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Developments at a Glance

Belgium:
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Following the acceptance of two legislative proposals and a number of proposals for royal decrees to implement the Belgian Action Plan for
Employment, numerous measures can now be initiated, amongst other things to prevent youth uncmployment, incorporate those returning to the
labour market in employment measures, further reduce the burden of social insurance contributions, and promote the use of career breaks.

Given the fact that an increasing number of the unemployed are simultaneously drawing bencfits from the employment and the social sccurity
offices, the Federal Labour Office and the association representing local government bodies have jointly drawn up a set of guidelines to assist the
stafl of both offices in coordinating their approaches to placement in employment. — In the light of the success of a pilot project for young people
suffering educational deficiencies that has been running in Hamburg since the spring of 1997, the federal government has presented a concept
(entitled AQI) offering work and training to school leavers not yet ready for standard training measures.

Two subsidy programmes are to create jobs for the unemployed, young self-employed and former participants in the Community “Employment”
Initiative and to promote the recruitment and integration of the disabled.

With the aim of ensuring the success of the National Action Plan for Employment, a new administrative model is being introduced to coordinate
the activities of all those involved and to improve transparency regarding resource deployment; in addition, 2.8 million in-depth interviews arc to
be conducted throughout the country to collate detailed information on the characteristics of the unemployed. — Following the development phase
and the evaluation of the results generated so far, the “Impulse Plan for 100 Municipalities”, a pilot programme developed within the framework
of the National Action Plan for Employment, is to be extended to cover the whole country, with the aims of job creation and increasing the dynamism
of the production network.

On the basis of a law passed in Junc 1998 and the accompanying implementation decrees, statutory working hours are to be set at 35 hours per week
as of the year 2000 (2002 for small cnterprises), with the aims of expanding employment and maintaining competitiveness. — The government’s
efforts to integrate 350,000 young people into regular employment on the local labour market within five years are bearing fruit. By mid-June 1998,
the programme, initiated in 1997, had enabled 65,000 young people to find work. - In July 1998, Parliament passed a law — which forms part of
the Action Programme (1998-2000) to counter vocational exclusion that was presented in March 1998 — whose provisions will offer support to
unskilled youngsters and adult jobscekers [acing social and vocational difficultics. — The extension to the range of services offered by the public
employment service means that jobseekers threatened with vocational and social exclusion can now receive individual guidance and other services
within the framework of the vocational integration programme, provided they commit themselves to active job search or to a project to define career
goals.

In up to 20 employment office districts, a pilot initiative to revise the unemployment lists of young pcople is to be started, permitting a profound
analysis of the qualitative and quantitative characteristics of youth unemployment; on the basis of the data gained, it will be possible to tailor
measures more precisely. — At the end of May 1998, a first national collective agreement was reached between the association representing approved
temporary employment agencies (Assointerim) and the leading trade unions (CGIL, CISL and UIL). The agreement recognises basic trade union
rights, contains provisions on an availability settlement and sickness and accident insurance, and is expected to lead to employment growth in this
sector.

Under anew law passed by the lirst chamber of Parliament in June 1998, ecmployees taking leave in order to provide care or participate in a training
measure will be entitled to financial support provided they are replaced by a person cligible [or benefit. — As of 1 July 1998, employers are entitled
to a recruitment budget or a tailor-made assistancc package if they (re)integrate an occupationally disabled person into working life. — On the basis
of a memorandum presented by the Minister of Social Affairs and Employment, in May the first chamber of Parliament approved two new laws
strengthening employee rights, with the aim of establishing a balance between employer needs for greater flexibility and employee needs for
security. — According to the Yearbook “Emancipatic *98”, the substantial increase over the past ten years in the proportion of employment relations
occupied by women is due primarily to increasing participation rates among women with small children; the upward trend is expected to continue.
Subject to certain conditions, since April 1998 all residents in Austria have been able to draw emergency assistance irrespective of their nationality.
In addition, as of October 1998, new regulations will come into force on extensions to the entitlement period to unemployment insurance. — Given
thatin 1998 and 1999 many young people will be unable to find an apprenticeship on the free training market, the National Action Plan has defined
a package of measures to promote the creation of training opportunitics in so-called apprenticeship foundations and in publicly funded one-year
training courses. — Following the introduction of new guidelines governing integration assistance and special integration assistance, employers will
in future be entitled to claim financial supportif they recruit long-term unemployed jobscckers or people threatened with long-term unemployment.
Within the [ramework of a regional employment plan for the Alentejo Region initiated by the government, immediate-action measures have been
deployed to counter youth unemployment, prevent long-term unemployment and promote local employment creation by developing local
infrastructure. — A decree issued in June 1998 has established the criteria for the recognition of integration enterprises and the provision of support
for the social and vocational reintegration in these enterprises of the long-term unemployed and jobseckers facing disadvantages on the labour
market.

Preliminary evaluations of the National Programme for the Development of Working Lifc initiated in 1996 have shown that positive results can be
achicved by improving the status of elderly workers, improving mental well-being at the workplace, and intensifying development activities and
raising labour productivity. — A particular aim of the amendments to the law on family leave introduced in May 1998, alongside a general
simplification and clarification of the rules governing family leave, is to cncourage fathers to take leave to carc for their children. —Undera legislative
proposal presented to Parliament in May 1998 on a more effective integration of immigrants and asylum scckers, social and vocational integration
isin future to be both a right and a duty of immigrants. — On the basis of a government proposal to amend the law on the protection of young workers,
new provisions are to apply to the duration of the employment of schoolchildren during the school holidays and to the number of daily working and
teaching hours for trainees and their entitlements to breaks and accident services.

Given the likelihood of labour shortages in areas such as education, the health service, industry, natural scicnces and information technology, the
employment service will focus on adjusting the capacity of universities and colleges to future labour demand in these areas. - New data banks are
to be set up and already existing placement and carcer information services in the Internet are to be expanded in order to enable employment office
staff to spend more time providing individual advice and guidance and rendering services to jobscekers and employers.

Recent data (June 1998) reveal that 15,000 employers are now participating in the “New Deal” Programme for young people and that more than
half of the youngsters who have passed through the “New Deal Gateway” have taken up employment. - In accordance with the efforts being made
by the British government to reconcile work and family life, to raise incomes and o promote justice at work, the White Paper “Fairness at Work”,
published in May 1998, seeks to underpin the competitive success of modern companics by introducing additional employce rights.
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“Policies” and the Four Pillars of the Luxembourg Guidelines for 1998

The four “pillars” of the
“guidelines” for 1998

1. Improving employability

2. Developing entrepreneurship

3. Encouraging adaptability in
businesses and their employ-
ees

4. Strengthening the policies for
equal opportunities

The Presidency Conclusions of the
Extraordinary European Council
Meeting on Employment held in Lux-
embourg on 20 and 21 November
1997 contain the employment policy
“guidelines” for 1998. They encom-
pass 19 separate policy areas and are
grouped in four main lines of action
(“pillars”).

As in the two previous issues, by
way of introduction, the reported
measures from the various Member
States will be briefly set in relation to
these four pillars.

A number of the reports provide
information on general developments
or present background material, with
only an indirect link to the four pillars.
For instance, there are reports from
both Italy and the Netherlands on col-
lective agreements relating to tempo-
rary agency work. Two legal changes
in Austrian social benefit and unem-
ployment insurance regulations are
presented. From Finland, there is a
report on preliminary evaluations of
the National Programme for the
Development of Working Life, start-
ed in 1996. A Swedish contribution
presents the results of a study of la-
bour market prospects to the year
2010, with particular emphasis on the
training requirements and the neces-
sary adjustments within the education
system (Pillar I). A report from the
United Kingdom describes the objec-
tives of the White Paper “Fairness at
Work”, published in May 1998.

Other contributions present meas-
ures that are not explicitly considered
in the Guidelines for 1998; examples
include the attempts to coordinate the
work of employment and social secu-

rity offices (Germany) and the exten-
sion of Internet services provided by
the employment service (Sweden).

Once again, a number of the meas-
ures presented have been explicitly
conceived as components of “Nation-
al Action Plans for Employment”. All
of the measures reported from Bel-
gium, for instance, refer to the Belgian
Action Plan. Most of the measures
come under the first pillar (countering
youth and long-term unemployment),
but they also reveal links to the second
(reducing indirect labour costs) and
the fourth pillar (facilitating the return
to work).

The Spanish correspondent also re-
ports on new initiatives’ links to the
National Action Plan. Italy’s plan to
conduct interviews with unemployed
youth also fits into the framework of
the Luxembourg process: The aim is to
integrate young people into working
life and responds to the guidelines
contained in the first pillar. In Austria,
a package of measures to create train-
ing opportunities in apprenticeship
foundations and vocational training
opportunities (Pillar I) is also situated
within the framework of the National
Action Plan.

It is not only the measures con-
ducted explicitly within the context
of national action plans, but rather
many of the measures reported on in
this issue, that focus attention on Pil-
lar I, in particular, the fight against
youth unemployment. These include:
a new German concept of work and
training for young people not yet
ready for standard vocational train-
ing courses; part of a Greek pro-
gramme of subsidies; the report from
France on the first successes
achieved by an employment promo-
tion programme for young people
started in 1997; the report from the
United Kingdom on preliminary re-
sults of the New Deal Programme to
prevent youth unemployment; the
Austrian programme of wage subsi-
dies for the long-term unemployed
and those threatened with long-term
unemployment; and the employment
plan for the Portuguese region of
Alentejo. The last-mentioned pro-

gramme, which forms part of the Na-
tional Employment Plan, aims to
quickly reduce youth unemployment
and to promote local job creation. In
addition, integration enterprises, for
which new rules have been intro-
duced, are to support the aims of ac-
tive labour market policy.

Measures that come under the sec-
ond pillar have already been men-
tioned in the context of the national
action plans.

Of the measures relating to the
third pillar, the most prominent is the
French law under which statutory
working hours are to be reduced to 35
hours per week from the year 2000 for
enterprises with a more than 20 em-
ployees and from 2002 for all firms.
The implementation of this working-
time reduction is to be the subject of
collective bargaining at enterprise, in-
dustry or regional level, whereby the
government has set out the conditions
for providing financial support. By
7 July 1998, 62 agreements had al-
ready been reached under the auspic-
es of the new law; firms are clearly
already beginning to adjust to the legal
changes, all the more so because the
level of financial support is higher the
sooner agreement is reached on work-
ing-time reductions. The financial in-
centives are also more attractive the
greater the extent of the reduction in
working hours. One of the financial
incentives consists of a reduction in
employer social insurance contribu-
tions; to this extent, this measure also
touches on the second pillar of the
Guidelines (reducing indirect labour
costs).

In the Netherlands, the financial
support available to those taking a
career break seeks to promote more
flexible forms of employment con-
tract and can therefore be classified
under the third pillar; at the same
time, it also helps to reconcile work-
ing and family life (Pillar IV). Two
legal changes to Dutch legislation
have served to improve the legal posi-
tion of employees in flexible forms of
employment and thus promote the
use of more flexible employment con-
tracts (Pillar III).

4
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“Policies” and the Four Pillars of the Luxembourg Guidelines for 1998

To a large extent, a new law passed
by the French parliament on 9 July
1998 with the aim of countering exclu-
sion from the labour market can be
classified under the fourth pillar of the
Guidelines for 1998. Forming part of a
three-year action programme, it pro-
vides for measures to integrate young
people lacking vocational skills and
other disadvantaged groups. To this

extent, some of the measures relate to
the guidelines brought together in the
first pillar. In addition, the French
public employment service (ANPE)
has extended its range of services, en-
abling it to offer additional measures
to facilitate the vocational integration
of unemployed jobseekers threatened
with exclusion. The new Dutch law on
the (re)integration of the occupation-

Overall Developments

Belgium

Implementation of the
Belgian Action Plan for
Employment

On the basis of a proposal by the Min-
ister of Employment and Labour, on
3 July 1998 the Council of Ministers
approved two bills and a number of
proposals for royal decrees, with a
view to implementing the Belgian Ac-
tion Plan for Employment.

The legislative proposals are as fol-
lows:

— the law relating to the Belgian Ac-
tion Programme for Employment
1998, containing a number of provi-
sions;

— the law on ALE employment con-
tracts (ALE — Agences locales pour
Pemploi = local employment agen-
cies; cf. BIR B-iii.12);

— and nine royal decrees.

A new legislative proposal is to be
presented on the following points in
the autumn of 1998 after consulta-
tions with the social partners:

- setting the increase in the wage
norm for the years 1999 and 2000
(cf. BIR B-i.1);

- employment promotion agree-
ments that are to be concluded at
branch and supra-branch level in
return for a reduction in social secu-
rity contributions;

- provision of half of the exemption
from social security contributions;

— regularly recurring points relating
to the supra-branch bipartite social
dialogue that takes place every two
years.

The most important measures con-
tained in these legislative proposals
are described below.

Preventive action against youth
unemployment

An ambitious youth guidance plan has
been drawn up in cooperation with the
Regions and the Linguistic Communi-
ties. All jobseekers aged less than 25,
starting with the least well-qualified,
are to receive guidance after six
months of unemployment. During this
guidance, unskilled youngsters will be
offered intensive training leading to
employment, while low-skilled young
people will receive support in looking

ally disabled also comes under the
fourth pillar. The new Greek pro-
grammes offering subsidies for labour
market problem groups also have as
one of their aims the goal of promoting
the integration of the disabled. Fin-
land’s new law (May 1998) on family
leave aims to help reconcile family
and working life.

for work in an active way. In order to
improve the financial position of
young people, it is also intended that
unskilled young people taking inten-
sive training will receive a monthly
allowance of BEF 4,000 from the na-
tional employment service, ONEM,
unless they are in receipt of the wait-
ing allowance (cf. BIR B-iii.5).

