 financial one that triggered a global economic recession (Mattick,
2013, pp. 11-17), the COVID-19 pandemic that turned into a global crisis causing the worst
economic downturn since the Great Depression (Gopinath, 2020, p. 1) along with the war in
Ukraine that began in 2022 and has already impacted the world economy with higher energy
and food prices. Organisations may also be affected by local, sectoral or specific
organisational crises that arise from the environment or the organisation itself.

Organisations cannot simply avoid crises and the changes occurring in the organisational
environment just like they cannot stop employees leaving the organisation during a crisis.
Crises can be a considerable challenge even for organisations holding contingency plans for
such a situation. Sufficient resilience to crises is essential if organisations are to survive the
difficult times of a crisis. Organisational resilience is based on and strongly linked to the
employees’ motivation to participate in overcoming the crisis and accomplishing the
organisational goals. Ensuring low employee turnover during a crisis requires a deep
understanding of specific employee groups’ turnover behaviour, including any gender
differences. Still, employee turnover studies have often neglected or paid insufficient
attention to the importance of gender differences concerning employee turnover (Weisberg &
Kirschenbaum, 1993, p. 988; Lee, Chua, Miska, & Stahl, 2017, p. 289). Weisberg and
Kirschenbaum (1993, p. 1002) conclude that gender holds a significant impact on employee
turnover. Bardoel et al. (2020, p. 7) add that turnover intention and employee turnover are
higher among male employees working part-time than their female counterparts.

Literature is studied regarding gender differences in job satisfaction, employee inclusion in
the organisation’s crisis-solving process, and turnover intentions. We examine gender
differences in the perception of employee-turnover predictors that shape the decision to leave
an organisation facing a crisis. Finding such differences would then add to the call for gender-
specific organisational actions to keep employee turnover low in an organisation during a
crisis.

2 Theoretical framework

Modern organisations operate in a highly unpredictable environment (Adim & Emumena,
2020, p. 102), with crises occurring frequently on the global, local, regional and
organisational levels. Crises challenge organisations’ resilience and put their reputation at risk
(Adim & Emumena, 2020, p. 104). Organisations should develop resilient behaviour based on
constant anticipation of all kinds of crises as part of mentally and physically preparing their
employees to control them (Ozturk, 2021, p. 37).
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Locke (1969, p. 316) believed job satisfaction is the perceived relationship between what an
employee expects from their job and what they believe their job provides. Monte, 2019 (p.
688) add that the evaluation of job satisfaction concerns how employees feel at work and the
extent to which they perceive their own values are being realised. Azim, Haque and
Chowdhury (2013, p. 489) argue that dissatisfaction occurs when an employee receives less
than they expect from their job. As regards the job satisfaction—employee turnover
relationship, Artz (2021, p. 14) state that employees tend to quit dissatisfying jobs. Spector
(1996, p. 234) concluded that dissatisfaction is the factor that makes employees leave the
organisation.

The influence of gender on job satisfaction is unclear. Azim et al. (2013, p. 495) and Snow
Andrade, Westover and Peterson (2019, p. 34) did not find any significant influence of gender
on turnover intentions. Markovits, Boer and Van Dick (2014, p. 419) and Sabharwal and
Corley (2009, p. 552) found that female employees were less satisfied than male employees.
Igbal and Akhtar (2006, p. 61) determined that female employees were more satisfied than
their male colleagues. Song, Wang, Li, Yang and Li (2020, p. 8) obtained similar results
during the COVID-19 crisis; namely, that female employees were more satisfied than male
counterparts with their job.

During a crisis, organisations cannot afford to exclude any employee from the crises-solving
efforts. Yet, as Mor Barak (2015, p. 85) notes, exclusion is one of the most pressing problems
facing today’s diverse workforce. Mor Barak, Cherin and Berkman (1998, p. 97) stated that
female members of racial and ethnic minorities are included less than other groups of
employees. Mor Barak (2003, 249) concluded that the exclusion of women and members of
racial and ethnic minorities increases employee turnover.

Bae, Sabharwal, Smith and Berman (2017, p. 4) show that gender dissimilarity is negatively
associated with perceptions of inclusion and the negative relationship is more acute for males
than for females. Nishii (2019, p. 1766) found that when the climate allows considerable
inclusion the negative relationship between relationship conflict and unit-level satisfaction
fades, which is important given that unit-level satisfaction is negatively associated with
employee turnover. However, Mousa (2021, p. 119) did not find a significant relationship
between gender diversity and organisational inclusion.

Turnover intentions are built on the desire of an employee to change their job or leave the
organisation by quitting or moving to another organisation (Kuswara & Sukandi, 2020, p.
2805). Similarly, Aydogdu and Asikgil (2011, p. 43) define turnover intentions as an
employee’s attitude to withdrawing from the organisation. Turnover intentions are often
studied in the employee-turnover context since organisations want to identify and respond to
employees’ turnover intentions prior to them leaving the organisation. Russell and Van Sell
(2012, p. 125) and Steel and Ovalle (1984, p. 673) emphasise that turnover intentions is the
most important predictor of employee turnover.
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Several empirical studies did not establish that gender has a significant influence on turnover
intentions (Xu, 2008, p. 607; Lee et al., 2017, p. 301; Naidoo, 2017, p. 12; Urs K & Rao,
2019, p. 3630; Coudounaris, Akuffo, & Nkulenu, 2020, p. 2020). Yet, other studies found
gender was a significant predictor of turnover intentions (Iverson & Deery, 1997, p. 75;
Emiroglu, Akova, & Tanriverdi, 2015, p. 393). A few studies that included the effect of
gender on turnover intentions were conducted during crises. While some of those studies
show that gender negatively predicted turnover intentions (Mirzaei, Rezakhani Moghaddam,
& Habibi Soola, 2021, p. 4; Cole et al., 2021, p. 1789), others did not find a significant
influence of gender on turnover intentions (Nashwan, Abujaber, Villar, Nazarene, & Al-Jabry,
2021, p. 5; Yafiez, Jahanshahi, Alvarez-Risco, Li, & Zhang, 2020, p. 1615).

Whiel comparing female and male turnover intentions during the COVID-19 crisis, Mirzaei et
al. (2021, p. 5) established that males had stronger turnover intentions than females. Still,
Wong et al. (2021, p. 6) and Al-Mansour (2021, p. 5) came to the opposite conclusion,
showing that during the COVID-19 crisis females had stronger turnover intentions than
males. Wynen and Op de Beeck (2014, p. 579) compared turnover intentions before and
during the financial and economic crisis and revealed that, while gender had an effect between
2006 and 2008, it had no effect between 2008 and 2010. They concluded that the gender
difference was eliminated by the financial and economic crisis.

We propose three hypotheses to provide clearer evidence of gender differences in the

employee-turnover predictors of job satisfaction, employee inclusion in the organisation’s

crisis-solving process, and turnover intentions:

H1: An employee with lower job satisfaction who leaves the organisation is more likely
to be female than male.

H2: An employee who is strongly included in the organisation’s crisis-solving process
and leaves the organisation is more likely to be female than male.

H3: An employee with lower turnover intentions who leaves the organisation is more
likely to be female than male.

3 Method

This retrospective study was based on employees in Slovenia who had voluntarily left their
organisation during a crisis. The snowball sampling method was used as the population of
employees who had voluntarily left their organisation was unknown and due to limited
resources. Data for the research were gathered using online survey. The final sample for this
study consisted of 469 female and male employees who had voluntarily left different
Slovenian organisations.

Figure 1 shows the research model according to which we researched gender differences in the
employee-turnover predictors of job satisfaction, employee inclusion in the organisation's crisis-
solving process, and turnover intentions, and tested the hypotheses.
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Figure 1. Research model of gender differences in employee-turnover predictors with hypotheses

We used a questionnaire that included items regarding demographic data, job satisfaction,

exclusion of employee from the organisation’s crisis-solving process (reverse items and factor

for measuring employee inclusion in the organisation’s crisis-solving process), and turnover

intentions (Table 1). Nominal and ordinal scales were used for the demographic items while

for the other items a 5-point, Likert-type interval scale was used. The questionnaire was
constructed by Pipan and Ambroz (2021, p. 233).