The system of work experience
(stages) for young people (cf. BIR
B-vi.1) is still considered to be an ex-
cellent system for the integration of
young people into the labour market.
It has been decided to simplify and
strengthen this employment promo-
tion programme in order to enable a
greater number of jobseekers to gain
access to the labour market by means
of practical work experience. In fu-
ture, the same rules on work experi-
ence are to apply in the private and
public sectors. In addition, it is
planned to make it easier to impose
sanctions against firms failing to meet
their obligations to provide work ex-
perience, and steps are to be taken to
ensure more effective administrative
implementation of the legislation gov-
erning work experience.

In future, low-skilled jobseekers
aged less than 25 will be able to be
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Overall Developments

recruited under the Recruitment Plan
(cf. BIR B-v.8) and the Vocational
Transition programmes (cf. BIR B-
vi.9) after just nine months of unem-
ployment, rather than 12 months, as is
currently the case.

Granting access to employment
promotion measures to people
returning to the labour market and
unemployed persons whose entitle-
ment to unemployment benefits has
been suspended

The Recruitment Plan, which grants
employers recruiting the long-term
unemployed a substantial reduction in
social security contributions, has been
extended to the end of the year 2000.

In light of the popularity of the Plan
with employers, it has been opened up
to other categories of jobseekers, so
that in future jobseekers returning to
the labour market after an interrup-
tion to their career lasting at least two
years can also be considered for
recruitment under the Plan. Unem-
ployed persons whose entitlement to
unemployment benefits has been sus-
pended due to long-term unemploy-
ment (cf. BIR B-iii.1) can also be re-
cruited under the Plan after two years
of unemployment.

Incentives for resuming studies and
for business start-ups by the
unemployed

A royal decree is to permit unem-
ployed persons who have terminated
their education at least two years
prior to return to education immedi-
ately after registering unemployed
while retaining their benefit entitle-
ment, provided these studies prepare
them for a profession for which a lack
of labour has been identified.

Unemployed persons preparing
themselves for self-employment will
be entitled to continue drawing un-
employment benefits for six months
(currently three months). In addition,
unemployed persons drawing full
benefit will be entitled to a condition-
al loan (BIR B-v.16) if they wish to set
themselves up in self-employment.
They will no longer have to have been
unemployed on full benefit for at
least three months during the six
months prior to making the applica-
tion.

Improving the status of ALE workers

Within local employment agencies
(ALE; cf. BIR B-iii.12), the long-term
unemployed may perform activities
not covered by the regular labour
market. While the basic principles of
the ALE system are to remain un-
changed, the status of ALE workers is
to be improved. Each ALE worker is
to receive a sui generis employment
contract, concluded in writing be-
tween the worker and the ALE for an
indefinite period. In addition, the
ALE worker will no longer be consid-
ered as an unemployed person in re-
ceipt of a supplementary allowance
alongside his/her unemployment
benefit entitlement, but rather as a
part-time worker receiving a wage
(BEF 250 per hour plus an activation
supplement on top of the unemploy-
ment benefit).

Complementary reduction in social
security contributions

In continuation of the policy of reduc-
ing the costs of labour, a substantial
reduction in social security contribu-
tions is being introduced, the aim of
which is to reduce employer contribu-
tions to the social insurance system to
the average level prevailing in Bel-
gium’s neighbouring countries within
six years. This implies a reduction in
wage costs of 3.4% or BEF 108 billion.
In 1999 and 2000, the annual reduc-
tion in social insurance contributions
will amount to BEF 18 billion, of
which BEF 15.8 billion will be realised
in the private sector.

Half of this figure will result from
changes to the MARIBEL measure (cf.
BIR B-i.2), whereby the extent of the
reduction is to be increased and the
measure extended to cover all work-
ers; the aim is to achieve a flat-rate cut
in the burden of social security contri-
butions of BEF 45,000 per worker by
2004. At the same time, the measure
under which social security contribu-
tions for low-paid workers are re-
duced (BIR B-ii.3) is to be refined by
introducing several levels, so as to re-
duce the highest contributions for a
greater number of workers. As of
2004, the MARIBEL measure and the
measure for low-paid workers are to
be combined.

Career breaks

The career break remains the most
important measure for promoting the
reconciliation of working and family
life while at the same time enabling
work to be redistributed. The number
of workers taking a career break has
been rising rapidly.

In response to workers’ desires for
career breaks, the number of workers
entitled to take leave in private sector
firmsis to be increased from 1% to 3%
as of 1 January 1999.

Within the leave system there are
three specific situations in which an
employee is entitled to a career break.
These are parental leave for the father
and mother on the birth or adoption of
a child (six months part time or three
months full time), health-related leave
(two periods of one month) and leave
to care for a sick member of the family
(two years part time or one year full
time). In these three special cases, the
allowance paid to workers on leave
will be increased to BEF 20,000 per
month as of 1 January 1999.

At the same time, additional cate-
gories of jobseekers will come into
consideration as replacements for
workers on leave. The new categories
are those who have terminated their
studies prematurely, agency workers,
unemployed persons whose benefit
entitlement has been suspended due
to long-term unemployment, and
those re-entering the labour market.
In addition, a series of exemptionsis to
be introduced regarding replacement
workers and career breaks in favour of
small and medium-sized enterprises.

Working-time reduction and the
four-day week

In order to enable work organisation
to be adapted to meet the needs of the
enterprise and its workforce, and at
the same time with the aim of creating
additional jobs, a reduction in employ-
er contributions to the social insurance
funds is to be made available in three
cases. The reduction will be condition-
al on the conclusion of an enterprise-
level agreement.

Four-day week

A new measure is to be introduced to
enable the four-day week to be estab-
lished in the enterprise for reasons
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relating to work organisation and the
recruitment of additional workers on
the basis of an extension in overall
production hours. The employer is to
receive a reduction in social security
contributions for the additional work-
ers recruited for a period of seven
years. During the first two years, the
reduction amounts to 100%, subse-
quently declining by 15 percentage
points each year. The volume of work-

ing hours must be increased by at least
10%.

Collective working-time reduction

At the end of 1997, a pilot scheme
was introduced under which partici-
pating firms are granted a flat-rate
reduction in employer social insur-
ance contributions if the workforce
collectively reduces working hours
and if this is associated with the re-
cruitment of additional workers (cf.
inforMISEP “Policies” No. 60, p. 27).
This pilot scheme is to be extended to
30 June 1999, and the current system
expanded: the period that the em-
ployer is entitled to the reduction in
contributions is to be extended to sev-
en years, with the same staged decline
in the extent of the reduction as with
the four-day week.

Collective working-time reduction in
firms facing economic difficulties

Firms facing economic difficulties or
undergoing restructuring are, subject
to certain conditions, entitled to re-
ductions in employer social insurance
contributions if they implement col-
lective working-time reduction meas-
ures while maintaining the size of the
workforce at the maximum possi-
ble level (cf. inforMISEP “Policies”
No. 58, p. 5). The attractiveness of this
measure is also being improved in that
the period for which the reduction is
granted is also to be extended to seven
years, with the same staged decline in
the extent of the reduction as with the
other schemes.

Support for the “social economy”

In order to ensure clarity regarding the
social economy, a legal definition of
the “social integration economy”
(économie sociale d’insertion) has
been given. It covers initiatives aimed
at the social and vocational integra-

tion of particularly hard-to-place job-
seekers by way of goods-producing or
service-provision activities.

Access by the social integration sec-
tor to public contracts is to be facilitat-
ed for contracts of up to BEF 5.5 mil-
lion. In addition, a tax incentive is to
be provided in order to motivate sav-
ers to invest their money in firms from
the social sector that are active in sec-
tors offering favourable employment
prospects.

Employee stock options

As regards the participation of work-
ers in company profits, a legislative
proposal envisages that no social in-
surance contributions will be due on
shares for employees offered below
market prices, provided the deduction
does not exceed 20% and the shares
cannot be sold for at least five years.

A legal basis has also been created
regarding stock options. Shares of-
fered to employees will be considered
as remuneration amounting to 7.5%.

Social insurance contributions will
not be imposed, and the tax dues will
be transferred to the social insurance
system.

Service cheques

The system of service cheques is to be
extended to cover painting work per-
formed by approved firms. A royal
decree will specify a number of points,
in particular the maximum level of
support, the maximum number of
service cheques and the conditions
that must be met in order to benefit
from support.

Spain

Three Measures Imple-
menting the National
Action Plan for Employ-
ment

A number of activities and measures
of the National Action Plan for Em-
ployment (Plan Nacional de Accion

Overall Developments

para el Empleo — PNAE) were al-
ready being implemented prior to the
PNAE coming into force; in recent
months, they have been reoriented or
intensified to a greater or lesser ex-
tent in order to bring them into line
with the goals of the PNAE. At the
same time, new measures, soon to be
introduced, are currently still under
development. Also under considera-
tion within the context of the PNAE
are a number of activities necessary
for the Plan to meet its objectives. It is
with three of these initiatives that this
report deals:

- introduction of a new administra-
tive model to coordinate the efforts
of all those involved and to ensure
transparency regarding the distri-
bution of resources; this has already
been translated into an “adminis-
trative agreement” (Acuerdo de
Gestion),

- a plan to conduct in-depth inter-
views with the unemployed;

— the social dialogue between the so-
cial partners.

The new administrative model

In order to explain the new adminis-
trative model that is to underpin
Spain’s employment policy, it is first
necessary to describe the current sit-
uation. In Spain, a number of differ-
ent levels of the public administration
are involved in active employment
policy. Although the greater part of
the overall budget is provided by the
central state administration, the Au-
tonomous Regions (regional govern-
ment) and a number of municipalities
also finance employment promotion
activities.

Yet Spain is currently undergoing a
process of decentralisation, such that
measures financed by central govern-
ment are often implemented by the
Autonomous Regions. This means that
an unemployed person may receive
support from his/her city administra-
tion, the Autonomous Region con-
cerned, or from the central govern-
ment administration, whereby the
conditions of entitlement may vary.
Until now, the various levels of the
administration have not exchanged in-
formation on the measures they con-
duct with the unemployed persons for
which they are responsible.
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The new administrative model was
set up on the basis of an agreement
reached between the central actors in
the employment field at central, state
and regional government levels, with
the aim of coordinating the efforts of
all involved and facilitating the most
appropriate distribution of resources.
The following guidelines have been
set:

— the groups set in the PNAE are to
receive priority in benefiting from
all employment promotion meas-
ures;

~ uniform criteria are to be applied in
selecting, administering and follow-
ing up the measures implemented
for recipients;

— ajoint register of jobseekers is to be
used containing information on the
jobseekers in receipt of measures
and the activities undertaken in
each case, permitting a personalised
follow-up for each jobseeker. All of
the institutions involved will be giv-
en access to this information, which
will be collated in a new IT applica-
tion (one of the activities that it was
necessary to implement in order to
enable the PNAE to be realised). In
an initial step, an interview is to be
conducted with each jobseeker, in
order to obtain more information
on each individual; this step is de-
scribed in more detail below.

Plan to conduct in-depth interviews
with the unemployed

In order to honour the agreements
reached at the Employment Summit in
Luxembourg, which have taken con-
crete form in the PNAE, the Spanish
public employment service, INEM,
and the public employment services of
the Autonomous Regions have decid-
ed to conduct in-depth career-related
interviews with all unemployed per-
sons throughout the country. This
means that approximately 2,800,000
interviews will have to be conducted,
if possible by the end of the year.

The aims of the interviews are to
enable the employment office staff
member responsible to collate the in-
formation necessary in order to de-
velop a detailed picture of the occu-
pational skills of the unemployed per-
son (training, level of education, work
experience), the factors missing that

may be preventing or delaying inte-
gration into the labour market, and
the personal conditions that permit an
evaluation of his/her current situation
(family responsibilities, benefits or
pension entitlements, etc.). In other
words, the interviews are an evalua-
tory instrument to be initiated prior
to implementing other measures, an
instrument which will both assist the
unemployed with their job-search ac-
tivities and which will enable employ-
ers to be offered the most suitable
candidates from among the unem-
ployed, selected by the placement
services on the basis of their skills and
availability.

In order to conduct the interviews
in the most appropriate way, it was
necessary to divide the task up into a
number of successive phases:

1. Firstly, it was necessary to deter-
mine the unemployed persons to
be interviewed, classified accord-
ing to the various territorial areas.
Of the 2.8 million in-depth inter-
views, 500,000 must be conducted
in Catalonia and Galicia, with the
remaining 2,310,190 to be con-
ducted in the other areas of the
country in which the regional au-
thorities have not been charged
with responsibility for active la-
bour market policy.

2. The public employment services
began with the in-depth interviews
on 1 January 1998. Given that it
was impossible for the public serv-
ices to conduct all 2.8 million inter-
views under its own resources,
however, the Ministry of Labour
and Social Affairs developed a spe-
cial intensive procedure, which is
to permit all of the interviews to be
conducted on time. The procedure
incorporated various public bodies
— in particular city administrations
and autonomous regions and, in
some cases, universities — which
have more detailed knowledge of
local labour market conditions by
virtue of their position in the local-
ity and their “proximity” to the
citizenry, without at the same time
reducing the effectiveness of the
services rendered. This collabora-
tion implies a co-responsibility
within the employment service to
the benefit of all parties.

3. In May 1998, an invitation to ten-
der was made among the public
bodies in order to recruit staff for
the public bodies that will collabo-
rate with the INEM in conducting
the in-depth interviews. Galicia
and Catalonia are to conduct their
interviews in accordance with their
respective administrative proce-
dures.