Table 1. Questionnaire items and factors with the factors’ Cronbach’s a

Factor Item Text

Cronbach’s a

IS Job satisfaction .82
JS1 1 was satisfied with the opportunities for advancement in the organisation.
JS2 1 was satisfied with my relationships with co-workers.
JS3 1 was satisfied with the opportunities for professional development.
JS4 1 was satisfied with the freedom the organisation offered me.
JS5 Our manager understood that fair work is followed by fair pay.
156 In the organisation I left, we employees were able to work independently in our
work area.
1S7 In the .organisation I left, they appreciated the commitment and effort I put into
achieving my work goals.
EX Exclusion of employee .76
During the crisis, the management of the organisation developed new projects and
EX1 encouraged innovative work from all members of the organisation, but I was not
invited to participate, so I decided to leave the organisation.
I did not have the opportunity to constantly communicate with the management
EX2 and other employees of the organisation in solving the crisis, so I decided to leave
the organisation.
Other members of the organisation and management did not want me to be
EX3 . . . .. . L
involved in solving crisis problems, so I decided to leave the organisation.
TI Turnover intentions .81

TI1

TI2
TI3

TI4

Long before I left the organisation due to the crisis, I was actively looking for a
new job.

I tried hard to find a new job so I could leave the organisation due to the crisis.

My desire to leave the organisation intensified with the crisis in the organisation.

I talked to other people several times about leaving the organisation because of the
crisis.

81



Revija za univerzalno odli¢nost / Journal of Universal Excellence, Clanek / Article
Junij /June 2022, leto / year 11, stevilka / number 2, str. / pp. 77-92.

Note. Adopted from Turnover Intentions of Employees in Some Slovenian Organisations Experiencing Crisis, by
Pipan and Ambroz, 2021, Izzivi Prihodnosti / Challenges of the Future, 4, pp. 229-230,
(https://doi.org/10.37886/ip.2021.028).

Statistical analyses were performed with IBM SPSS, except for Cronbach’s alpha reliability
test conducted and confirmatory factor analysis (CFA) in R 4.1.3 (R Foundation for Statistical
Computing, Vienna, Austria) using the lavaan (Rosseel, 2012) and semPlot packages
(Epskamp, 2022). Descriptive statistics were used to describe the demographic data of the
sample. Continuous variables of the sample were presented by gender as the mean and
standard deviation and categorical variables as the number and percentage. Continuous
variables of female and male employees’ groups were compared with a t-test for independent
groups while categorical variables of female and male employees’ groups were compared
with the chi-square test.

The instrument’s factor structure was assessed using CFA. CFA is method for testing how
well measured variables represent a smaller number of factors (Hair, Black, Babin, Anderson,
& Tatham, 2006, p. 773). Since all items were on a Likert scale, the robust estimator of
diagonal weighted least squares (DWLS) was used. The DWLS estimator is based on a
polychoric correlation matrix, taking the non-normal nature of the data into account. To
assess the model fit, the following indicators and recommended criteria were considered
(Kline, 2016): chi-square (x*/df; between 2 and 3), root mean square error of approximation
(RMSEA < 0.06), comparative fit index (CFI > 0.95), Tucker-Lewis index (TLI > 0.95) and
standardised root mean square residual (SRMR < 0.08).

We then ran binary logistic regression analysis to test our hypotheses within the structural
model. The research model’s prediction power with respect to gender differences in leaving
the organisation during a crisis was tested using binary logistic regression analysis. We tested
the extent of the model’s overall correct prediction. The Hosmer and Lemeshow test (Hosmer
& Lemeshow, 2000) was performed to measure the overall model fit used in the binary
logistic regression analysis. Binary logistic regression analysis with the entry method was
conducted to determine the predictors that female employees are more likely to leave
organisations faced with a crisis than male employees. Hair et al. (2006, p. 275) state that
logistic regression is a method for the prediction and explanation of a model with binary
categorical variables. The contribution of the predictors was assessed with the Wald statistic
(Field, 2009, p. 269) while odds ratios were used while interpreting the binary logistic
regression results (Tabachnick & Fidell, 2014, p. 507).

The instrument’s reliability was tested with Cronbach’s alpha coefficient (Cronbach, 1951).
Cronbach’s alpha showed an appropriate reliability of the instrument for all factors (Hair et al.,
2006, p. 773) (Table 1). We also verified the three-factor structure of the instrument using
confirmatory factor analysis. As described by Znidarsi¢ and Selak (2018, p. 59), the validity
of a research model (construct) can be assessed using a variety of multivariate analyses,
including confirmatory factor analysis. In addition, we validated the consistency of our
research objectives, research model, and instrument with the study’s results.
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4 Results

4.1 Demographic data

The participants’ structure by gender is as follows: 49.5% male (N = 232) and 50.5% female
(N = 237). Table 2 shows the demographics of the sample and a comparison by gender.
Results of the comparison between female and male employee groups with the t-test for
independent groups show that gender is significantly correlated with age (p = 0.002) and not
significantly correlated with the duration of employment at the organisation which employees
last left (p = 0.460). The Chi-square test results reveal that gender is significantly related to
managerial position (p < 0.001) and to the type of organisation the participants in the sample
last left (p < 0.001). Only 29.5% of female employees held a managerial position compared to
44.8% of their male counterparts, while 38.4% of the female employees in the sample were
then working the public sector compared with 18.5% of male employees. The relationships of
gender to education level (p =0.151) and to the structure of the organisations in the sample by
size (p = 0.939) are not statistically significant.

Table 2. Demographic data of the sample

Variables Male Female
-value of
M (SD) M (SD) P et
Age (years) 459 (£8.3) 43.4(£9.0) 0.002
Length of service in organisation last left (years) 7.19(x6.0) 7.62(x£6.5) 0.460
-value of chi-
N (%) N (%) b square test
Gender 232 (49.5) 237 (50.5)
Education level 0.151
Primary school or less, secondary school (SQF* levels 1,2,3,4,5) 28 (12.1) 24 (10.1)
Higher post-secondary vocational education (SQF level 6) 9(3.9) 10 (4.2)
Bachelor’s degree (SQF level 7) 27 (11.6) 43 (18.1)
Master’s degree (SQF level 8) 104 (44.8) 115 (48.5)
Master of science (SQF level 9) 44 (19.0) 33 (13.9)
Doctoral degree (SQF level 10) 20 (8.6) 12 (5.1)
Managerial position <0.001
Managerial position 104 (44.8) 70 (29.5)
No status 128 (55.2) 167 (70.5)
Sector of organisation participants last left <0.001
Public sector 43 (18.5) 91 (38.4)
Private sector 189 (81.5) 146 (61.6)
Structure of organisations in the sample by size (%) 0.939
Micro/small (0-49 employees) 73 (31.5) 78 (32.9)
Medium (50-249 employees) 76 (32.8) 75 (31.6)
Large (250 or more employees) 83 (35.8) 84 (35.4)

Significant at the 0.05 level * Slovenian Qualifications Framework (SQF)

4.2 Confirmatory factor analysis

The three-factor structure of the instrument was tested using CFA. The results show an
acceptable fit with the following indices: chi-square (¥2/df=4.21), RMSEA (0.083, 90% CI
0.073-0.092), CFI (0.979), TLI (0.974) and SRMR (0.058). The standardised factor loadings
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were statistically significant (p <.001) and estimates ranged from 0.53 to 0.88 (Figure 2),
which according to Hair et al. (2006, p. 777) are suitable since all of the standardised factor
loadings’ estimates exceeded 0.5. A total of 14 items constituted the three factors. Job
satisfaction (JS) was made up of seven items with standardised factor loadings ranging from
0.53 to 0.79, exclusion of employee from the organisation’s crisis-solving process (EX)
represents three items with standardised factor loadings from 0.61 to 0.83, and turnover
intentions (TI) made up of four items with standardised factor loadings ranging from 0.73 to
0.88. The relationship between the factors showed that job satisfaction was negatively
correlated with turnover intentions (-0.44) and with exclusion of employee from the
organisation’s crisis-solving process (-0.31) while exclusion of employee from the
organisation’s crisis-solving process was positively correlated with turnover intentions (0.52).
The CFA results indicate the three-factor structure of the instrument is appropriate and strong
enough and can be used in the binary logistic regression.

T2
T3
Ti4
EX1
EX2
EX3
JS1
JS2

"

Figure 2. CFA for the three-factor structure: TI-Turnover intentions, EX-Exclusion of employee, JS-Job
satisfaction, p < 0.01

4.3 Binary logistic regression

Binary logistic regression was used to test the model with three independent and one
dependent variable using the following equation:

Log(odds) = a + [5; x job satisfaction + 5 % exclusion of employee + 3 X turnover

intentions
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The results are presented in Table 3. We tested the model’s overall prediction power,
including the predictors: job satisfaction, employee exclusion from the organisation’s crisis-
solving process, and turnover intentions.