4. So far, 600,174 in-depth inter-
views have been conducted. This
figure will increase exponentially
in the coming months, for in many
provinces the institutions in-
volved have only just begun with
the interviews. 54% of the inter-
views were conducted with wom-
en and 46% with men, in line
with their respective relative
shares of total unemployment.
65% of those interviewed were
older than 25 and 35% younger
than 25. It is also interesting to
see which measures were consid-
ered necessary by the unem-
ployed persons questioned, al-
though it is not yet possible to
draw final conclusions, given the
limited number of interviews con-
ducted to date. 30% considered
suitable vocational training to be
necessary for labour market inte-
gration, 59% required some form
of vocational orientation, 7%
lacked practical work experience,
while the remaining 7% required
various measures. On the basis of
the interviews conducted so far, it
is clear that personal contact be-
tween the unemployed and the
public employment services has
provided invaluable information
on the vocational needs of the
jobless, facilitating a systematic
planning of the measures re-
quired, and thus helping to im-
prove the provision of public
services. In the first quarter of
1999, a study is to be conducted
on the basis of the interviews in
order to determine the profession-
al profiles of jobseekers.

The social dialogue

The PNAE points to three new areas
for the social dialogue for the develop-
ment of fundamental aspects of the
Plan. These areas concern incentives
to create jobs, all aspects of part-time
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work and the relationship between
active and passive labour market pol-
icy.

Recently three bargaining rounds
were initiated on the above-men-
tioned areas — job-creation incentives,
part-time work and active/passive la-
bour market policy — with the aim of
getting the social dialogue under way.
The point of departure consists of a
number of basic principles that open
up a broad spectrum of possibilities
and extend the strict initial premises
for reaching new agreements. The
substantive breadth of the negotia-
tions means that, as foreseen in the
PNAE, they will be able to generate a
large number of innovative measures
and elaborate the various aspects in-
volved with part-time work and its
growing importance for the Spanish
labour market, providing greater im-
pulses for active labour market policy,
which is increasingly to take the place
of passive measures within the general
framework of employment promo-
tion, as well as the restructuring of the
incentive systems for the creation of
new jobs.

The bargaining rounds were held
bilaterally and took place in parallel.
In a good negotiating atmosphere,
government representatives met sepa-
rately with trade union and employ-
ers’ organisations.

As far as the subject of part-time
work is concerned, support for part-
time work being one of the main as-
pects of the PNAE, it should be men-
tioned that a debate is under way in
Spain on both the application of legal
norms and on underlying principles,
such as agreement on defining criteria
for part-time work, its voluntary na-
ture, equal treatment, the principle of
proportionality and social security.
Discussions have also been held on
various forms of part-time work and
on a support system to increase its
diffusion. An agreement on these mat-
ters is expected to be reached by Sep-
tember 1998.

Overall Developments

Italy

Netherlands

Agency Work: First
National Collective
Agreement

At the end of May 1998, the first
national collective agreement was
signed between Assointerim (the or-
ganisation representing the companies
licensed to hire agency workers) and
the trade union organisations CGIL,
CISL and UIL. The most important
provisions of the agreement are as
follows:

— an availability supplement, to be
paid to workers hired by the em-
ployment agencies under perma-
nent contracts during periods of
non-employment;

~ amaximum of four extensions of an
employment relationship within a
single enterprise for a maximum to-
tal duration of 24 months;

— equal or at least not inferior treat-
ment of the agency worker with
respect to the work force of the
employing company;

- recognition of basic trade union
rights (trade union activity, right of
assembly, etc.);

— probation periods;

— insurance against sickness and acci-
dents;

~ alimited period of work familiarisa-
tion;

— bilateral training providers.

Experts expect employment growth in

this sector as a result of the introduc-
tion of this agreement.

Growing Number of
Women with Young Chil-
dren in Paid Employment

The increase of the number of women
with young children working more
than 12 hours a week goes a long way
towards explaining the strong growth
in the number of women in paid em-
ployment in the last ten years. Moth-
ers with young children are now al-
most as often working, and especially
work part time. In the 1988-1997 pe-
riod, the participation in paid employ-
ment of lone mothers with dependent
children increased from 26% to 45%,
nearly the same percentages as for
women with a partner and dependent
children.

This information is derived from
the yearbook “Emancipatie 98”7,
which was recently presented to Par-
liament by the Minister of Social Af-
fairs and Employment. According to
the yearbook, the share of women
working 12 hours and more per week
has increased from 36% in 1988 to
47 % in 1997. This is mainly caused by
the strong growth in labour force par-
ticipation by women with dependent
children, although on average the du-
ration of their working weeks is much
shorter than that for childless women.
The male participation rate increased
from 70% to 74% in the last ten years.

Despite improvements, women are
still underrepresented on the labour
market: Of any ten persons in employ-
ment, only four are female. Due to the
disproportionate share of women in
part-time employment, their share in
the total volume of employment is
even smaller: Of any ten labour years,
only three are performed by women.
Yet the share of women in employ-
ment now unmistakenly shows an up-
ward trend.
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Placement and Vocational Guidance

France

The Notion of “Guid-
ance” in the Context of
the Extended Range of
ANPE Services

Faced with the increasing threat of
exclusion and the policy measures im-
plemented to solve the problem of
exclusion or prevent its occurrence,
the notion of “guidance” (accompag-
nement) has gradually established it-
self in French policy-making dis-
course. Yetits meaning varies depend-
ing on the usage made of it by the
public bodies dealing directly with the
public in the fields of employment,
vocational training or social policy. In
general terms, it refers to professional
practices targeted at individuals facing
difficulties, the solution of which re-
quires more than one-off support.

In contrast to one-off support, guid-
ance requires profound and lasting in-
tervention, in particular in order to
enable the client to diagnose his/her
own strengths and weaknesses and to
provide advice and support. This re-
quires time and a permanent adviser
for each client within the public serv-
ice in question. The diversity of the
problems encountered, which often
occur together (loss of employment
and housing, lack of qualifications and
resources, health problems, relation-
ship or social difficulties), and the
need to combine benefits and meas-
ures, for which various public bodies
often are responsible, all make it nec-
essary to create partnerships organ-
ised at a level that is “close” to the
individual in need of support.

Given that the most effective re-
sponses are those that the client iden-
tifies and implements him/herself, it is
important that the guidance is based
on a certain dynamism and commit-
ment on the part of the client.

In other words, guidance is general-

ly characterised by its extended dura-
tion, the presence of a single, readily

available adviser, reciprocal efforts on
the part of the service and the individ-
ual, and the organisation of a partner-
ship at a level close to the individual
client.

The characteristics of the guidance
offered by the ANPE

Within the new range of services of-
fered by the ANPE, guidance repre-
sents a service level that is clearly
conceived as “guidance towards em-
ployment”. Once it emerges that
problems are not directly linked to
employment and the labour market,
the client is transferred to other au-
thorities.

— For instance, people facing serious
social difficulties can turn to the
departmental Social Individual
Guidance (Accompagnement social
individuel — ASI), benefit from serv-
ices provided within the framework
of the local occupational integration
programmes (Programmes locaux
d’insertion professionnelle — PLI),
or may be transferred to the Access
to Employment Pathways (Trajets
d’access a 'emploi - TRACE), judi-
cial youth protection services or
another public authority providing
support with social integration.

— If in the course of counselling a
clearly defined vocational training
programme is identified, the client
is put in touch with the Association
for Adult Vocational Training (As-
sociation pour la Formation Profes-
sionnelle des Adultes — AFPA),
which then assumes responsibility
for providing guidance.

Those persons whose capabilities are
sufficient to gain access to employ-
ment on their own initiative or with
the help of one-off support do not
come under the “guidance” level, but
rather are offered various services or
one-off support out of the new range
of ANPE services.

The ANPE offers guidance within
the framework of the “New Start”
defined by the European Commission,
in application of the decisions taken at
the Luxembourg Summit, for the fol-
lowing target groups:

- young people aged under 26 and
entering their sixth month of unem-
ployment;

- adults entering their twelfth month
of unemployment;

— jobseekers registered for more than
24 months and unemployed young
people and recipients of minimum
social benefit (Revenu Minimum
d’Insertion — RMI) registered unem-
ployed for more than 12 months.

The ANPE enters into the following
commitments:

— guidance will last three months
(where appropriate, extended by
up to a further three months),

— jobseekers will be assigned a single
adviser offering guidance through-
out the guidance period,

— jobseekers will benefit from three
advisory interviews and individual
or collective services in agreements
with the adviser.

At the end of the guidance period, a
report is drawn up jointly by the client
and the adviser.

The client enters into the following
commitments:

- to actively look for work and de-
fined projects,

— to perform the activities agreed
upon with the adviser,

- to attend the recruitment inter-
views and the various meetings
agreed upon.

Guidance for jobseekers can be per-
formed by three different institutions:
— the local employment office,

- a partner of the local employment
office to which the ANPE has dele-
gated guidance responsibilities,

— a service organisation working at
the behest of the employment of-
fice.

Two forms of guidance

The ANPE offers two forms of guid-
ance, “direct access to employment”
and the “employment project”, the
aims of which are, respectively, suc-
cessful job search and defining an em-
ployment access project.

10
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Direct access to employment

This form of guidance is offered partic-
ularly to those lacking an appropriate
job-search methodology, persever-
ance, or the ability to show their skills
in the right light, as well as to those
who are penalised by the selectivity of
the labour market (people staged over

50, vyoungsters lacking recognised

qualifications, etc.) or those lacking

the contacts necessary for successful
job search.

The institution offering guidance is
committed to:

— help the clients to define actions to
be taken;

— organise the process of learning job-
search methods;

— organise, where appropriate, activi-
ties to define career targets;

- propose job offers, work experience
and contacts with employers;

— perform follow-up observation of
contacts between employers and
participants and intervene in favour
of clients with employers recruiting
labour.

The results will be measured against

the following criteria:

- the proportion of participants that
have found at least one job and
their statistical distribution in terms
of the duration of employment
(whether they are recruited under a
permanent contract or a fixed-term
contract of six months or longer,
and at working hours above or be-
low 78 hours per month);

- the proportion of participants who
have had at least one job interview,
even if they have not gained access
to employment;

— the drop-out rate in the course of
the process;

- the situation of those jobseekers not
placed by the end of the guidance
period three months after the end of
the measure.

In those cases where the aim is to
define an individual employment
project, “the elaboration of a career
project” will be proposed to persons
wishing or obliged to change profes-
sion and to those (particularly young
people) lacking a professional orienta-
tion, who consequently cannot (or can
no longer) decide the forms of em-
ployment towards which they should
orient their search activities.

Placement and Vocational Guidance

The following are considered as ev-
idence of a successful project:

— a job interview for work corre-
sponding to the project,

— participation in a training measure,

— participation in a measure to assist
business start-ups.

The institution offering guidance en-
ters into the following commitments:

— to assist the participant in defining
the various stages of his/her project;

- to offer the participant evaluation
and validation activities appropri-
ate to his/her needs, to help over-
come the difficulties arising in im-
plementing the various phases of
the project and to analyse the
project together with the partici-
pant with a view to the labour mar-
ket situation.

Three different forms of guidance in
employment are proposed:

1. Individual follow-up

A commitment to accompany the
client following recruitment, either
inside or outside the enterprise, can
be entered into from the start of the
guidance process; whether or not
this is done depends on the condi-
tions agreed upon with the employ-
ing enterprise. The adviser enters
into such a commitment in the name
of the organisation responsible for
providing guidance.

The adviser holds at least one inter-
view per month with the client and
contacts him or her, usually by tele-
phone, at least every two weeks.
The conclusions drawn from each
interview must be indicated along
with the actions to be taken by the
next meeting.

The adviser also conducts a con-
cluding interview.

The results will be assessed in terms
of the project definition on complet-
ing the first phase or on termination.

2. Participation in a job-search circle
chaired by the adviser. The adviser
conducts three individual inter-
views with the jobseeker and is re-
sponsible for the collective func-
tioning of the circle, at the first
meeting of which the commitments
mentioned above are formally en-
tered into.

3. Participation in a mutual-aid club
with the support of an adviser

The adviser holds at least three in-
terviews. Alongside the clubs for
young graduates that are already in
existence, additional jobseeker
clubs are to be set up (in accordance
with the action plan agreed at the
Luxembourg Summit) for those
participating in New Start. These
clubs can be open to all jobseekers
or can be restricted to young people
or to managers.

At the end of the guidance period, an
interview is held in which, irrespective
of the outcome, a record is made of the
progress achieved by the client.

The measure can be terminated at
any time once the goal — placement,
placement with follow-up guidance at
the workplace, or conclusion of the
first phase of a precisely defined em-
ployment project — has been achieved.

If the client fails to honour the com-
mitments entered into, the guidance
will be terminated prior to the normal
termination date, after a warning of
the imminent termination has been
issued to the client.

In the course of the guidance proc-
ess, the two parties (three if an exter-
nal service provider was involved)
may agree to end the measure, even if
the goal has not been attained, in cases
where the client has achieved an ade-
quate degree of independence.

Sweden

Internet to Relieve Work-
load of the AMS

The National Labour Market Board
(AMS) has requested the Swedish
government to permit deployment of
SEK 90 million for further develop-
ment of its Internet services during the
three year period 1998-2000. AMS
has proposed that the programme be
financed within the budget allowance
for active labour market programmes.
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Placement and Vocational Guidance

The objective is that most placement
services and information on occupa-
tions be provided on the Internet, en-
abling self-service access. In doing so,
placement officers’ working time can
be geared more towards individual
support and direct services to jobseek-
ers and employers.

The job bank list of vacancies is
already one of Sweden’s most used
Internet services, with 40,000 visi-
tors a day. The jobseeker bank,
where employers can screen jobseek-
ers who have registered themselves,

Job Creation

Spain

“Impulse Plan” for the
100 Municipalities Most
Affected by Unemploy-
ment

As part of the National Action Plan for
Employment (Plan Nacional de Ac-
cion para el Empleo — PNAE), the
“Impulse Plan for 100 Municipalities”
(Plan de Choque para 100 Municipi-
os) constitutes a pilot programme that
— following a developmental phase
and evaluation of the results — may be
extended to cover the whole country.
Implementation of the plan can be
divided into the following stages:

(a) Determining 100 municipalities
with a high unemployment rate
and specific economic conditions
that serve as a barrier to economic
development and thus to job crea-
tion.

lists 45,000 jobseekers and 3,500
employers. There is also a temporary
worker bank for some branches, with
stand-by, self-registered jobseekers,
and an image and artist bank, listing
1,000 artists with more than 10,000
images.