The model’s overall prediction power is 59.1 % (cut values was 0.500). The Hosmer and
Lemeshow test showed a non-significant chi-square value (chi-square = 11.371, df =8, p =
0.182), indicating the model fit is acceptable (Hair et al., 2006, 372). Wald statistic results for
the predictors “Job satisfaction” (8.657, p = 0.003) and “Exclusion of employee” (3.143, p =
0.001) show the coefficients are significantly different from zero, which make them
significant (p < 0.05) contributors to the power of predicting the outcome (Field, 2009, p.
287). The predictor “Turnover intentions” (0.406, p = 0.524) was not significant and did not
significantly contribute to the model.

According to the results, we constructed the model equation:
Log(odds) = 1.912 - 0.372 x Job satisfaction - 0.229 x Exclusion of employee

Hair et al. (2006, p. 365) stated that odds ratios with values below 1.0 indicate a negative
relationship whereas values above 1.0 show a positive relationship. The odds ratio of job
satisfaction (OR = 0.689, 95%, CI = 0.538 - 0.883) showed that the likelihood a female
employee leaves the organisation is 0.689 times greater than for a male employee. When job
satisfaction increases, the odds that a female employee leaves the organisation decrease.

The odds ratio of the exclusion of employee (OR = 0.795, 95 %, CI = 0.634 - 0.997) shows
the likelihood that a female employee leaves the organisation is 0.795 times higher than for a
male employee. When the exclusion of employee increases, the odds that a female employee

leaves the organisation go down. The interpretation of all odds ratios was reliable as the
confidence intervals (CI) did not exceed 1 (Field, 2009, p. 290).

Table 3. Results of the binary logistic regression

Coefficient
B) SE Wald test  p-value OR (95% CI)
Job satisfaction -0.372 0.127 8.657 0.003 0.689 (0.538 - 0.883)
Exclusion of employees -0.229 0.115 3.927 0.048 0.795 (0.634 - 0.997)
Turnover intentions -0.072 0.113 0.406 0.524 0.930 (0.745 - 1.162)
Constant 1.912 0.613 9.734 0.002 6.768

Hosmer and Lemeshow test p = 0.182 % of correct prediction value 59.1

Figure 3 displayed the predicted probability of gender differences for job satisfaction and
exclusion of employee. The results show that when the exclusion of employee increases, the
probability that this employee is female decreases and the probability that the employee is
male increases. When job satisfaction increases, the probability that this employee is female
decreases and the probability the employee is male rises. As may be seen from the prediction
plots, there is a greater gender difference in the case of job satisfaction compared to the
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exclusion of employee. The grey areas in the prediction plots represent confidence intervals
(CI) with a 95 % predicted probability.

Figure 3. Predicted probability of the gender differences for job satisfaction and exclusion of employee

5 Discussion

The aim of our study is to highlight the importance of gender differences in employee-
turnover predictors. The results show that gender differences exist in employee turnover
predictors and must be considered while planning actions to lower employee turnover in
organisations facing a crisis.

The research findings support hypothesis H1: “An employee with lower job satisfaction who
leaves the organisation is more likely to be female than male” and thus we can accept it.
Specifically, our results reveal that female employees are more likely to leave the organisation
dissatisfied with their opportunities for promotion, professional development, recognition of
their work, freedom and independence at work, fair pay for fair work, and relationships with
colleagues at work than male employees.

The findings of our study are consistent with the Snow Andrade, Miller and Westover (2021,
p. 17) empirical study findings on a global gender comparison of job satisfaction in the
hospitality industry, which showed that female employees’ overall job satisfaction is lower
than the job satisfaction of their male colleagues. Further, Chiu’s (1998, p. 532) findings
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support the study results presented here, which denote that the relationship between gender
differences and job satisfaction is significant. However, Chiu argues that the job satisfaction
gap is not the result of gender differences but is due to the lack of personal influence and
promotional opportunity. The results of Ward and Sloane (2000, p. 296) partly support the
findings of the present study, arguing that female employees are less satisfied with their
promotion prospects and their job security than male employees.

Further, the research findings confirm hypothesis H2: “An employee who is strongly included
in the organisation’s crisis-solving process and leaves the organisation is more likely to be
female than male”. The study results confirm that female employees are more likely to leave
the organisation when they are more included in solving crisis problems, participate in new
projects, are encouraged by innovative work, and have more opportunities to constantly
communicate with the management and other employees in the processes for solving the
crisis problems compared to male employees. The results also reveal that female employees
are more included in solving crisis problems and make an important contribution to successful
resolution of the crisis.

Finally, the research findings do not support for hypothesis H3: “An employee with lower
turnover intentions who leaves the organisation is more likely to be female than male”;
namely, we reject it. Turnover intentions in the present study are not gender-specific. Studies
by Coomber and Barriball (2007, p. 308), Griepentrog, Harold, Holtz, Klimoski and Marsh (
2012, p. 741) and Dechawatanapaisal (2018, p. 1386) confirm the findings of the study,
arguing that their research did not find a significant relationship between gender differences
and turnover intentions.

Job satisfaction and employee inclusion in the organisation’s crisis-solving process are gender
differentiated. Awareness of the importance of gender differences in employee turnover
predictors can contribute to activities that prevent or lower female and male employees’
turnover during a crisis, thereby reducing brain drain from the organization. Moreover, the
study shows that gender can also play an important role in employees’ decision-making
process to leave the organisation. Self-perceived job satisfaction and inclusion in the
organisation’s problem-solving processes can significantly change female employees’
attitudes to their loyalty to their organisation.

6 Conclusion

In this study, gender differences were found in the employee-turnover predictors of job
satisfaction and employee inclusion in the organisation’s crisis-solving process. The greater
inclusion of female employees in the organisation’s crisis-solving process can cause an
overload of crisis resolution efforts and personal stress compared to male employees. Being
overloaded by the crisis resolution coupled with greater job dissatisfaction leads female
employees to leave the organisation. At the same time, female employees expect appropriate
opportunities for promotion, professional development, recognition of their work, freedom
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and independence at work, fair pay for fair work, and better relationships with their work
colleagues when they assume greater burdens for resolving the crisis facing the organisation,
yet they do not get them. Therefore, female employees are also more dissatisfied than their
male counterparts, in turn influencing females’ decision to leave the organisation.

The present study adds to theoretical understanding of gender differences in employee-
turnover predictors in an organisation during a crisis. The study also emphasises the
importance of gender differences while forming the decision to leave an organisation during a
crisis, which is a scarcely researched topic.

The findings of the study support Weisberg and Kirschenbaum’s (1993, p. 1002) claim that
gender differences must be considered while researching employee turnover. The originality
of this study lies in revealing gender differences in the inclusion of employee in the
organisation’s crisis-solving process as a predictor of employee turnover. The findings also
show that an employee who perceives they are more strongly included in the organisation’s
crisis-solving process and leaves their organisation is more likely to be female than male.
Female employees who perceive greater inclusion in resolving the crisis facing the
organisation by participating in associated problem-solving take on new crisis-related
projects, encourage innovative work, and participate in ongoing crisis-related
communications, which can lead to excess person stress and overload.

Nevertheless, gender differences are not commonly considered in employee-turnover studies.
The use of gender differences as the dependent variable in predicting leaving the organisation
undergoing a crisis is a novel contribution made to the investigation of employee turnover in
an organisation during a crisis.

Practical implications of our study for organisations include the awareness that females and
males hold different perceptions regarding the validation of job satisfaction and employee
inclusion in the organisation’s crisis-solving process. The organisation must take these
differences into account while planning and implementing crisis problem-solving activities
and maintaining the organisation’s resilience during a crisis.

The study has some limitations. The research model included three independent variables for
predicating employee turnover through gender differences. The findings imply that certain
personal, organisational and cultural factors can be included in a future research model. The
non-random sampling and small sample of employees limit the generalisability of the results
to the entire population of employees in Slovenia.

We suggest that future research conduct a longitudinal study of gender differences in leaving
the organisation before, during and after a crisis.
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Povzetek:
Razlike med spoloma pri dejavnikih prostovoljnega odhoda iz organizacij, ki
se soocajo s krizo

Raziskovalno vprasanje (RV): Ali obstajajo razlike med spoloma pri motivih za prostovoljni
odhod iz organizacije, ki se sooca s krizo?

Namen: Namen te raziskave je, ugotoviti razlike med spoloma pri dejavnikih, ki napovedujejo
odhod zaposlenih iz organizacije v kriznem obdobju.

Metoda: Retrospektivna raziskava je bila izvedena v Sloveniji in je vkljucevala 469 udelezencev,
ki so prostovoljno zapustili organizacijo. Za oceno faktorske strukture instrumenta je bila
uporabljena konfirmativna faktorska analiza. Z binarno regresijsko analizo smo ugotavljali razlike
med spoloma pri dejavnikih prostovoljnega odhoda iz organizacije: zadovoljstvo z delom,
vklju€enost zaposlenih v proces resevanja krize v organizaciji in namere za prostovoljni odhod iz
organizacije.

Rezultati: Rezultati so pokazali pomembne razlike med spoloma pri zadovoljstvu z delom in
vkljuéenosti zaposlenih v proces reSevanja krize. Zenske pogosteje kot moski prostovoljno
zapustijo organizacijo v krizi zaradi manjSega zadovoljstva pri delu in vecje vkljucenosti v proces
reSevanja krize v organizaciji.

Organizacija: Organizacije se lahko uspe$no spoprijemajo s krizami z nacrtovanjem in
izvajanjem specificnih aktivnosti glede na spol zaposlenih, in tako ohranjajo nizko stopnjo
prostovoljnih odhodov ter ohranjajo njeno odpornost.

Druzba: ZadrZevanje zaposlenih v organizaciji ter uporaba njihovega znanja in kompetenc, ne
glede na spol, prispeva k uspeSnemu resevanju krize. Druzba mora zagotoviti enake pogoje vsem
drzavljanom in zaposlenim tako, da jim omogoci sodelovanje v vseh dejavnostih, ki vodijo k
uspehu druzbe in organizacij.

Originalnost: Ta raziskava prispeva k razumevanju razlik med spoloma pri dejavnikih odhoda iz
organizacije v krizi.

Omejitve/nadaljnje raziskovanje: Raziskovali smo le tri dejavnike prostovoljnega odhoda iz
organizacije: zadovoljstvo pri delu, vklju€enost v proces resevanja krize in namero za prostovoljni
odhod. Uporaba nenaklju¢ne tehnike vzorcenja in majhen vzorec omejujeta posplosevanje nasih
rezultatov na celotno populacijo. Nadaljnje raziskave se lahko osredoto¢ijo na raziskovanje razlik
med spoloma pri prostovoljnih odhodih iz organizacije pred, med in po krizi.

Kljuéne besede: spol, prostovoljni odhod iz organizacije, namera za prostovoljni odhod iz
organizacije, zadovoljstvo pri delu, vkljucenost zaposlenih, organizacijska kriza.
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Statistika kriminala v letu 2020 v Sloveniji

Franc Brear
Fakulteta za organizacijske Studije v Novem mestu, Ulica talcev 3, 8000 Novo mesto,
Slovenija
franc.brcar@gmail.com

Povzetek:
Raziskovalno vprasanje (RV): Kak$no je bilo stanje na podro¢ju kriminala v letu 2020 v
Sloveniji?

Namen: Kriminal je zelo $kodljiva aktivnost v druzbi. Namen in cilj raziskave je narediti pregled
stanja na tem podrocju in predlagati predloge za izboljSanje.

Metoda: Uporabljena je bila frekvencna statistika in HI-kvadrat test. Ti dve statisticni metodi sta
relevantni za tovrstne raziskave.

Rezultati: Prikazana je statistika kriminala po demografskih podatkih in po vrsti kriminalnih
dejanj.

Organizacija: Rezultati so pomembni za policijo, sodii¢a in za izobraZevanje. Zenske so
pogosteje zrtve kaznivih dejanj v primerjavi z moskimi. Mlajsa in starejSa generacija sta pogosteje
zrtve kaznivih dejanj v primerjavi s srednjo generacijo.

Druzba: Zavedanje o tej problematike na ravni celotne druzbe je pomembno. Samo s tem lahko
izboljSsamo stanje.

Originalnost: Raziskava je pomembna za povecanje varnosti na ravni celotne druzbe.
Omejitve/nadaljnje raziskovanje: Uporabljeni so bili samo podatki za leto 2020. Potrebne so
poglobljene kvantitativne in kvalitativne analize.

Kljuéne besede: kriminal, kriminalci, varnost, policija.

1 Uvod

V vsaki druzbi se dogajajo pozitivne in tudi negativne aktivnosti. Tudi Slovenija in Slovenci
nismo pri tem izjeme. Vprasanje pa je, koliko je teh negativnih pojavov in kolik$no Skodo
povzrocajo. Zaradi kriminala trpijo posamezniki, druZine, organizacije in celotna druZzba.
Nasprotno pa se posamezniki, njihove druZine in organizacije s kriminalom lahko zelo
okoristijo. In to je bistvo vsakega kaznivega dejanja.

Raziskovalni problem ali raziskovalno vprasanje tega clanka je, kakSno je bilo stanje na
podrocju kriminala v Sloveniji v letu 2020. Raziskava je omejena samo na navedeno leto, saj
podatki za leto 2021 Se niso na razpolago.

Osnovni namen raziskave je prikazati statisticne podatke kaznivih dejanj v navedenem letu.
Cilj pa je prikazati znacilnosti ali trende teh aktivnosti.
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2 Teoreti¢na izhodisc¢a

Ministrstvo za notranje zadeve oz. Policija izvaja svoje aktivnosti, na internetni stani pa tudi
objavlja porocila in tudi izvorne podatke kaznivih dejanj (Ministrstvo za notranje zadeve,
2022). Podatki in porocila so pomembni za obves€anje in osves¢anje vseh zainteresiranih.

Zadnjih nekaj let se spopadamo s covid-19 krizo. Zanimivo je razmiSljanje, kako taka
epidemija vpliva na kazniva dejanja. Mesko in Urbas (2021, str. 24) ugotavljata padec Stevila
kaznivih dejanj na vseh policijskih upravah v letu 2020 primerjano z letom 2019, razen na
Generalni policijski upravi, kjer je prislo do povecanja.

Pomembno je tudi geografsko raziskovanje. Medij za neodvisno novinarstvo — podcrtano.si.
(2016) navaja: »Kocevju med kraji z najved nasilja sledijo Crnomelj, Piran, Maribor in
Gornja Radgona. Med kraji z najmanj nasilja pa so Idrija, Trzi¢, Skofja Loka, Ilirska Bistrica
in Ajdovsc¢ina.«. Po analizi stanja in identifikaciji vzrokov lahko — seveda ¢e zelimo — stanje
hitro izboljSamo.

Kazniva dejanja lahko obravnavamo na razli¢ne nacine, glede na neodvisne spremenljivke oz.
dejavnike. Pogosto jih obravnavamo glede na razli¢ne demografske podatke. Schiks, van de
Weijer in Leukfeldt (2022, str. 3—6) so raziskovali, kako intelektualne sposobnosti vplivajo na
kriminalna dejanja in Se posebej na visoko-tehnoloski kriminal. Poleg tega, lahko pri
raziskovanju kaznivih dejanj uporabljamo vse raziskovalne metode. Najbolj razsirjene so
kvantitativne metode, s tem, da lahko s kvalitativnimi metodami odkrijemo Se bolj
poglobljene rezultate. Ta ko so npr. Agarwal, Nagpal in Sehgal (2013, str.1-4) uporabili
analizo grozdov (cluster analysis — clustering), ki je med statisticnimi metodami redkeje
uporabljena.

Glede na teoreti¢na izhodiS¢a in samo naravo raziskave definiramo dve hipotezi:

Hipoteza 1: Zenske so pogostejse Zrtve kaznivih dejanj v primerjavi z moskimi.

Hipoteza 2: MlajSa in starejSa generacija sta pogostejsi zrtvi kaznivih dejanj v primerjavi s
srednjo generacijo.

3 Metoda

V raziskavi smo uporabili podatke Ministrstva za notranje zadeve (2022), ki so dostopni na
njihovi internetni strani. Podatki so v datoteki v CSV (Comma-Separated Values) formatu.
Vseh zapisov, ki so se zgodili v letu 2020, je bilo 61.574. To pomeni, da je bilo toliko
udeleZzenih oseb v kaznivih dajanjih, samih kaznivih dejanj pa je bilo 39.400. Pri enem
kaznivem dejanju lahko sodeluje veC oseb in pravna oseba je vodena kot ena oseba. V
podatkovni datoteki je triintrideset spremenljivk, v analizi pa je bilo uporabljenih naslednjih
dvajset: (1) datum storitve kaznivega dejanja (MM.LLLL); (2) ura storitve kaznivega dejanja
(intervali); (3) dan v tednu; (4) PU storitve kaznivega dejanja; (5) atribut o tem, ali je
osumljenec policiji znan ali ne (povratnik); (6)klasifikacija kaznivega dejanja
(zakon/Clen/odstavek/tocka/alinea - tekst Clena); (7) vrsta kriminalitete (splosna/gospodarska);
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(8) vrsta  kriminalitete  (organizirana);  (9) vrsta  kriminalitete = (mladoletniska);
(10) dokoncanost kaznivega dejanja; (11) podroben opis prizoris¢a kaznivega dejanja;
(12) kot kaj nastopa oseba v kaznivem dejanju; (13) starostni razred, ki mu oseba pripada ob
storitvi kaznivega dejanja; (14) spol; (15) drzavljanstvo osebe (samo slovensko ali tuje);
(16) poskodba osebe; (17) vpliv alkohola; (18) vpliv mamil; (19) pripadnost organizirani
zdruzbi in (20) materialna Skoda v EUR.