The potential for employment serv-
ices provision via the Internet is, how-
ever, much greater than what is avail-
able and used today. The existing sys-
tems could be developed and new
banks organised. New Internet servic-
es, such as vocational guidance and

In order to determine the 100 mu-
nicipalities, a study was conducted
which took account of various eco-
nomic indicators. These included
tax revenues, registered unem-
ployment, the unemployment rate
derived from the labour force sur-
vey, labour recruitment trends by
activity and sector, and vacancies
and information on the possible
reasons why these job offers re-
mained vacant. The unemploy-
ment data were disaggregated by
group, gender, age and field of ac-
tivity. The central aim of the unem-
ployment evaluation is to obtain
information on the incidence of
long-term unemployment, unem-
ployment among women and
young people, and that of other
groups facing particular difficulties
in entering the labour market, such
as the disabled. After completion
of this evaluation conducted in co-
operation with the Spanish Feder-
ation of Municipalities and Prov-
inces, which utilises the experience
and knowledge of this Federation

information systems on occupations,
are also planned.

AMS’s target is to increase the use
of the vacancy bank from 40,000 visi-
tors each day to 80,000 in the year
2000. Another target is to convince
more employers to use the jobseekers’
bank, from 3,500 employers regis-
tered today to 50,000 by the end of
year 2000. The number of self-regis-
tered jobseekers has been targeted to
grow from 45,000 today wup to
200,000 by the end of 1999.

at the local level, 100 municipali-
ties will be selected in which the
Plan is to be implemented.

(b) In-depth interviews with the un-
employed in the municipalities.

During the course of the study, and
within the framework of the in-
depth interviews conducted with
the unemployed throughout the
country, an intensive analysis of
the characteristics of these job-
seekers is to be carried out in order
to obtain well-founded informa-
tion on the occupational barriers
(training, need for retraining, job-
search techniques, etc.) preventing
labour market integration. The aim
is to derive precise data on labour
demand and supply in order to
bring these two variables into line.

(c) Implementation of measures.

The study will reveal a number of
measures that will need to be im-
plemented in order to help dyna-
mise the production network in the
municipalities. In order to imple-
ment such measures, close cooper-
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ation between the local authorities
and the Autonomous Regions is
vital. Local authorities may re-
ceive public funding, paid for out
of the budget of the public employ-
ment service, in order to identify at
local level new employment areas
and possibilities to create jobs
(complementing the above-men-
tioned study). For their part, the
Autonomous Regions may supple-
ment the support and assistance to
help create productive activities.
By this means, the implementation
of the measures is to be coordinat-
ed between the various adminis-
trative levels and the public invest-
ment effort maximised.

Of particular importance in this
context is the introduction of “em-
ployment workshops” (talleres de
empleo) for activities and profes-
sions that, on the basis of the re-
sults of the study, can be expected
to offer employment opportunities
in the municipality in question.
The employment workshops con-
stitute an employment and training
programme involving three actors:
the recruited worker, who receives
payment for the work performed;
the local authority, which pays the
wage and commits itself to provid-
ing training; and the public em-
ployment service, which provides
subsidies for wage costs and social
insurance contributions.

(d) Implementation of the Plan in co-
operation with the Autonomous
Regions in which the selected local
authorities are situated, particular-
ly in those cases in which the Au-
tonomous Regions bear responsi-
bility for active labour market pol-
icy.

(e) Evaluation of the effectiveness of
the Plan.

This will be conducted in the intro-
ductory year and will focus on
analysis of the following points:

- extent of the training and practi-
cal experience received by par-
ticipants;

— integration in the local labour
market, whereby analysis is to
concentrate on the appropriate-
ness of training in the activities
and professions in which train-
ing has occurred and subsequent

employment in other areas of
employment;

- dynamising the production net-
work;

— local or regional mobility of par-
ticipants;

— the value of the programme as
an instrument to even out the
level of tax receipts in different
regions.

France

Employing Young People
“on the Ground”

The employment promotion pro-
gramme for young people, introduced
by virtue of the Law of 16 October
19977, is based on the idea that in
France essential needs currently re-
main unmet in housing, education,
health and security, alongside new
needs resulting from recent social de-
velopments: personal services, envi-
ronmental protection, cultural herit-
age and quality of life. These needs
must be met if collective living stand-
ards are to be raised, services devel-
oped for a better life together and
permanent jobs created.

The government’s aim is to bring
350,000 young people into the local
labour market over a period of five
years, of which 150,000 are to be
placed by the end of 1998.

Interim report as of mid-June 1998

By mid-June 1998, 65,000 young peo-
ple aged between 18 and 26 (in some
cases, up to age 30) had found genuine
employment; together with the
25,000 projects that have already
been registered, this represents
105,000 jobs for which funding can be
provided. At 1,500 jobs per week, the
rate of job creation is high.

Which youngsters are being
recruited?

— 25% are unskilled or have no more
than a certificate of professional
aptitude (CAP), 50% have com-

Job Creation

pleted upper secondary education
(baccalauréat);

— 70% had been registered unem-
ployed,;
— the average age was 23 years.

By which organisations are the
young people recruited?

The new jobs have been created by
associations and local and regional
governments for activities that lie out-
side their traditional tasks and had not
previously been performed?. At the
same time, this mobilisation of young
people has also occurred at national
level: 33,000 young people have been
recruited by the state education sys-
tem, while 5,000 are working as “se-
curity assistants” alongside the police.

What sort of activities are being
performed?

No list of activities or professions was
determined in advance, merely the
following criteria:

- responding to emerging or inade-
quately met needs;

- not constituting competition with
services already provided by the
commercial or non-commercial sec-
tor; and

— being useful to society.

Some examples of work performed
by young people

— In Brest, an association called
“Vivre la Ville”, founded jointly by
the local public transport companies
and the national energy supply
companies (EDF and GDF), has
employed six young people, whose
tasks involved informing and pro-
viding security to passengers, advis-
ing inhabitants of sensitive districts
on the scope for saving energy, ex-
plaining electricity or gas bills, of-
fering advice on the safe use of elec-
tricity and gas, etc.

1 For detailed information on this programme
see inforMISEP “Policies” No. 61 or consult
the website, www.travail.gouv.fr or www.
adminfrance.gouv.fr.

2 This employment promotion programme,
involving government financial support, is
not open to private sector employers. Once
the programme has run for five years, it is
hoped that these jobs will have become
“solvent” and will then be performed via
the private sector labour market.
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— In Mont-De-Marsan (Landes), an
association has recruited one
youngster to establish, in coopera-
tion with local schools, a long-dis-
tance communication network for
sick pupils unable to attend school
and for the disabled.

- In Montpelier (Hérault), eleven
young people have been charged
with looking after elderly people
who, while still living at home, are
partially incapacitated in an appro-
priately designed centre.

— In the Département of Vaucluse, an
association has recruited young
people to accompany the victims of
crime in their dealings with the po-
lice and the courts.

- A local authority in Alsace has em-
ployed 21 youngsters to look after
the cultural and ecological heritage
of the region.

Incorporating local dynamics

The success of the programme rests on
the incorporation of various local ac-
tors. Thus, the employment service
has moved from a “desk logic”, in
which the young person must attend
an office in order to gain access to job
offers, to a “project logic”, according
to which young people can define and
develop their own projects, with the
help of local actors entrusted by the
government with the task of discover-
ing and initiating new activities. At the
level of individual regional or local
labour markets, mayors and local au-
thorities have a central role to play. It
is the Prefect of the relevant départe-
ment that decides, on the basis of cer-
tain fixed criteria, on the applications
to be approved and on the provision of
government funding?’.

The central challenge: ensuring
permanence

After a period of five years, a number
of the jobs supported will have be-
come “solvent”; responsibility for
them will be assumed by the market
and those benefiting from the service.
Some employers, on the other hand,
will not be in a position to finance
continued employment of the young

3 The employer receives a flat-rate grant of
FRF 92,000 per year and job created, for a
maximum of five years.

people they have under contract out
of their own resources. They must
therefore seek financial partners that
are able to take the place of govern-
ment.

Yet the permanence of these em-
ployment opportunities will be deter-
mined at a higher level: It is the reality
of the needs served, the appropriate-
ness of the profiles of the young peo-
ple employed, the quality of their ac-
tivity and their professionalisation
that will determine whether the new
activities can be maintained.

The efforts being made to ensure
that the jobs created by the pro-
gramme prove to be permanent is
readily evident: More than half of the
associations have employed the
youngsters under permanent con-
tracts. This is a clear sign that they
expect the employment relationship
to be long term in nature.

Austria

National Action Plan —
Focus on Youth Employ-
ment

Catch-all net for young people

Despite the efforts made in 1997 by
central and state government and par-
ticularly by the Labour Market Serv-
ice (AMS) to counter unemployment
among young people, the market for
training opportunities and apprentice-
ships will remain in disequilibrium in
1998 and 1999.

Seen realistically, around 4,000
young people will fail to obtain an
apprenticeship or training opportuni-
ty on the free market in each of the
two years. It is for these youngsters
that a “catch-all net for young people”
(Auffangnetz fiir Jugendliche) is to
ensure access to the world of work.
Part of this activity has already found
its way into the National Action Plan
for Employment (NAP, see below),
within the framework of which it en-
tails both medium and longer-term
components.

For both 1998 and 1999, 4,000
training opportunities are to be creat-
ed for young people in apprenticeship
foundations (Lehrlingsstiftungen) and
in vocational training courses. In each
case, training will start in mid-Novem-
ber at the latest. Steps are to be taken
to ensure that girls represent a more
than proportional share of partici-
pants in non-traditional occupational

fields.

It is the task of the state-level
project group to select the contents,
locations and providers for the cour-
ses, while the AMS is responsible for
choosing and accompanying the par-
ticipants.

Two allocations of ATS 500 million
are to be made available to the ap-
prenticeship foundations, distributed
depressively to the year 2000; the al-
locations can be used to form financial
reserves. The legal aspects of this mat-
ter are to be set out in the law guaran-
teeing youth training (Jugendausbil-
dungssicherungsgesetz); it is assumed
as a broad guideline that 1,500 train-
ing opportunities will be made availa-
ble in each case. At the end of each
training year, around one third of par-
ticipants are to leave the scheme to
enter regular apprenticeship in the pri-
vate sector. Participants receive a
maintenance allowance from the AMS
of ATS 2,985.

ATS 400 million have been ear-
marked for the vocational training
courses for the training years 1998/99
and 1999/2000, financed out of the
central government budget. The tar-
get volume will be around 2,500 par-
ticipants. These one-year training
courses are to be organised by provid-
er organisations, whereby school in-
frastructure — belonging to both cen-
tral and federal state government -
will be used free of charge.

In terms of social security legisla-
tion, participants in the courses have
equal status to apprentices and receive
a special grant of ATS 2,000 paid out
by the provider organisations.

In addition, the education depart-
ment plans to improve the opportuni-
ties to retake the compulsory school-
leaving certificate; ATS 50 million
have been earmarked annually for
1998 and 1999, financed out of the
central government budget; a pro-

14

inforMISEP No. 63/ Autumn 1998



gramme volume of around 1,000 par-
ticipants is envisaged.

As part of this medium-term pack-
age of measures, additional incentives
are to be provided for employers, lim-
ited to the training years 1998/99 and
1999/2000: Since July 1998, firms
training apprentices have been enti-
tled to a tax-free allowance of ATS
20,000, and firms have been tempo-
rarily exempted from the obligation to
pay accident insurance contributions
for new apprentices.

The basis for this package, set out in
the NAP, is an interdepartmental
agreement between the federal minis-
tries of labour, health and social affairs,
education and cultural affairs, and eco-
nomic affairs. The legal basis for the
measures has been established through
the above-mentioned law guarantee-
ing youth training opportunities.

Additional measures contained in the
National Action Plan

Support for supra-plant (object-relat-
ed) and inter-plant (subject-related)
apprenticeship training received spe-
cial emphasis as a specific item in
Guideline 1 of the NAP. Responsibili-
ty for implementation lies with the
AMS.

Under the section entitled “Adapt-
ability of young people”, Guideline 7
emphasises the following elements:

— establishing training modules to
prepare female training-seekers;

- additional new training occupations
(especially in the service sector) are
to be admitted to the dual training
system, and the admission proce-
dures for such new occupations are
to be improved and streamlined. In
future, the Federal Advisory Coun-
cil on Vocational Training (Bundes-
berufsausbildungsbeirat) will have
to draw up a report within six
months, on the basis of which the
Department of the Economy will
admit the training occupation in
question;

— preliminary training for young peo-
ple suffering from various deficien-
cies; part of the time spent on this
can be deducted from the subse-
quent apprenticeship period;

- setting up an advisory and arbitra-
tion office for vocational training in

order to support employers offering
apprenticeship opportunities paral-
lel to the existing structures estab-
lished by the law on vocational
training (§3a procedures).

The vocational training act (BAG) has
been amended to include provisions
on the advisory and arbitration office
and preliminary training.

The AMS’s labour market policy for
young people

Alongside these new measures, the
AMS will continue to implement — and
where appropriate, develop — its al-
ready successful range of labour mar-
ket policy instruments for young peo-
ple; these include careers advice cen-
tres, the policy of opening up new
occupational fields and forms of train-
ing, not least for girls and young wom-
en.

Support by the AMS for appren-
tices is oriented towards the following
labour market policy goals:

— the integration of labour market
problem groups into the labour
market;

— countering the disadvantages faced
by women on the labour market;

— qualitative improvements in ap-
prenticeships (interplant supple-
mentary training);

— closing the gap in training opportu-
nities by creating additional training
places.