Za analizo je bila uporabljena frekvencna statistika, HI-kvadrat test in prikaz rezultatov s
kontingen¢nimi tabelami. Vsi rezultati so prikazani v tabelarni obliki. Vsi podatki niso
popolni. Tako so v tabelah prikazani »veljavni« in »manjkajo¢i« podatki. Za manjkajoce
podatke velja, da polje ni bilo izpolnjeno. Za to obstajajo razlicni vzroki, npr. da stanja ni
poznano. ManjkajocCih vrednosti je praviloma manj kot en odstotek, tako da to ne vpliva na
celoten rezultat.

Podatki so bili pridobljeni na uradni strani Ministrstva za notranje zadeve. Podatki se zbirajo
ob intervencijah policije pri kaznivih dejanjih. Zato lahko z gotovostjo trdimo, da so podatki
zanesljivi in veljavni.

Na sliki 1 je prikazan model raziskave. Zanima nas predvsem ogrozenost zaradi kaznivih
dejan glede na spol in starost.

UdeleZenec
kaznivega dejanja

(Zrtev ali drugo) \
- H2
Starostna skupina
Spol (Mlajsa, srednja ali
(Moski ali Zenska) starejSa)

Slika 1. Model raziskave

4 Rezultati
4.1 Analiza oseb udeleZenih v kaznivih dejanjih

Vseh oseb udeleZenih v kaznivih dejanja je bilo v Sloveniji v letu 2020 61.574 (Tabela 1). Pri
tem za 384 (0,6 %) oseb ni podatka, za kakSno vrsto osebe gre. Za 61.190 oseb pa vemo,
kakSen je bil njihov status v kaznivem dejanju. 40.220 oz. 65,3 % od vseh je bilo nedolznih
zrtev, 14.081 (22,9 %) pa ovadenih osumljencev. Ostalih, npr. neoskodovanih udeleZencev je
bilo 6.672 (10,8 %). Neovadenih osumljencev je bilo 217 oz. 0,4 %. Vloge so take kot so.
Komentiramo lahko, da je vec kot 60.000 oseb udelezenih v kaznivih dejanjih v enem letu na
dva milijona Slovencev verjetno velika Stevilka. Pozitivno je, da je Stevilo neovadenih
osumljencev relativno nizko. Idealno bi bilo, da bi bila ta vrednost enaka ni¢.
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Tabela 1. Vrsta osebe

Podatki Odgovor Frekvenca Delez[ %]

Zrtev 40220 65,3
Ovadeni osumljenec 14081 22,9

Veljavni Ostalo 6672 10,8
Neovadeni osumljenec 217 0,4
Skupaj 61190 99,4

Manjkajo¢i  Ni podatka 384 0,6

Skupaj 61574 100,0

V tabeli 2 so prikazani starostni razredi udelezencev kaznivih dejanj. Pravne osebe ne
upostevamo. Najpogosteje sodelujejo v kaznivih dejanjih osebe v starosti od 34 do54 let. Teh
je skupaj 24.617 oz. 39,9 %. To sovpada s podatkom, da je povpre¢na starost v Sloveniji 43,8

let (Statisti¢ni urad Republike Slovenije, 2022).

Tabela 2. Starostni razred udelezencev

Podatki Odgovor Frekvenca Delez[ %]
Pravna oseba 12652 20,5

34-44 11965 19,4

44-54 9008 14,6

24-34 8691 14,1

54-64 5756 9,3

Nad 64 5163 8,4

Veljavni 18-24 3951 6,4
07-14 1276 2,1

16-18 1033 1,7

14-16 854 1.4

00-07 798 1,3

Nezanesljiv podatek 38 0,1

Ni pojava 5 <0,05

Skupaj 61190 99,4

Manjkajo¢i Ni podatka 384 0,6
Skupaj 61574 100,0

Moz udelezenih v kaznivih dejanjih je bilo 53,9 %, Zensk pa 24,9 % (Tabela 3). Zensk je bilo

vec¢ kot polovico manj, kar pomeni, da je kriminal v moski domeni.

Tabela 3. Spol udelezencev

Podatki Odgovor Frekvenca Delez[ %]
Moski 33190 53,9

Veljavni Zenski 15345 24,9
Pravna oseba 12652 20,5

Skupaj 61187 99,4

Manjkajo¢i  Ni podatka 387 0,6
Skupaj 61574 100,0

V tabeli 4 so prikazane osebe po drzavljanstvu. Slovencev je bilo 55.510, tujih drzavljanov pa

5.680. Tujcev je bilo 9,2 %. Kako je mogoce, da drzava dovoli, da je v kaznivih dejanjih
skoraj deset odstotkov tujcev? Logicno bi bilo, da bi bil delez tujcev nizji. In normalno bi
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bilo, da bi se tujci v svojih drzavah ukvarjali s kaznivimi dejanji in ne da za to uporabljajo
Slovenijo.

Tabela 4. Drzavljanstvo udelezencev

Podatki Odgovor Frekvenca Delez[ %]
Slovensko 55510 90,2

Veljavni Tuje 5680 9,2
Skupaj 61190 99,4

Manjkajo¢i  Ni podatka 384 0,6
Skupaj 61574 100,0

V vecini kaznivih dejanj ni poskodovanih oseb (43,7 %). Poleg tega imamo v tabeli 5
navedeno, da za kar 54,5 % oseb ni podatka o poskodbi. Vseh skupaj je bilo poskodovanih
1.091, kar je zelo veliko. Devetintrideset osebe je pri tem izgubile zivljenje.

Tabela 5. Poskodbe udelezencev

Podatki Odgovor Frekvenca Delez[ %]
Brez poskodbe 26911 43,7

Lahka telesna poskodba 949 1,5

Veljavni Huda telesna poskodba 99 0,2
Smrtna poskodba 39 0,1

Posebno huda telesna poskodba 4 <0,05

Skupaj 28002 45,5

Manjkajo¢i Ni podatka 33572 54,5
Skupaj 61574 100,0

V tabeli 6 je prikazana prisotnost alkohola pri kaznivem dejanju. Alkoholiziranih je bilo 73
oseb o0z. 0,1 % od vseh udelezencev kaznivih dejan;.

Tabela 6. Vpliv alkohola

Podatki Odgovor Frekvenca Delez[ %]
Ne 17536 28,5

Veljavni Da 73 0,1
Skupaj 17609 28,6

Manjkajo¢i Ni navedeno 43965 71,4
Skupaj 61574 100,0

Se manijsi je delez mamil. Razgirjenost mamil je manj$a od alkohola. Pri sedemnajstih osebah
je bila ugotovljena prisotnost mamil (Tabela 7). Pri vplivu alkohola in mamil je velik delez,
da podatek ni naveden (manjkajo¢a vrednost). Za alkohol 71,4 % in za mamila 71,5 %.
Podatek ni naveden, ker preverjanje alkohola in/ali mamil ni bilo izvedeno.

Tabela 7. Vpliv mamil

Podatki Odgovor Frekvenca Delez] %]
Ne 17509 28,4

Veljavni Da 17 <0,05
Skupaj 17526 28,5

Manjkajo¢i Ni navedeno 44048 71,5
Skupaj 61574 100,0
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V tabeli 8 je prikazano, da je 597 oseb pripadalo organiziranim kriminalnim zdruzbam. Delez
en odstotek je relativno nizek, vendar je potrebno povedati, da so organizirane druzbe bolj
agresivne in nasilne, kot pa posamezniki pri kaznivih dejanjih. Poleg tega gre pri
organiziranih zdruzbah tudi za vec¢ja oskodovanja in za najbolj huda kazniva dejanja.

Tabela 8. Organizirana zdruzba

Podatki Odgovor Frekvenca Delez[ %]
Ne 60593 98,4

Veljavni Da 597 1,0
Skupaj 61190 99,4

Manjkajo¢i  Ni podatka 384 0,6
Skupaj 61574 100,0

Pri 31.807 oz. 51,7 % osebah ni bilo povzrocene Skode. Najvec je bilo kaznivih dejanj, kjer je
bila povzrocena Skoda med 100 € in 1.000 €. Samo Stirinajst oseb je bilo udelezenih v
kaznivih dejanjih s povzrogeno $kodo veé kot 500.000 € (Tabela 9). Stevilo je relativno
majhno, tu so tudi pravne osebe, zneski oSkodovanja pa so lahko Se bistveno vis§ji. In tu
citirajmo zurnal24.si (2020), ki citira eksperta za finan¢ni kriminal Simic¢a: »Simi¢ ocenjuje,
da imajo Slovenci do 20 milijard evrov gotovine sumljivega izvora.«. Izraz »sumljiv izvor«
verjetno lahko nadomestimo z izrazom »ukraden izvor«, da bo zadeva bolj razumljiva.

Tabela 9. Povzrocena Skoda

Podatki Odgovor Frekvenca Delez[ %]
Brez 31807 51,7

100 - 1.000 € 14257 23,2

Do 100 € 8170 13,3

Veljavni 1.000 - 10.000 € 5955 9,7
10.000 - 100.000 € 908 1,5

100.000 - 500.000 € 79 0,1

Nad 500.000 € 14 <0,05

Skupaj 61190 99.4

Manjkajo¢i  Ni podatka 384 0,6
Skupaj 61574 100,0

V tabeli 10 je prikazana kontingencna tabela in HI-kvadrat test, katerega zapiSemo v sledeci
obliki: ¥*(6)=10.103,024, p<0,001. Test je statisticno znacilen. Predvsem nas zanima odnos
spola proti vlogi osebe v kaznivem dejanju. Od vseh Zensk jih je 75,0 % v vlogi Zrtve
kaznivega dejanja, nasprotno je moz, ki so Zrtve samo 49,7 %. Hipotezo 1, da so Zenske
pogostejSe zrtve kaznivih dejanj v primerjavi z moskimi, lahko s tem potrdimo.

Ovadenih osumljencev pa je med moskimi kar 35,5 %, med vsemi Zenskami pa samo 13,3 %.
Iz tega lahko potrdimo, da so moski pogosteje ovadeni osumljenci, Zenske pa nedolzne Zrtve.
Se bolj izrazito pa je pri pravnih osebah. Od vseh pravnih oseb, ki so se znasle v kaznivem
dejanju, jih je bilo kar 96,6 % v vlogi Zrtve. Zaklju¢imo lahko, da so pravne osebe bol]
ranljive in da so zato pogosto tar¢a kaznivih dejan;.

98



Revija za univerzalno odli¢nost / Journal of Universal Excellence, Clanek / Article
Junij /June 2022, leto / year 11, stevilka / number 2, str. / pp. 93-105.

Tabela 10. Povezava med vrsto osebe in spolom

Spol .

Moski Pravna oseba Zenski Skupaj

Neovadeni osumljenec Frekvenca 153 9 33 217
% po Spolu 0,5 0,1 0,4 0,4

Ostalo Frekvenca 4752 179 1741 6672

% po Spolu 14,3 1,4 11,3 10,9

Vrsta osebe

Ovadeni osumljence Frekvenca 11794 246 2041 14081
% po Spolu 35,5 1,9 13,3 23,0
Frtev Frekvenca 16491 12218 11508 40217
% po Spolu 49,7 96,6 75,0 65,7
Skupai Frekvenca 33190 12652 15345 61187
% po Spolu 100,0 100,0 100,0 100,0

V tabeli 11 je prikazan odnos med starostnimi razredi in vlogami oseb v kaznivih dejanjih.
HI-kvadrat test je statisti¢no znacilen: ¥*(36)=11.351,272, p<0,001. Kot ovadeni osumljenci
izstopata dve starostni skupini: 17-18 let z 42,0 % in 19-24 let z 43,0 %. Nasprotno pa kot
Zrtev najmlajsi do Stirinajstega leta starosti: 0-7 let 7 99,7 % in 8-14 let z 99,6 % in starejsi od
Stiriinpetdeset let: 55-64 let z 68,2 % in nad 64 let z 77,5 %. Najbolj ranljivi so najmlajsi in
najstarejsi, najbolj kriminalno nastrojeni pa so tisti v najbolj ustvarjalnih letih. Hipotezo 2, da
sta mlajSa in starejSa generacija pogostejSi zrtvi kaznivih dejanj v primerjavi s srednjo
generacijo, s tem potrdimo.

Tabela 11. Povezava med vrsto osebe in starostnim razredom

Starostni razred [let]

Vrsta osebe 00-07  08-14 1516 17-18 1924 2534 3544 4554  55-64  Nad 64

Neovadeni f 0 1 4 1 8 42 66 45 27 14
osumljenec %] <0,05 0,1 0,5 0,1 0,2 0,5 0,6 0,5 0,5 0,3
Ostalo f 2 3 146 154 558 1260 1825 1208 750 583

%] 0,3 0,2 17,1 14,9 14,1 14,5 15,3 13,4 13,0 11,3
Ovadeni f 0 1 276 434 1698 3377 4096 2320 1053 564
osumljenec %] <0,05 0,1 32,3 42,0 43,0 38,9 34,2 25,8 18,3 10,9
Frtey f 796 1271 428 444 1687 4012 5978 5435 3926 4002

%] 99,7 99,6 50,1 43,0 42,7 46,2 50,0 60,3 68,2 71,5
Skupaj f 798 1276 854 1033 3951 8691 11965 9008 5756 5163

%] 100,0 100,0 100,0 100,0 100,0 100,0 100,0 100,0 100,0 100,0

Opomba. Frekvence (f) in delezi (f{%]) za YNI PODATKA«, »NI POJAVA« in PRAVNA OSEBA« niso prikazani.

4.2 Analiza kaznivih dejanj

Do sedaj smo obravnavali osebe udeleZene v kaznivih dejanjih, od tu naprej pa obravnavamo
samo kazniva dejanja. Dejanj ali dogodkov je manj kot oseb in sicer 39.400 v letu 2020.
Zanimivo je, da je najve¢ kaznivih dejanj v prvih dveh mesecih leta, najmanj pa v zadnjih
treh. V sredini leta pa ne zasledimo zakonitosti. O¢itno so bili nepridipravi najbolj aktivni v
zacetku leta (januar in februar), konec leta jim je zagon poSel (oktober, november in
december) (Tabela 12).
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Tabela 12. Mesec storitve kaznivega dejanja

Mesec Frekvenca Delez[%]
Januar 4655 11,8
Februar 4347 11,0
Juljj 4038 10,2
Junij 3933 10,0
Maj 3709 9,4
Avgust 3566 9,1
Marec 3510 8,9
September 3321 8,4
April 3083 7,8
Oktober 2879 7,3
November 1705 43
December 654 1,7
Skupaj 39400 100,0

V tabeli 13 so prikazane frekvence kaznivih dejanj po Casovnih intervalih dneva. Najvec
kaznivih dejanj se zgodi med 24:00 in 1:00, najmanj pa zjutraj med 1:00 in 5:00, v Casu za
spanje.

Tabela 13. Ura storitve kaznivega dejanja

Ura Frekvenca Delez[ %]

00:00-00:59 3286 8,3

Prvih pet ¢asovnih intervalov z najvecjo 10:00-10:59 2316 2.9

frekvenco pojavljanja 12:00-12:59 2279 2.8

15:00-15:59 2271 5,8

18:00-18:59 2256 5,7

05:00-05:59 531 1,3

.. o . . 01:00-01:59 523 1,3
Zadnjih pet ¢asovnih intervalov z najmanj$o ’

frekVJench) pojavljanja e 02:00-02:59 461 1,2

03:00-03:59 445 1,1

04:00-04:59 414 1,1

Opomba. Navedene so samo frekvence prvih pet in zadnjih pet Casovnih intervalov.

Ce gledamo aktivnosti po dnevih (Tabela 14), je nedelja dan za poé¢itek tudi za kriminalce. Ob
nedeljah se je zgodilo samo 4.271 kaznivih dejanj, kar predstavlja 10,8 odstotka. To je
bistveno manj od ponedeljka, ki je najbolj aktiven dan v tednu s 6.355 kaznivih dejanj
(16,1 %).

Tabela 14. Dan storitve kaznivega dejanja

Dan v tednu Frekvenca Delez[%]
Ponedeljek 6355 16,1
Petek 6253 15,9
Sreda 5979 15,2
Torek 5802 14,7
Cetrtek 5695 14,5
Sobota 5045 12,8
Nedelja 4271 10,8
Skupaj 39400 100,0

Policijska uprava Ljubljana je najvecja v Sloveniji, zato je tudi njen deleZ najvecji in sicer
39,5 % kaznivih dejanj (Tabela 15).
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Tabela 15. Policijske uprave storitve kaznivega dejanja

Policijska uprava Frekvenca Delez[%]
PU Ljubljana 15555 39,5
PU Maribor 5307 13,5
PU Celje 4926 12,5
PU Novo mesto 4411 11,2
PU Koper 3038 7,7
PU Kranj 2701 6,9
PU Nova Gorica 1495 3,8
PU Murska Sobota 1448 3,7
Ni Podatka 467 1,2
GPU 52 0,1
Skupaj 39400 100,0

Opomba. PU policijska uprava, GPU generalna policijska uprava.