This support is targeted towards those
facing disadvantages on the labour
market. The “additionality” of an ap-
prenticeship is no longer considered as
grounds for granting support, for giv-
en the difficulties in evaluating this
criterion and the deadweight effects
this implies, sobering experiences
were made with the criterion in the
past.

One of the underlying goals behind
the AMS’s targets is to prevent long-
term unemployment among young
people. Long-term unemployment is
defined as a period of registered un-
employment exceeding six months.
Consequently, the long-term unem-
ployed also constitute a focus of AMS
activities.

In regions facing youth unemploy-
ment above the Austrian average, ad-
ditional employment projects and in-

Job Creation

tegration schemes are to be imple-
mented in cooperation with local and
regional partners. Claims for funding
from the European Social Fund are to
be made, an exchange of experiences
with other EU countries maintained,
and measures deployed within the
framework of Community initiatives.

Austria

Wage Subsidies for the
Long-Term Unemployed
and Persons Threatened
with Long-Term Unem-
ployment

Recently, new guidelines came into
force concerning the provision of
wage subsidies to employers recruit-
ing the long-term unemployed or
those under threat of long-term unem-
ployment. The new regulations on the
integration subsidy and special inte-
gration subsidy (Eingliederungsbeihil-
fe and Besondere Eingliederungsbei-
hilfe) replace and unify three existing
forms of wage-cost subsidy: the com-
munity-benefit integration subsidy
(formerly called the Action 8000) for
non-profit organisations, the enter-
prise integration subsidy for enterpris-
es, and the special integration subsidy
for both non-profit organisations and
enterprises recruiting recipients of
emergency support. The only differ-
ence between the integration subsidy
and the special integration subsidy is
that for the special integration subsi-
dy, the resources of passive labour
market policy are used and beneficiar-
iesare restricted to those drawing ben-
efits.

All types of employers are entitled
to claim the subsidies, with the excep-
tion of the Labour Market Service
(AMS) itself, political parties, radical
associations and the central govern-
ment.

The subsidy is available for job-
seekers registered with the employ-
ment office for at least six months (for
those under 25 and over 45 years of
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age) and twelve months (for those be-
tween 25 and 45 years of age). Under
certain conditions, the subsidy can
also be provided for those under acute
threat of long-term unemployment
(for example, due to care responsibili-
ties or other disadvantages).

Provision of the subsidy is subject
to the following conditions:

- conclusion of an advisory and guid-
ance agreement between the em-
ployer, the beneficiary and the
AMS;

— substitution effects must be pre-
cluded;

— the employment relation must last
at least one month;

— the employment relation must re-
present at least 50% of the statuto-
ry standard working hours;

— the employment relation must meet
collective and statutory require-
ments in terms of pay and working
conditions.

Level and duration of the subsidy

The subsidy may reach a level equal to
up to 66.7% of the calculation base
(which is equal to gross monthly pay
plus a flat-rate payment of 50% to
cover indirect labour costs); it is paid
by the AMS. In the case of the special
integration subsidy, the employer re-
ceives support limited to a ceiling
equal to the level of unemployment
benefit or emergency aid, paid out of
the unemployment insurance fund re-
sources earmarked for this purpose
(including family supplements where
appropriate and sickness and pension
insurance contributions); here, too,
the subsidy may not exceed 66.7% of
the calculation base.

The integration subsidy can be pro-

vided for up to two years; the special
integration subsidy for up to one year.

Portugal

Regional Employment
Plan for the Alentejo
Region

By virtue of ministerial decree no. 67/
98 of 8 June 1998, the Portuguese
government has initiated the drawing
up of a regional employment plan for
the Alentejo Region within 120 days.
The plan, which is to implement the
strategy pursued in the National Em-
ployment Plan (Plano Nacional de
Emprego — PNE) in this region, is to
remain in force until the year 2003.

Notwithstanding the four-month
implementation period, a number of
immediate measures are being taken
to counter youth unemployment, pre-
vent long-term unemployment and
promote employment at local level.
At the same time, infrastructural ele-
ments are to be put in place or devel-
oped with the aim of promoting job
creation, developing vocational train-
ing measures, and evaluating the re-
sults of employment and training
measures in the region.

As of 1 October 1998, all young
people registered with the public em-
ployment service will be offered an
employment opportunity before they
have been wunemployed for six
months, with the dual aims of reducing
youth unemployment and averting
long-term unemployment. This offer
will take the form of training or re-
training, work experience, a job, or
another measure promoting integra-
tion into the labour market. Also start-
ing on 1 October 1998, all adult unem-
ployed persons will also be offered an
employment opportunity in one of the
above-mentioned forms or in the form
of individual career orientation guid-
ance, before they have been regis-
tered unemployed for 12 months.

This employment promotion initia-
tive at local level will be conducted as
a pilot project and is based on the
conclusion of three-year contracts be-
tween the public employment service
(IEFP) and non-profit organisations in
the public and private sectors, which
will put forward local projects in re-

gions particularly affected by output
migration and unemployment. These
projects must contain measures with
the following objectives:

- provide a stimulus to develop initia-
tives that create new employment
opportunities at local level,

— organise measures to upgrade the
skills of the unemployed,;

— support occupational mobility;

— promote the social integration of
those threatened with exclusion;

— promote placement in employment;

— develop local initiatives to re-ani-
mate traditional activities.

The programme will be financed by
the IEFP, with a total of PTE 3 million
earmarked for the period 1998 to
2001.

The following infrastructural terms
are to be created or developed in or-
der to promote job creation and the
implementation of vocational training
measures:

- setting up three new “nests of
firms” (“ninhos de empresas” -
premises offering facilities, office
machinery, etc. to firms during their
start-up phase) at the Centre for the
Promotion of New Businesses (Cen-
tro de Apoio a Criacao de Empresas
— CACE) in Portalegre;

— setting up a Centre for the Promo-
tion of New Businesses (CACE) in
Beja, which is to focus on initiating
and consolidating small enterprises;

— providing the Centre for Artisan
Training in Reguen agos de Mosaraz
with a laboratory to promote pot-
tery crafts in the region.

In order to evaluate the results of the
various employment and training pro-
grammes, particularly the fixed-term
employment programmes (Programas
de Actividades Ocupacionais — POC)
on the regional labour market in Alen-
tejo, the IEFP will conduct a systemat-
ic impact assessment survey in con-
junction with its partner organisa-
tions.
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Portugal

Criteria for the Promo-
tion of “Integration
Enterprises”

Decree no. 348-A/98 of 18 June 1998
has set out the criteria according to
which, within the framework of the
so-called “social labour market”, inte-
gration enterprises are approved and
given technical and financial support
by the public employment service

(IEFP) as an element in its active la-

bour market policy.

According to the criteria, integra-
tion enterprises must primarily pursue
the following goals:

— countering poverty and social ex-
clusion by means of vocational re-
integration measures;

- promoting the acquisition and de-
velopment of the social and voca-
tional skills necessary to perform a
paid occupational activity;

— creating jobs to meet needs that are
not satisfied on the regular labour
market and that contribute to social
development at the local level.

Integration enterprises are non-profit

organisations that seek to promote the

social and vocational reintegration of
the long-term unemployed and other
disadvantaged labour market groups.

They include associations, coopera-

tives, foundations and private welfare

institutions.

For each person recruited, an indi-
vidual file is created containing all the
information relevant to his/her social
and vocational integration, including
the details of the benefits being drawn;
in this way, the necessary contacts to
the local employment service offices
are developed.

In addition, the file also contains an
individual integration plan which, de-
pending on the personal profile and
interests of the employee and the
training requirements for successful
adjustments to the activity performed,
may encompass the following:

— a vocational training phase lasting
up to six months, the aim of which is
to develop personal, social and vo-
cational skills;

— a professionalisation phase to fur-
ther develop and strengthen the
skills acquired, by means of an ac-
tivity in an integration enterprise.

Other active labour market policy
measures can also be deployed to pro-
mote the social and vocational inte-
gration of the target groups into the
labour market, alongside social inte-
gration measures conducted in close
cooperation with the support institu-
tions responsible and the integration
enterprises.

The provision of financial support is
conditional on IEFP approval for the
application and recognition of the or-
ganisation as an integration enterprise
by the committee responsible for the
“social labour market”. The employ-
ment offices are responsible for ac-
companying the labour market inte-
gration process and offering appropri-
ate guidance. Financial support from
the IEFP may supplement that from
other sources; the level of support pro-
vided is fixed annually in the IEFP
budget.

In order to consolidate the projects
and render them in the longer term,
specialist groups are to be set up to
provide systematic guidance to the in-
tegration enterprises. At regular inter-
vals they will also compile reports on
business activities and the social and
vocational integration of the individu-
als recruited; the reports will be pre-
sented to the committee responsible
for the social labour market and to the
employment office responsible for the
integration enterprise in question.

The committee will present an an-

nual report to the Ministry of Labour
and Solidarity.

United Kingdom

Recent Developments in
the “New Deal”

The national roll-out of the New Deal
for Long-Term Unemployed People
took place on 29 June 1998. This is

Job Creation

designed to help people aged 25 and
older who have been unemployed for
two years or more. It will offer:

— a job with an employer for six
months with an employer subsidy
of GBP 75 per week;

— the opportunity for up to 10,000
people lacking basic skills to study
full time for up to a year while re-
maining on benefit.

In the March 1998 budget, the U.K.
government announced funding for
the introduction from November
1998 of new pilots to provide 70,000
opportunities for long-term unem-
ployed adults who have been unem-
ployed for 18 months. The pilots will:

~ offer a Gateway of help, similar to
that offered in the New Deal for
Young People;

— provide an intensive programme of
training and work experience last-
ing three months for those who do
not find work through the Gateway;

— provide a six-month subsidy of GBP
60 a week to employers of those
finding work;

- include specific measures tailored to
the needs of long-term unemployed
people aged over 50.

Although the main focus will be on
those unemployed for over 18
months, the pilots will also look at
helping adults who have been unem-
ployed for between 12 and 18 months.

The U.K. government is also pro-
viding funding to help the partners of
unemployed people, who are them-
selves out of work, to get jobs. Child-
less partners under 25 will be included
in the New Deal for Young People.
Partners over 25 will be offered the
advice and help they need to get back
to work. This initiative is still in the
developmental stage.

Some (very early) results from the
New Deal

The latest figures (published on 25
June 1998) reveal that more than half
(51%) of the people leaving the Gate-
way of the New Deal for Young People
(18-24) are going into employment.
Since the New Deal started, 5,500
young people have been successful in
finding work. One in four young peo-
ple who have entered the New Deal
have volunteered to join early. Most

inforMISEP No. 63 / Autumn 1998

17



Job Creation

entrants to the New Deal are still on
the Gateway, but of those leaving the
Gateway, 35% have gone into unsub-
sidised jobs, 16 % into subsidised jobs
and 12% onto one of the other three
options — 607 in full-time education
and training, 173 in a job in the volun-
tary sector and 118 on the Environ-
ment Taskforce. 15,000 employers
have now signed up to the New Deal —
50% up on the previous month.
Interim findings for the New Deal
for Lone Parents were published in
May 1998; they showed that the New

Training

Germany

QUAS - A Pilot Project
Offering “Training

and Work for School-
Leavers”

On 1 March 1997, a pilot project enti-
tled QUAS (Qualifizierung und Arbeit
fiir Schulabginger — Training and
work for school-leavers) was initiated
in Hamburg as a new form of voca-
tional preparation for 250 school-
leavers considered not yet ready for
an apprenticeship or normal vocation-
al training. Unlike the standard full-
time training schemes offered by the
careers advice service, the QUAS pro-
gramme is divided rigorously into a
training and an employment section.
Participants can remain in the scheme
for up to three years.

QUAS participants are employed
for at least half regular working hours
in an enterprise alongside a part-time
training scheme provided by the ca-
reers advice service. The division into

Deal had a real and measurable effect

on the rate at which lone parents

moved on income support in the eight
pilot areas:

- areduction of 2 percentage pointsin
the number of lone parents on in-
come support whose youngest child
is of school age;

— the number of lone parents making
new or repeat income support
claims increased by 7% less in the
pilot areas than in similar control
areas where the service was not
available.

two loci of learning allows for the fact
that the weaker school-leavers, in par-
ticular, are very often “fed up” with
school. Young people are able to swift-
ly gain a sense of achievement through
working under their own initiative in
the enterprise, a sense of achievement
most failed to experience at school. In
the course of participation, they have
an opportunity to show “their” em-
ployer that they are indeed highly
motivated and willing to work hard,
and thus to recommend themselves
for training in the enterprise or for
employment.

The Hamburg employment office
feels that the QUAS programme has
become necessary because the declin-
ing number of training opportunities,
together with the ever-higher de-
mands made of in-plant training, have
meant that school-leavers with below-
average marks have found it increas-
ingly difficult to find an employer will-
ing to train them. They are then in
danger of losing touch with workplace
reality and the accompanying sociali-
sation that is so important. At the
same time, the preparatory one-year
measures offered by the careers ad-
vice service are often insufficient to

This initiative has been available na-
tion-wide since April 1998 to lone par-
ents who make a new claim for income
support. An additional GBP 10 million
announced in the March budget will
be used to evaluate the effectiveness
of an in-work training grant for lone
parents and to draw in innovative
schemes from the private and volun-
tary sectors for training and other sup-
port to lone parents. From October
1998, the service will be extended to
all claimants already on income sup-
port.

integrate young people into the in-
plant training and employment sys-
tems.

Participants in the QUAS pro-
gramme receive from their enterprise
amonthly net remuneration (on which
the employer must pay social insur-
ance contributions) of DM 500. This is
financed and reimbursed by the Fed-
eral Ministry of Labour and Social Af-
fairs and the City of Hamburg. The
rights and duties of the trainee and the
employer (duration, probation peri-
ods, dismissal and notice periods, re-
quirements in case of sickness, holiday
entitlement, pay) are set out in a con-
tract between the trainee and the en-
terprise; it requires the employer to
pass on basic knowledge in an agreed
profession. It did not prove difficult to
acquire the necessary training places
in Hamburg.