Tabela 16 prikazuje, ali je storilec policiji znan (povratnik), ali ne. Od vseh oseb udelezenih v
kaznivih dejanjih je kar 7 % povratnikov.

Tabela 16. Povratnik

Povratnik Frekvenca Delez[ %]
Ne 36651 93,0
Da 2749 7,0
Skupaj 39400 100,0

Se slabie je z ovadenimi osumljenci. Povratnikov je 18,7 %. Tukaj si lahko postavimo
vprasanje, kako deluje prevzgoja. Podobno je z neovadenimi osumljenci (15,6 %), zanimiv pa
je tudi delez povratnikov med zrtvami (4,5 %). Oc¢itno je med nedolznimi zrtvami precej
takih, ki so bili v preteklosti v vlogi ovadenega osumljenca, oz. so policiji poznani (Tabela
17).

Tabela 17. Povezava med vrsto osebe in ali je oseba poznana policiji (povratnik)

Vrsta osebe

Neovz.ldeni Ostalo Ovz}deni Frtev Skupayj
osumljenec osumljenec

Da Frekvenca 14 153 1260 1322 2749
Povratnik % po Vrsta osebe 15,6 5,9 18,7 4.5 7,0
Ne Frekvenca 76 2451 5473 28267 36267
% po Vrsta osebe 84,4 94,1 81,3 95,5 93,0
Skupaj Frekvenca 90 2604 6733 29589 39016
% po Vrsta osebe 100,0 100,0 100,0 100,0 100,0

Iz tabele 18 vidimo, da je v kategoriji tatvin 44,7 % kaznivih dejanj, precejSen delez (1,9 %)
pa pripada neupraviceni proizvodnji in prometu s prepovedanimi drogami in nedovoljenimi
snovmi.
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Tabela 18. Opis kaznivega dejanja

Opis po kazenskem zakoniku Frekvenca  Delez[%]
KZ12/204*/2/S/ - Tatvina 6848 17,4
KZ12/205%/1/1 S/ - Velika tatvina 5762 14,6
KZ12/204*/1/S/ - Tatvina 5008 12,7
KZ12/220%*/1// - Poskodovanje tuje stvari 3008 7,6
KZ12/191*/1// - Nasilje v druzini 1138 2,9
KZ15/135+/1// - Groznja 879 2,2
KZ12/208*/5/S/ - Zatajitev 853 2,2
KZ12/211%/1/S/ - Goljufija 795 2,0
KZ12/186*/1// - Neupravicena proizvodnja in promet s prepovedanimi drogami, ... 763 1,9
KZ12/211*/5/S/ - Goljufija 721 1,8

Opomba. Navedenih je samo prvih deset opisov kaznivih dejanj po frekvenci pojavljanja.

Od vseh kaznivih dejanj je bilo gospodarskega kriminala 7,3 %, organiziranega kriminala
0,8 % in mladoletniskega kriminala 2,1 % (Tabela 19). Gospodarskega kriminala je veliko in
pri tem so tudi oSkodovanja velika. Organiziranega kriminala je v delezu relativno malo, je pa
to najhujsa oblika kriminala. Zaskrbljujo¢ je tudi delez mladoletniskega kriminala. V podrocje
kaznivih dejanj sodi tudi korupcija, kjer je Slovenija v zadnjem letu nazadovala in se uvrstila
na 41. mesto indeksa koruptivnosti (zurnal24.si, 2022).

Tabela 19. Vrsta kriminala

Vprasanje Odgovor Frekvenca Delez[%]
Splosna 36529 92,7
Gospodarski  Gospodarska 2871 7,3
Skupaj 39400 100,0
Splosna 39072 99,2
Organiziran ~ Organizirana 328 0,8
Skupaj 39400 100,0
Splosna 38573 97,9
Mladoletniski Mladoletniska 827 2,1
Skupaj 39400 100,0

V tabeli 20 so podani opisi krajev kaznivih dejanj in sicer prvih deset po frekvenci
pojavljanja. Izrazito na prvem mestu so nastanitveni prostori. Kazniva dejanja so se zgodila v
njih 12.850-krat, kar prestavlja 32,6 odstotka. Veliko kaznivih dejanj se zgodi v druZinskem

krogu.
Tabela 20. Opis kraja kaznivega dejanja

Opis kraja Frekvenca Delez[%]
Nastanitveni prostor z neposredno okolico (dvorisce, vrt ipd.) 12850 32,6
Obmocje prometa 7105 18,0
Prodajni prostor 6857 17,4
Ostalo 4065 10,3
Prostor za Sport, rekreacijo, zabavo 1521 3,9
Naravna povr§ina 1481 3,8
Posebej (za)varovano obmocje 711 1,8
Prostor za industrijsko, kmetijsko ali obrtno proizvodnjo in storitve 664 1,7
Prostor za denarno-financne storitve 597 1,5
Prost. Za vzgojnovar. In izobr. Dej. Z nepos. Okol.(dvorisce,Sol.igr.) 554 1,4

Opomba. Navedenih je samo prvih deset opisov krajev kaznivih dejanj po frekvenci pojavljanja.
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S Razprava

Vseh udelezencev je bilo v kaznivih dejanjih v letu 2020 61.574. Ce nas je cca. 2 milijona
Slovenceyv, je to 3,1 %, kar je nenormalno veliko. O¢itno so v Sloveniji ugodne okolis¢ine za
vse vrste kriminala. V kaznivih dejanjih so zastopane vse starostne skupine, najbolj dejavni pa
so v starosti med 34 in 54 let. Zenske precej zaostajajo za moskimi, a se ta zaostanek skladno
z enakopravnostjo zmanjSuje. Nelogi¢no velik je tudi delez tujcev v kaznivih dejanjih.
Vsekakor bi bilo zazeleno, da se s tovrstno dejavnostjo ukvarjajo doma in ne v Sloveniji.
Alkohol, mamila in druge opojne substance pogosto botrujejo kaznivim dejanjem. Skladno z
globalizacijo, se tudi pri nas vse bolj dejavne organizirane kriminalne zdruzbe, rezultat
kaznivih dejanj pa so poSkodovane oseba in/ali materialna (denarna) skoda. Ugotovili smo, da
so za kazniva dejanja najbolj ranljive pravne osebe in Zenske glede na spol, glede na starost pa
otroci in starejSe osebe.

Kaznivih dejanj je bilo manj kot oseb udelezenih v njih in sicer 39.400. Najve¢ kaznivih
dejanj se zgodi v zacetku, najmanj pa na koncu leta. Pono¢i oz. v zgodnjih jutranjih urah je
najmanj kaznivih dejanj. V dnevih v tednu pa sta najbolj intenzivna ponedeljek in petek.
Najvec dela imajo na Policijski upravi Ljubljana. Povratniki predstavljajo velik delez oseb
udelezenih v kaznivih dejanjih, pri ¢emer je najvecji delez povratnikov med ovadenimi
osumljenci. Po Stevilu so med kaznivimi dejanji najstevilénejse tatvine. Po vsej verjetnosti se
bo druzba v prihodnje Se pogosteje ukvarjala z gospodarskim kriminalom, organiziranim
kriminalom, mladostniskim kriminalom in kaznivimi dejanji, ki se zgodijo v nastanitvenih
prostorih oz. v druzini.

6 Zakljucek

Rezultati kazejo, da je kaznivih dejanj v Sloveniji veliko in preveC. Pri tem nastajajo
poskodbe udeleZencev in materialna skoda. S tem so prizadeti posamezniki, njihove druZine
in druzba kot celota. Najpomembnej$i ugotovitvi raziskave sta: (1) Zenske so pogostejSe zrtve
kaznivih dejanj v primerjavi z moSkimi in (2) mlajSa generacija do 14 let in starejSa
generacija nad 45 let sta pogostejsi zrtvi kaznivih dejanj primerjano s srednjo generacijo.

Tovrstno raziskovanje je pomembno, da dobimo vpogled v stanje na tem podrocju. Z
raziskavo zelimo vplivati na posameznike in na celotno druzbo. Rezultate lahko uporabi
policija, izobraZevane ustanove, organi pregona, itd.

V raziskavi smo uporabili samo podatke za leto 2020, saj za leto 2021 $e niso na razpolago. V
prihodnje bo potrebno izvesti Se bolj poglobljene analize in priporocljivo bi bilo narediti
raziskave za daljSe ¢asovno obdobje. Samo na tak nac¢in dobimo trende, ali se stanje slabsa ali
izboljSuje. Podobno bi bilo priporocljivo narediti primerjavo med Slovenijo in drugimi
drzavami ali s celotnim svetom. Samo tako bi dobili sliko, kje se nahajamo v primerjavi z
drugimi. Potrebno pa bo narediti tudi ve¢ kvalitativnih raziskav. Zdaj, ko zivimo v
demokraciji in zdaj, ko so na vse mogoce nacine zagotovljene ¢lovekove pravice, bi moralo
biti kaznivih dejanj manj, kot jih je bilo v preteklosti.
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Abstract:
Crime Statistics in Slovenia in 2020

Research Question (RQ): What was the situation of crime in Slovenia in 20207

Purpose: Crime is a very harmful activity in society. The purpose and goal of the research is to
review the situation in this area and make suggestions for improvement.

Method: Frequency statistics and the chi-squared test were used. These two statistical methods are
relevant for this type of research.
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Results: Crime statistics are presented by demographic characteristics and by type of crime.
Women are more likely to be victims of crime than men. The younger and older generations are
more likely to be victims of crime than the middle generation.

Organization: The results are important for the police, the courts, and the educational system.
Society: Raising awareness of the issue throughout society is important. Only in this way we can
improve the situation.

Originality: The research is important for increasing security at the level of the whole society.
Limitations/further research: Only data from 2020 was used. An in-depth quantitative and
qualitative analysis is needed.

Keywords: crime, criminals, security, police.
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Povzetek:

Raziskovalno vprasanje (RV): Kak$ne so moznosti za integracijo procesov dolgotrajne oskrbe in
kaksne so posledice za oskrbo starej$ih oseb v domac¢em okolju?

Namen: Raziskati moZnosti za izboljSanje kakovosti in uspesnosti dolgotrajne oskrbe v doma¢em
okolju z osredinjenostjo na prejemnika storitev. Cilj je analizirati obstojece procese teh storitev, ki
jih izvajajo formalni izvajalci. Prav tako na osnovi popisa procesov in analize oblikovati predloge
za integracijo procesov ter podati hipoteticno oceno uéinkovitosti prenovljenega procesa.

Metoda: Narejen je predlog modela prenovljenega procesa dolgotrajne oskrbe z uporabo eEPC
pristopa k modeliranju procesov.

Rezultati: Narejen je popis procesov za pomo¢ na domu in patronazno varstvo. Oblikovan je
predlog prenovljenega procesa dolgotrajne oskrbe oseb v domacem okolju, ki vkljucuje tudi
nekatere kljuéne usmeritve novega zakona na podrocju dolgotrajne oskrbe. Z integracijo in prenovo
procesov se je zmanjsalo Stevilo zaCetnih in zakljuénih dogodkov in dogodkov v procesu, stevilo
aktivnosti in odlocitev. Ocena financnega ucinka integracije procesov oskrbe je narejena
hipotetiénem primeru. Stroski oskrbe bi bili nizji skoraj za 20 %, Stevilo delovnih ur formalnih
izvajalcev pa bi se zmanjSalo za 7 ur na mesec.

Organizacija: Z integracijo storitev oskrbe oseb v domacem okolju in prenovo procesov je mozno
dosegati visjo kakovost storitev, optimizacijo kadrovskih virov in ve¢jo stroskovno ucinkovitost.
Druzba: S sistemati¢nim prouc¢evanjem procesov dolgotrajne oskrbe, integracije in optimizacije se
lahko zagotavlja kakovostna in kontinuirana oskrba, ki podpira samostojnost posameznika pri skrbi
zase. To lahko pozitivno vpliva na kakovost zivljenja prejemnikov oskrbe in lai¢nih oskrbovalcev.
Prenovljen proces lahko pozitivno vpliva na druzbene izdatke.

Originalnost: Po naSem najboljSem vedenju do sedaj ni bil narejen popis procesov v patronaznem
varstvu ali v pomoc¢i na domu. Z implementacijo Zakona o dolgotrajni oskrbi v domacem okolju se
bo lahko predlog procesa dolgotrajne oskrbe preverjal in smiselno dopolnjeval.
Omejitve/nadaljnje raziskovanje: Model Se ni preizkusen v praksi. S testiranjem in uporabo se
bodo lahko razkrile pomanjkljivosti prenovljenega procesa. Njegovo kontinuirano nadgrajevanje,
osnovano tudi na raziskovanju posameznih elementov modela procesa, bo lahko zagotavljalo
dolgorocno uspesnost modela procesa. Za to je pomembno nadaljnje proucevanje dejanskih
finan¢nih in drugih u€inkov predlaganega modela procesa prek strukturnih kazalnikov uc¢inkovitosti
prenove procesa.

Kljucne besede: dolgotrajna oskrba, starejsi odrasli, pomo¢ na domu, patronazno varstvo, prenova
procesov, integracija.
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1 Uvod

Razvite druzbe se soocajo s problematiko staranja prebivalstva. Povecuje se predvsem delez
oseb, starejsih od 80 let, in s tem stroski dolgotrajne oskrbe (DO) (He et al., 2016; Vogelsang
et al., 2019; Xu & Chen, 2019). Tudi v Sloveniji delez starejSih intenzivno naras$¢a. V zadnji
polovici leta 2021 je bilo starejSih od 65 let 20,9 % prebivalcev in 5,5 % starejSih od 80 let
(Statisticni urad Republike Slovenije, 2021). S staranjem prihaja do upada fizicne moci
posameznikov, kar slabsa njihovo sposobnost samooskrbe. Vecja prisotnost predvsem
kroni¢nih zdravstvenih tezav, tudi multimorbidnosti in posledi¢ne polifarmacije, s tem tudi
slabse fizicne zmoznosti, lahko vodijo v manjSanje socialne mreze in slabsanje psihofizicnega
pocutja.

Zaradi aktualnih demografskih sprememb in modernega nacina Zivljenja vedno vec starejSih
oseb zivi samih, kar pomeni odsotnost lai¢nih oskrbovalcev. Zagotavljanje formalnih storitev
DO zato postaja pomembna naloga sodobnih druzb.

V Sloveniji se podrocje DO sistemsko ureja s sprejetim zakonom v decembru 2021. Izvajanje
DO v domacem okolju se bo skladno z zakonom pricelo 1. 7. 2024 (Zakon o dolgotrajni oskrbi,
2021). Storitve DO se do takrat izvajajo v lo¢enih sistemih socialne varnosti, ki jih ureja desetih
podro¢nih zakonskih in podzakonskih aktov (Nagode et al., 2014). V izvajanje DO na domu se
vklju€ujejo lai¢ni (npr. prostovoljci, svojci) in strokovni izvajalci s podrocja zdravstva in
socialnega varstva.

Cilj zdravstvenega in socialnega varstva mora biti ve€anje prilagodljivosti sistemov oskrbe,
glede na potrebe ljudi, vrednote in tudi Zelje. BoljSe prilagajanje sistemov oskrbe lahko
izvajalcem omogoci, da se na potrebe ljudi odzovejo na razlicne nacine, kar omogoca vecjo
individualizacijo oskrbe (Bridges et al, 2019). Z namenom boljSega in financno
ucinkovitejSega prilagajanja storitev je smiselno raziskati procese DO in oblikovati moznosti
za optimizacijo.

2 Teoreti¢na izhodisc¢a

Prvi slovenski zakon na podro¢ju DO opredeljuje to kot niz ukrepov, storitev in aktivnosti,
namenjenih osebam, ki so zaradi posledic bolezni, starostne oslabelosti, poSkodb, invalidnosti,
pomanjkanja ali izgube intelektualnih sposobnosti v daljSem ¢asovnem obdobju, ki ni krajse od
treh mesecev, ali trajno odvisne od pomoc¢i drugih oseb pri dnevnih opravilih (Zakon o
dolgotrajni oskrbi, 2021). Aktualni zakon navaja, da se DO lahko izvaja v instituciji ali na
domu. Poleg nezadostnega Stevila institucij za namestitev oseb, ki potrebujejo pomoc pri
dnevnih opravilih, sta argumenta za spodbujanje DO na domu tudi preferenca starejSih oseb za
staranje v domacem okolju in njithova moc¢na navezanost na domace okolje (Hvali¢ Touzery,
2007; Kerbler et al., 2017).
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Potrebe oseb, vkljuc¢enih v DO, lahko definiramo v okviru primanjkljaja na podro¢ju osnovnih
dnevnih opravil (ODO) in na podroc¢ju podpornih dnevnih opravil (PDO