Evaluation of the QUAS pro-
gramme after one year reveals some
initial successes for the model. It is
expected that more than half of the
current participants will commence in-
plant vocational training in the sum-
mer of 1998. It should be mentioned
that many participants have received
a substantial boost to their motivation
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and willingness to work from the fact
of belonging to an enterprise. It is
evident that they are taken more seri-
ously by their peers and their parents
as “holders” of a job than is the case
with apprentices or those taking
school vocational training. Great val-
ue is to be placed on the effect of paid
work on the self-esteem of these
youngsters, with a view not only to
their future career, but to their life in
general.

On the basis of the experiences
gained so far with the QUAS pro-
gramme, the Hamburg employment
office plans to substantially expand
the project, providing its own financial
resources under §10 of the Third So-
cial Legal Code. The full-time training
schemes, which up to now have been
retained, are to be converted into
QUAS measures. This means that, as
of the summer of 1998, the careers
advice service of the Hamburg em-
ployment office is only offering ca-
reers-preparation measures in con-
junction with paid part-time work.
This decision was based on the follow-
ing main considerations:

— Observation has shown that direct
contact between the young person
and the enterprise has been more
conducive to the integration of
young people, particularly those
with poor school achievements, in
training or employment than the
traditional courses offered by the
careers advice service.

— Local business takes a positive view
of the project because it is seen as
being close to enterprise reality and
has provided a sufficient number of
work experience places to support
the aim of workplace socialisation
and a subsequent outflow into train-
ing or employment.

- All participants in measures provid-
ed by the careers advice service are,
wherever possible, to be induced to
be more committed and active in
promoting their own occupational

integration via the experience of
training and work offered by QUAS
and the associated remuneration
and payment of social insurance
contributions.

— Under the new Third Social Legal
Code, the scope for supporting vo-
cational further training for young
adults lacking qualifications has
been tightly circumscribed, so that
QUAS is also seen as an alternative
to further training and retraining for
this target group.

— From the summer of 1998, more
than 800 QUAS places are to be
made available for Hamburg
school-leavers considered not yet
ready for training.

Taking account of the lessons learnt so
far, from the summer of 1998 the
training facilities of the careers advice
service involved in QUAS will offer a
preliminary and preparatory phase for
those young people lacking the occu-
pational and social skills for practical
work experience in the workplace
who must be given special support.
The aim of this preparatory phase is to
ensure that fewer participants en-
counter excessive difficulties in the
transition from school to work, thus
reducing the number of participants
dropping out during the first few
months of the measure.

Both the concept underlying the
Hamburg model and the initial results
achieved have induced the federal
government to take QUAS as a model
for the nation-wide introduction of a
new model, entitled AQJ (Arbeit und
Qualifizierung fiir Jugendliche -
Work and training for young people).

The core element of the AQJ pro-
gramme is to link up a practical work
experience relationship between the
youngster and a firm, one which pays
a wage and social insurance contribu-
tions, and a careers-preparation meas-
ure. As in the Hamburg pilot project,
the young person receives a net train-
ee allowance of DM 500 per month,

Training

for which the employer is reimbursed
(including the attendant social insur-
ance contributions). In return, the em-
ployer must provide the young person
with basic knowledge and skills, with a
view to subsequent vocational train-
ing. During the other half of the time,
the youngster participates in a careers-
preparation measure organised by an
approved organisation or in a modi-
fied careers-preparation year organ-
ised by state government.

On 21 April 1998, the federal gov-
ernment provided DM 40 million for
the current year from the budget for
“Support for measures to try out new
ways in labour market policy” and
commissioned the federal employ-
ment service (BA) with the task of
implementing the AQJ programme.
Financing for 1999 has already been
earmarked up to a level of DM 90
million.

There has been a very positive re-
sponse to the AQJ programme in prac-
tice. As early as the start of June 1998,
the employment offices had received
more applications than could be fund-
ed with the DM 40 million available.
For 1998, around 4,000 entrants into
the measure can be fully financed (re-
muneration for the trainee and costs of
the measure, including social-peda-
gogical guidance). Almost all of the
measures have since got under way.
The projects are being conducted in all
of Germany’s federal states and in
both urban and rural areas. The insti-
tutions providing preparatory guid-
ance include those run by business, the
trade unions and others providing sup-
port for the disadvantaged. The
number of projects may be increased
further if additional finance is provid-
ed by state or local governments.

Evidence on the success of the
measures (outflows into training or
employment) will be available at the
earliest after the measures have run
for six months (i.e. at the start of
1999).
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Austria

Two Legal Changes

Granting of emergency assistance
(Notstandshilfe)

Since 1 April 1998, emergency assist-
ance has been granted irrespective of
nationality. The conditions of entitle-
ment for emergency assistance are
that the unemployed person:

- during the ten years prior to claim-
ing unemployment benefit or pa-
rental allowance paid unemploy-
ment insurance contributions for a
total of at least 416 weeks; or

— when claiming unemployment ben-
efit or parental allowance or before
his/her 25th birthday, he/she had
completed compulsory schooling, at
least half of which must have been
performed in Austria; or

— have been born in Austria; or

— prior to claiming unemployment
benefit or parental allowance have
been legally resident in Austria, in
accordance with the prevailing regu-
lations, for atleast half of his/her life.

Extension of the framework period
in the unemployment insurance
system

As of 1 October 1998, the following
regulations apply to the extension of
the framework period in the unem-
ployment insurance system:

— The extension of the framework
period to a maximum of three years
in the case of employment not sub-
ject to unemployment insurance
contributions leads, in those cases in
which this activity must be aban-
doned after more than three years,
to an ending of entitlement to un-
employment benefit or the contin-
ued payment of unemployment
benefit and emergency assistance.
Under the new regulation, the
framework and continued entitle-
ment periods can be extended be-
yond three years on payment of a
voluntary social security contribu-
tion, and the entitlement periods in

the unemployment insurance
scheme for the self-employed, “free
employees” and those employed
outside the European Economic
Area can be maintained.

Those who, following a longer peri-
od of dependent employment sub-
ject to unemployment insurance
contributions, take up self-employ-
ment or dependent employment
not subject to contributions are to
be granted the possibility of contin-
uing to belong to the community of
the insured by paying a social secu-
rity contribution, thus enabling
them to claim benefits provided
by the unemployment insurance
scheme should they become unem-
ployed.

By paying a security contribution,
the extension of the framework pe-
riod for fulfilling the contribution
requirements and for applying for
continued payment of unemploy-
ment benefit or emergency assist-
ance will be effected, enabling such
persons to draw benefits from the
unemployment insurance scheme in
the same way as employees covered
by the unemployment insurance
scheme, albeit subject to a ceiling
equal to the “guideline rate for com-
pensatory bonuses” (Ausgleichszu-
lagenrichtsatzes) for single persons
(currently ATS 7,992 per month).
Uniformity of entitlement not only
simplifies administration, it also
makes it easier for those gainfully
employed persons not subject to
compulsory contributions to deter-
mine whether it is worth paying the
contribution in order to maintain
the social security entitlements pro-
vided by the unemployment insur-
ance system.

In order to maintain a balanced rela-
tionship between contributions and
benefits and to prevent fraudulent
claims, an employment relationship
exceeding the minimum level for
health insurance purposes, a quali-
fied contribution period and a deci-
sion on participation in this social
insurance system must be made no
later than one year after the end of
compulsory insurance or the most

recent benefit payment. The fact
that until now a decision could be
postponed until the end of the
three-year framework extension or
continued entitlement period was
an incentive to pass on risks to the
unemployment insurance while
avoiding paying benefits.

— The voluntary payment of a securi-
ty contribution is open to all those
who, during the last five years prior
to the end of their last period of
compulsory insurance under the un-
employment insurance scheme,
were in contribution-paying em-
ployment for at least 156 weeks
(around three years). If parental al-
lowance was drawn during these
five years, the evaluation period is
extended by the length of the pa-
rental leave. The payment of the
security contribution must be made
regularly starting from the end of
the contribution-free period. If the
obligation to pay the security con-
tribution is not met for a period of
four months, a renewed extension
of the framework period by virtue
of renewed payment of the security
contribution is not possible until a
further period of contribution-pay-
ing employment.

The level of the security contribution

will be periodically adjusted starting

in 2001.

Finland

Amendments to the
Young Workers’ Protec-
tion Act

A proposal for the amendment of the
Young Workers’ Protection Act (998/
1993) has been made to permit per-
sons of school age to work for up to
half of their school holidays. The pro-
posal also prescribes that the daily
working hours and the daily hours of
theoretical training for apprentices
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may not exceed eight hours, and the
weekly hours may not exceed 40
hours. Also, the provision on the daily
rest period and emergency work is
proposed to be amended. The govern-
ment proposal was presented to Par-
liament on 18 June 1998.

Under present legislation, a person
reaching the age of 14 years may be
admitted to employment if the em-
ployment in question consists of light
work for not more than two thirds of
the school holidays. According to the
government proposal, pupils at com-
prehensive school, who have reached
the age of 14 years or will reach that
age in the course of the calender year,
shall be permitted to work for at the
most half of the school holidays. The
proposal is in compliance with the
Council of Europe’s Social Charter.

The present legislation does not in-
clude any provision on adding up the
working hours and the hours of train-
ing performed by apprentices: They
will be limited to a total of 8 hours per
day and 40 hours per week.

The provision on the daily rest pe-
riod of a young worker is to be amend-
ed to apply to all persons under 18
years of age. According to the law in
force, the provision is only applied to
persons under 15 years of age.

Furthermore, the provision on
young workers doing emergency
work is to be amended. It is proposed
that young workers may not be made
to do emergency work except when
there are no adults present in the
working place who could be made to
do the emergency work or when the
number of such adults is not sufficient.

After the amendments, the Young
Workers’ Protection Act will meet the
demands of the EU Directive on the
Protection of Young People at Work
and the Council of Europe’s Social
Charter.

The amendments are to come into
force at the earliest possible date after
the proposal has been passed.

Social Protection, Unemployment Benefits

United Kingdom

Recent Developments
Concerning Rights for
Workers, Minimum Wage
and Childcare

The Fairness at Work White Paper,
published in May 1998, contains pro-
posals to establish a statutory frame-
work in tune with the practices of the
most modern, competitive companies.
These proposals back the govern-
ment’s commitment to support a fam-
ily-friendly culture at work and repre-
sent a landmark in the government’s
drive to create a more prosperous and
fairer Britain. The White Paper pro-
poses a range of legal changes, includ-
ing: rights for workers to vote for un-
ion recognition and to be accompa-
nied by a friend or union representa-
tive in resolving individual problems
with the employer; new protections
against discrimination for involve-
ment in union and related activities;
and various improvements in individ-
ual rights, including rights for parents.

The White Paper sees a fair frame-
work of employee rights to be an es-
sential condition for success in the glo-
bal competitive market by modern
companies with flexible and innova-
tive employees. Also, it puts the pro-
posals in the context of laws coming
from Europe and explains how the
government will implement the latter
in ways suited to the U.K. labour mar-
ket and other arrangements. This is a
consultation document: Comments
have been invited by 31 July 1998.

The National Minimum Wage Bill
sets out the legislative framework for
establishing a minimum wage. The
National Minimum Wage will be in-
troduced in April 1999 at a rate of
GBP 3.60 per hour. The Low Pay
Commission recommended that 16-
17 year-olds and those on formal ap-
prenticeships should be exempt
from the National Minimum Wage
and that there should be a develop-
ment rate of GBP 3.20 per hour for
18-20 year-olds and for workers start-
ing a new job with a new employer
and receiving accredited training for a

period of 6 months. In accepting the
commission’s recommendations, the
government decided to proceed with
caution and introduce the develop-
ment rate for young people at GBP
3.00 for 18-21 year-olds, rising to
GBP 3.20 for 18-20 year-olds in June
2000. The commission has been asked
to look again at the position of 21
year-olds in 1999 to see whether it
reconfirms its advice that they be cov-
ered by the adult rate.

The Green Paper Meeting the
Childcare Challenge covers specific
proposals for England, although many
of the issues are relevant across the
UK. Wales and Scotland have issued
separate consultation papers on the
development of childcare in their
countries, while Northern Ireland also
plans to consult on the issue shortly.

The Green Paper sets out how the
government envisages the childcare
strategy to be taken forward at local
level. The new childcare partnerships
will be responsible for drawing up a
plan for meeting childcare needs at
local level, and this plan will be based
on audit of local provision and assess-
ment of need. These partnerships will
involve local authorities, TECs, volun-
tary organisations, community groups
and a wide range of other interested
parties. We will issue guidance in the
autumn to the partnerships after we
have considered responses to the con-
sultation. This may cover composition
of partnerships and also set out in
more detail the tasks which they will
take forward.

In June 1998, the U.K. government
launched a radical GBP 75 million
programme to drive up educational
standards. 25 Education Action Zones
are being created, uniting business,
schools, local education authorities
and employers in order to modernise
education in areas of social depriva-
tion. Businesses — including Shell,
Cadbury Schweppes, Nissan, Rolls
Royce, American Express, Kellogg’s
and British Aerospace — will contrib-
ute GBP 19 million over three years.
Each zone will have targets to raise
achievements.
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Greece

France

Programmes Offering
Subsidies for the Recruit-
ment of Jobseekers from
Problem Groups

Following a decision by the minister of
labour and social insurance, a pro-
gramme has been set up offering
grants to firms recruiting jobseekers
from labour market problem groups.
A total of 1,180 jobs are to be created
for unemployed and young, self-em-
ployed persons and for people aged
between 16 and 64 benefiting from
further training between 1997 and
1999 within the framework of the
Community “Employment” Initia-
tive. The programme is divided into
four parts:

— NOW (for women);
— HORIZON (for the disabled);

- YOUTHSTART (for young people
aged between 16 and 24 lacking
basic vocational qualifications);

— INTEGRA (for returning emigrants,
refugees, migrants, former convicts,
young offenders, former addicts fol-
lowing therapy, persons from re-
mote island or mountain regions,
single parents, the long-term unem-
ployed, and elderly jobseekers aged
55-64).

An additional programme of grants
for employers recruiting disabled peo-
ple aged between 16 and 54 aims to
support and integrate this group by
offering special employment meas-
ures to provide access to the labour
market and enable disabled people to
remain in employment.

The Struggle Against
Exclusion: Employment
Promotion Measures

One of the central aims of the third
major section of the social policy in-
troduced by the Jospin government
one year ago is to “guarantee access to
existing rights for all citizens, particu-
larly in the fields of employment,
health, housing and culture”.

Following the programme offering
new employment opportunities to
young people introduced in October
1997, and the working-time reduction
to create jobs adopted this June, on
9 July 1998, the French parliament
passed the “Law on the struggle
against exclusion”. It forms part of the
three-year action programme to coun-
ter exclusion that the French govern-
ment presented in March 1998, the
costs of which are estimated to run to
FRF 51.4 billion for the period 1998~
2000. Taking account of the diverse
difficulties facing persons experienc-
ing serious disadvantage, the new law
contains a wide range of provisions, of
which only the most important meas-
ures with a direct bearing on employ-
ment are described in detail here.

The first of these measures is the
“access path to employment” (Trajet
d’acces a Pemploi - TRACE) for
young people experiencing particular
difficulties. Under the TRACE pro-
gramme, individual and intensive
guidance measures (such as counter-
ing illiteracy, accelerated acquisition
of vocational experience, orientation
and training) can be implemented for
young people aged less than 25 who
experience particular difficulties and
face a risk of exclusion from the labour
market (in particular, young people
lacking skills and qualifications). The
“pathway”, which lasts up to 18
months, will be organised on the basis
of an appropriate link-up of measures
already in existence and measures

performed on the ground by the em-
ployment service (ANPE) and the lo-
cal offices of the PAIO (guidance, in-
formation and orientation centres for
young people). Young people facing
material difficulties, especially regard-
ing housing, will be able to benefit
from departmental or local support for
young people (FAJ).

As an incentive to re-enter the la-
bour market, recipients of minimum
social benefits' will also, subject to
certain conditions, be permitted to
earn income from dependent employ-
ment or self-employment while re-
taining benefit entitlement; a corre-
sponding decree is to be issued.

The “qualification contract” (con-
trat de qualification®), which until
now has only been available to young
people, is, by way of an experiment
(to the end of 2000), to be opened up
to adult jobseekers aged over 26 who
are encountering social and occupa-
tional difficulties.

In future, the “Community Work
Contract” (Contrat Emploi Solidarité
— CES?) will once more focus on those
people facing the greatest difficulties.
An extension to a CES for the same
position will be linked to a require-
ment to provide training that will facil-
itate labour market integration once
the contract expires. Holders of a CES
will be able to perform a complemen-
tary professional activity for a period

1 These include the guaranteed minimum in-
come, the solidarity support, integration as-
sistance, single-parent allowance and the
widow’s allowance.

2 Under this contract, a young person is re-
cruited by an employer for between 6 and
24 months, whereby at least 25% of the
contractual period is to be dedicated to
training measures. The employer is exempt-
ed from the obligation to pay contributions
to the social insurance funds.

3 The CES, in existence since 1992, is a con-
tract on the basis of which public authorities,
public bodies, non-profit associations, etc.
can recruit certain groups of persons facing
particular difficulties in a part-time position
on the basis of the minimum wage. The
employer is exempted from social insurance
contributions and receives from central gov-
ernment a monthly allowance representing
a considerable proportion of the wage costs.
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of up to one year after a waiting period
of three months.

As an additional measure, the Con-
solidated Employment Contract
(Contrat Emploi Consolidé — CEC*) is
to be made available directly - i.e.
without a requirement to have previ-
ously concluded a CES - and is also to
be focused on those experiencing the
greatest difficulties. The CEC agree-
ment is to include both vocational ori-
entation measures, the recognition of
acquired skills and the drawing up of a
list of occupational skills. Working
hours may not be less than 30 hours
per week, and the state will assume
part of the wage costs, the level of
which varies according to the difficul-
ties faced by the participant in taking
up employment.

In future, the “Collective Integra-
tion and Employment-oriented Train-
ing Courses” (Stages Collectifs d’In-
sertion et de Formation a 'Emploi -
SUFE) will also be available to single
parents and to (former) prisoners.

In addition, the “New Business
Start-up Assistance” (Aide a la Créa-
tion d’Enterprise — ACCRE), which
can be claimed by young people and
unemployed persons seeking to set up
their own business, is to be extended
to make it available to other groups of
persons facing particular difficulties.

4 Until now, a CEC could be reached only as
an extension to a CES. It is also a contractual
form entitling the employer to state support
under certain conditions; the contract is ei-
ther permanent or for a maximum fixed
term of five years. Working hours are be-
tween 16 and the full-time hours (39 hours
per week).

Italy

Interview Plan for Unem-
ployed Youth

At the Luxembourg Employment
Summit meeting of the EU heads of
state on 21 November 1997, each
Member State committed itself to tak-
ing initiatives to influence employ-

ment trends and to realise measures
that promote employment and pro-
vide incentives for the jobless to look
for work and training opportunities.

Within this framework, Italy has
prepared a pilot initiative to revise the
unemployment lists of young people
aged between 18 and 25 in the follow-
ing employment office districts: Padua
(northern Italy); Arezzo and Piacenza
(central Italy); Lecce, Potenza, Saler-
no and Reggio Calabria (southern Ita-
ly). It is planned to extend the experi-
ment to cover a maximum of 20 em-
ployment office districts and a dura-
tion of six months from the start of the
activities (20.4.1998). The aim of the
initiative is to derive better analytical
data on the quantitative and qualita-
tive characteristics of youth unem-
ployment in order to be in a position to
develop more highly targeted meas-
ures. To this end, the young people are
invited to attend an interview and fill
out a form, the data from which will
then be processed electronically (Net
Labour System). The first important
classification on the basis of which the
data are collated is between three
groups: The first consists of those un-
employed persons who have been reg-
istered for more than six months and
have had no contact with the place-
ment office for more than one year;
the second group consists of those un-
employed persons who have been un-
employed for more than six months
and will soon reach the age of 25; the
third group consists of unemployed
persons aged around 18 who have
not been registered for an extended
period.

The interview also contains what
might be called a “constructive
phase”, which means that by the end
of the interview an individual pro-
gramme for jobsearch and skill acqui-
sition will have been drawn up, one
which takes account of all of the local
and national employment and training
opportunities that could be taken ad-
vantage of. These questionnaire inter-
views are also conducted with young
people registering in the placement
lists for the first time.

It is planned to incorporate
100,000 young people in northern
and central Italy and 200,000 in
southern Italy into the measure. The

Special Categories of Workers

number of interviews will vary from
district to district: in Campania, for
example, 50,000 interviews are ex-
pected to be held; in Sicily, 45,000; in
Apulia, 30,000; in Calabria, 25,000;
in Latia, 22,000; and in Lomardy and
Piedmont, 15,000.

A report on the progress achieved
with the survey is to be presented to
the Directorate-General for Employ-
ment by 10 November 1998.

The interview plan will draw atten-
tion to the problem of further training
of the staff at the employment offices,
who will need to become familiar with
the techniques of interviewing. For
this reason, the staff members selected
for the task should, where possible,
have an appropriate background (so-
ciologists, psychologists, social work-
ers, etc.).

Netherlands

Act on (Re)Integration in
Employment of the Occu-
pationally Disabled

In April 1998, the First Chamber of
Parliament passed the Bill on the
(re)integration in employment of the
occupationally disabled. The new Act
came into force on 1 July 1998 and
offers more and better possibilities for
supporting the occupationally disa-
bled in finding employment. Employ-
ers will be entitled to a (re)placement
budget or a “tailor-made” package of
facilities in order to (re)integrate the
occupationally disabled. Also, the ap-
plication of the so-called reintegration
benefit will be extended. The already
existing instruments will be simplified
in order to make it easier for employ-
ers and employees to use them. The
responsibility for support in case of
(re)placement will come to rest as
much as possible with the agency or
person who supplies a particular occu-
pationally disabled person with a
wage or benefit.

The Cabinet expects that, due to
the proposed measures, on a yearly
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basis approximately 6,500 additional
persons with an occupational disabili-
ty will find a job. It intends to spend
NLG 146 million per year on the new
law. The aim behind the proposal is to
stimulate employers to implement
preventive policies and retain or hire
the occupationally disabled. The new
Act fits in with the introduction of
other financial incentives to employ-
ers regarding sickness of employees,
that is, the “Act on the extension of
the obligation to pay wages in case of
sickness (Wulbz)” and the “Act on
differentiation of contributions and
introduction of market incentives at
disability (Pemba)” (see also infor-
MISEP “Policies” No. 60, pp. 26-27).

Finland

Integration of Immigrants
and Asylum Seekers

The government proposal on a new
Act on the integration of immigrants
and the reception of asylum seekers,
presented to Parliament on 8 May
1998, aims at more effective integra-
tion of immigrants into Finnish socie-
ty. Rapid and flexible integration was
set as a basic goal of Finnish immigra-
tion policy in the Government Pro-
gramme on Immigration and Refugee
Policy, introduced in October 1997.

The government proposal stresses,
in accordance with the programme,
the immigrant’s own, active responsi-
bility for his or her new situation in
life. The immigrant shall record the
measures promoting his/her integra-
tion in the form of a personal integra-
tion plan, which he/she binds him/
herself to implement in exchange for
financial integration support. The mu-
nicipalities shall also look into immi-
gration issues in a more purposeful
way, creating, among other things,
preconditions for a tolerant residential
environment. The goals and measures
taken shall be recorded in the form of
a municipal integration programme.

Along with the ratification of the
Act, responsibility for the general de-
velopment, guidance and coordina-
tion of the integration policy is to be
transferred to the Ministry of Labour.
The Act is to come into force at the
beginning of 1999.

Immigrant’s cooperation obligation

According to the proposed Act, inte-
gration shall be both a right and an
obligation of the immigrant. For each
immigrant who is registered as an un-
employed jobseeker or who is receiv-
ing income support, a personal inte-
gration plan shall be made within five
months of entry into the country. The
plan shall serve as an agreement on
the measures supporting the immi-
grant and his or her family in acquiring
the information and skills necessary in
society and working life, and is made
jointly by the immigrant, the munici-
pality and an employment office. The
right to the plan is proposed to last for
three years.

The purpose of the plan is to ensure
that an unemployed immigrant pur-
posefully and as soon as possible after
entering the country acquires a suffi-
cient command of the language, com-
plements skills and acquires a readi-
ness to settle in Finnish society. The
measures may vary depending on the
individual and the municipality. Some
of the measures, such as labour market
training and other schemes arranged
by the employment authorities, are
already in use, but studying and train-
ing on one’s own initiative as well as
organisational and other kinds of vol-
untary activities may also be consid-
ered as measures promoting integra-
tion.

The law requires the immigrant’s
cooperation in carrying out the inte-
gration plan. An employment office
may decide to consider measures tak-
en by the municipality and the efforts
made by the immigrant to be equiva-
lent to labour market measures.

Integration support secures
livelihood

During the carrying out of the plan,
the immigrant’s livelihood is proposed
to be secured by immigration support,
which would not be a new type of
support, but consists of labour market

support for an immigrant who is regis-
tered as an unemployed jobseeker,
and possibly income support. The
amount of the support shall not ex-
ceed the amount of equivalent support
for a Finnish person, but requires the
immigrant’s activity in the integration.
The preconditions for immigrants un-
der 25 years of age to receive integra-
tion support shall be the same as for
immigrants aged 25-64 years.

During the first three years in the
country, the immigrant shall have no
right to labour market support, except
as a form of integration support re-
ferred to in the law. This kind of sup-
port is only paid to an immigrant who
is in need of it and who follows the
immigration plan drawn up for him/
her. The basic amount of income sup-
port can be reduced by up to 20%, if
the immigrant refuses to make a plan
or to take part in the measures agreed
upon without a good reason. Repeated
refusal or negligence can lead to a
40% reduction.

Itis intended that the preconditions
for receiving labour market support
and income support shall not restrict
participation in the appropriate meas-
ures promoting integration. Rather,
participation shall be encouraged and
indeed required.

Integration support would not in-
volve additional public spending. In
practice, the livelihood of the immi-
grants receiving integration support is
currently already being secured by la-
bour market support and income sup-
port. The new Act would merely mean
that the provision of support would be
more tightly bound to the obligation
to acquire the information and skills
necessary in Finnish society and work-
ing life.

Municipal goals as an integration
programme

The Act would require each munici-
pality to draw up an integration pro-
gramme, in which the goals of the
municipality on issues concerning im-
migration and refugees shall appear.
The programme shall be made in col-
laboration with other local authorities
and concerned parties. It shall be con-
crete and, in addition to the goals,
define the measures, the resources and
the issues of cooperation. Further-
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more, the responsible organiser, fin-
ancier and any other source of re-
sources for each measure shall be
clearly set out. The goal of the pro-
gramme should be to promote a cul-
turally pluralistic, ethnically equal, in-
teractive and tolerant atmosphere in
society. In the future, the expenses
caused by receiving refugees shall

Working Time

France

Statutory Working Week
of 35 Hours as of 2000/
2002

Despite the improvement in economic
growth, the unemployment rate in
France has remained very high (al-
though it has declined steadily, to
11.9% in May 1998). With the aim of
intensifying employment growth, the
French government has initiated a
process of working-time reduction.
This process is to enable employment
development and to reconcile the
competitiveness of French enterpris-
es. The Law of 13 June 1998 and the
corresponding implementation de-
crees simultaneously set a ceiling (35
hours), establish a method (collective
bargaining) and introduce accom-
panying measures.

Bargained working-time reduction

The statutory working week is fixed at
35 hours as of 1 January 2000 for
enterprises with more than 20 work-
ers and as of 1 January 2002 for all
enterprises in France. It is important to
note that the figure of 35 hours repre-
sents the statutory, not the obligatory

only be recompensed to those munici-
palities that have such an integration
programme.

Furthermore, the Act contains pro-
visions on the representation of chil-
dren arriving in the country without a
provider, on the personal data files of
the reception of refugees and persons
seeking asylum, on the right to receive

working time: Thus, firms will still be
able to have recourse to overtime,
which must be paid at a higher rate.

Having established this goal, the
law requires enterprises to bargain
with their respective social partners
over the conditions under which the
reduction is to take place. In the major-
ity of cases, bargaining will take place
at enterprise level, but negotiations
may be held for an entire branch or
region. This will enable solutions to be
defined that, in terms of the organisa-
tion of production and working hours,
are best suited to the needs of the firm
and the wishes of the workforce, and
that are also most favourable in em-
ployment terms. The aim must be to
seek a fair balance between the wage
level and job creation, whereby the
negotiations on working time may be
coupled with pay bargaining.

For a company to receive govern-
ment support, the cut in working
hours must amount to at least 10%,
and collective working hours may not
exceed 35 hours.

Government support for firms’
efforts

Following collective bargaining and
the signing of an agreement, the enter-
prise draws up an agreement with the
state, which will provide support in
various forms. Firstly, there is financial
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information and on secrecy obliga-
tion. The Act also prescribes that pro-
visions included in the government
decision on the reception of refugees
and persons seeking asylum shall be
elevated to the level of a law. The new
Act would supersede the Act relating
to reception facilities and centres for
persons seeking asylum.

support in the form of a flat-rate reduc-
tion? in the employer’s indirect labour
costs, the level of which declines de-
pending on the time at which the
agreement takes effect®: The earlier
firms reach agreement, the higher is
the level of government support. The
level of support also varies depending
on whether jobs are created or redun-
dancies are avoided, and it takes ac-
count of the size of the reduction in
working time*.

1 Law no. 98-461 of 13 June 1998 was pub-
lished in the Journal Officiel de la Répub-
lique francaise on 14 June 1998 (pp. 9029-
9033). Further details of the new law and its
implementation decrees can be found on the
Internet under www.35h.travail.gouv.fr.

2 The flat-rate reduction is intended to in-
crease the effectiveness of the measure for
low-paid workers.

3 The value of the reduction is greatest if the
agreement is reached in 1998 or the first
quarter of 1999.

4 The reduction in contributions is granted for
five years for agreements aimed at creating
jobs; it is granted for three years, with the
possibility of a two-year extension, for
agreements whose aim is to safeguard exist-
ing jobs. In addition, a structural, i.e. perma-
nent, reduction will also be granted. The
number of recruitments or new jobs must
represent at least 6% of the number of em-
ployees affected by the working-time reduc-
tion. The extent of the reduction is greater
for firms reducing working hours by 15%
(e.g. from 39 to 32 hours per week) and
where new recruitments amount to 9% of
the workforce affected by the working-time
reduction.
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In addition, the state will also pro-
vide support in the form of financial
support for advisory services that en-
sure that the working-time reduction
is best adapted to the profile of the
enterprise® (preliminary diagnosis,
setting the reduction, choice of op-
tions, etc.).

Plans for new legislation in 1999

On the basis of the results of the bar-
gaining processes and in the light of
economic trends, between now and
the end of 1999 the government, in
consultation with the social partners,
will present a legal proposal which will
set the precise conditions of imple-
mentation and accompanying meas-
ures for the working-time reduction
(conditions for recourse to overtime®,
overtime pay supplements, rules gov-
erning remuneration, and particular-
ly, the minimum wage), the part-time
working regime selected, the rules
governing the flexibilisation of work-
ing time and, if appropriate, specific
provisions for executive staff.

More than 60 agreements already
signed

A preliminary survey, as of 7 July
1998, revealed 62 agreements signed
under the provisions of the new law. It
is still too early to draw conclusions,
but this outcome does show that a
large number of enterprises have
quickly entered into negotiations with
their social partners and that the un-
derlying goal of the law — to be volun-

5 Apreliminary diagnosis, free of charge, con-
ducted by consultants or the National Agen-
cy of Working Conditions (Agence Nation-
ale des Conditions de Travail - ANACT)
will enable the parameters and conditions of
the reduction to be established. This diagno-
sis is primarily targeted at small and medi-
um-sized enterprises with less than 500 em-
ployees. Following this, an analysis may be
conducted within the enterprise to enable
choices to be made on the forms to be taken
by the reduction and by working-time or-
ganisation; For small and medium-sized
firms with less than 500 workers, the costs of
the first week are assumed in full by the
state, and a grant is available to cover part of
the costs for a second week.

6 For overtime taking total weekly hours to
between 35 and 39 hours, no additional pay
supplement will be required before the end
of 2000/2002. The legal maximum number
of hours of overtime work, beyond 39 hours
per week, remains fixed at 35 hours per
employee per year.

taristic, but not interventionist — is
being realised.

Two examples of working-time
reduction agreements

A construction/public works company
with almost 1,000 employees has
reached an agreement that came into
force on 1 July 1998: The working
time of all the employees has been
reduced by 10%, whereby working
hours will be spread over the year in
accordance with demand, avoiding re-
course to temporary unemployment
in periods of bad weather. Wages have
remained unchanged, but it has been
agreed that future increases will be
moderate. All of the unions represent-
ed in the enterprise have signed the
agreement. The firm has committed
itself to creating 68 jobs (equal to a
recruitment of 6% of the workforce
affected by the working-time reduc-
tion) within the statutory period of up
to one year. This is a remarkable
agreement in light of the particular
difficulties facing the construction in-
dustry.

A pharmaceutical laboratory with
1,800 employees has agreed on a re-
duction in the working week from 39
to 35 hours for all staff; for executive
staff, the reduction will take the form
of a right to take 47 half-days off each
year. Time accounts can be set up,
enabling executive staff to accumulate
12 half-days and other employees 52
hours per annum.

Wages were frozen in 1998, while
for both 1998 and 1999, the threshold
for participation in the company’s
profits was raised from 2% to 5%, for
the three successive years to 3%. The
firm has committed itself to recruit
100 additional staff under permanent
employment contracts.

Netherlands

Act on Financial Support
for Career Breaks

In June 1998, the First Chamber of
Parliament passed an Act on finan-

cial support for career breaks.
Henceforth, employees taking leave
for reasons of care (for instance, pa-
rental or adoption leave) or study
may receive financial support of at
most NLG 960 per month for a peri-
od between 2 and 18 months. The
financial support is linked to the con-
dition that the person who is taking a
career break will be replaced by a
benefit recipient, a “person re-enter-
ing the labour market” (mainly
women) or by an occupationally dis-
abled person. This way, the replacing
person will be able to gain work ex-
perience. The Act stimulates employ-
ees to take leave and others to gain
work experience (see also inforM-
ISEP “Policies” No. 59, p. 20). The
Act will come into force on 1 Octo-
ber 1998.

Employers and employees will
have to reach agreements on career
break leave themselves. The govern-
ment facilitates these agreements by
promising the employee some finan-
cial backing. An employee may ap-
ply for financial support for career
break leaves lasting at least two and
at most six months. This is on condi-
tion that the employee has worked at
least one year with the employer and
that he/she has worked at least one
year between two stretches of leave.
However, employers and employees
may agree that three periods of leave
can be taken up uninterruptedly,
thus extending the period of leave to
a maximum of 18 months.

One leave-taker can be replaced
by one or more persons and one re-
placer can take the place of one or
more person(s) on leave. The volume
and duration of the total replacement
should at least equal the volume and
duration of the leave. The replacer
does not necessarily have to fill the
function that has been left by the ca-
reer-breaker. The employment con-
tract of the replacing person should
be for at least 18 hours per week,
even if the career-breaker takes up
leave for less than 18 hours. The em-
ployment contract of the leave-taker
will remain as it is during his/her
leave. The financial support for the
career break applies both to full-tim-
ers and part-timers and is conditional
on taking leave for at least 50% of
the normal working week.
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Because there has been a simulta-
neous change in a number of social
security regulations, taking up full-
time unpaid leave no longer has a
negative impact on social security en-
titlements. Although the employee
does not accumulate new rights while
on leave, he/she will not be confront-
ed with a negative effect regarding the
application of the social security regu-
lations after the leave period has end-
ed.

The use of the leave for reasons of
care or training is considered the re-
sponsibility of the employer and em-
ployee. They will have to judge
whether the leave fits in with the aims
of the regulation and whether finan-
cial support is appropriate. Training is
not necessarily restricted to the specif-
ic function of the leave-taker; it can
also be an aspect of maintaining or
strenghtening a person’s employabili-
ty. A career-break leave in order to
take a long holiday will definitely not
fall within the terms of the financial
support measure.

The financial support and the ad-
ministrative costs of the new Act will
be financed from the General Unem-
ployment Fund (“ Awf”). This is possi-
ble because recruitment of replace-
ment workers means that the fund will
be confronted with less unemploy-
ment benefit outlays; it will also re-
ceive specific grants from the govern-
ment.

Netherlands

Two New Acts Improve
the Legal Position of
Workers in Flexible
Employment

In May 1998, the First Chamber of
Parliament passed the Act on flexibil-
ity and security and the Act on the
allocation of employees by intermedi-
ary organisations (“Waadi”). These
two new Acts will improve the legal
position of workers in flexible em-

ployment. Flexible workers (so-called
“oproepkrachten”) will be entitled to
a wage of at least three hours per call
(irrespective of the actual hours
worked). Also, the possibilities for en-
tering into a temporary employment
contract will increase. Henceforth, an
employee will be entitled to an em-
ployment contract for an indefinite
period after having fulfilled three con-
secutive temporary contracts with one
and the same employer. The legal po-
sition of temporary workers will be
regulated by law and the statutory
maximum duration of six months for a
period of temporary employment will
be abolished. Temporary work agen-
cies will no longer need a license for
hiring out temporary workers. The
employment protection legislation
will be simplified, but the preventive
test on dismissal by the public employ-
ment service will be maintained.

These are some of the elements in
the new Act on flexibility and security
and the new Act on the allocation of
employees by intermediairy organisa-
tions. “Flexibility and Security” will
enter into force on 1 January 1999.
“Waadi” has been in force since 1 July
1998. These Acts intend to establish
an equilibrium between the needs for
flexibility of labour deployment and
of security for employees. Both Acts
are nearly fully based on a unanimous
recommendation by the Dutch Foun-
dation of Labour in response to the
earlier Memorandum “Flexibility and
Security” of the Minister of Social Af-
fairs and Employment.

The new Acts create more clarity
with respect to the question of wheth-
er flexible employment relations are
governed by an employment contract.
In case a person has worked regularly
(i.e. on a weekly basis or 20 hours per
month) for three months with an em-
ployer, it is supposed that he/she has
an employment contract. The number
of working hours under this employ-
ment contract is determined by the
actually worked hours per month in
the last three months. The employer
must bear the burden of proof for
position if he is unwilling to accept the
outcome.

Working Time

Finland

More Flexibility and
Clarity in Family Leaves

On 29 May 1998, the President rati-
fied the Act relating to workers’ family
leaves. By means of the new Act, the
use of family leaves has been made
easier and has been clarified. At the
same time, the fathers’ possibilities to
take family leave have been increased.
Under the new Act, a worker is also
entitled to temporary leave because of
a serious illness in the family, an acci-
dent or some other compelling reason.

Under present legislation, the child-
care leave may be divided into peri-
ods, so that each parent is at the most
entitled to two periods of childcare
leave, the minimum length of each
period being two months. According
to the new Act, the length of the peri-
od may be just one month. The aim of
the amendment of the legislation is to
encourage fathers to take childcare
leave more often than they do at
present. To increase the flexibility of
the system of leaves, it is prescribed
that the employer and the worker may
agree on the worker taking more than
two periods of leave and on a child-
care leave period lasting for even a
shorter time than one month.

To facilitate the childcare arrange-
ments of families with more than one
child, it is prescribed that a parent may
also take childcare leave simultane-
ously with the other parent’s materni-
ty and parental leave. This has not
been possible to date.

A person in a temporary employ-
ment relationship is entitled to partial
childcare leave, i.e. to a shortening of
the hours of work in order to care for
a child, where the worker has been
employed by the same employer for a
total of 12 months during the last 24
months. The previous law required a
contract of employment lasting for at
least one year without interruption.
The employer may refuse to agree on
partial childcare leave only if the ar-
rangement would cause serious incon-
venience to the employer’s activity.

In the event of a sudden illness of a
worker’s child aged under ten years,
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the worker is now entitled to tempo-
rary childcare leave of four working
days at a time in order to care for the
child. In addition, the new Act pre-
scribes the worker’s right to tempo-
rary leave due to an unforseeable and
compelling reason caused by illness or
an accident in the family. The Con-
tracts of Employment Act currently in
force (320/1970) includes no provi-
sion on leave due to a compelling fam-
ily reason.

To facilitate the application of the
provisions, the periods of notice and
calculation periods relating to family
leaves are being unified. The employ-
er shall be notified about the use of
each type of leave at least two months
before the beginning of the leave.
However, the worker shall have the
right to change the term of notified

Miscellaneous

Germany

Close Cooperation
between the Employment
and Social Security
Offices

In future, the employment and the
social security offices are to work to-
gether closely in promoting the voca-
tional integration of the unemployed.
To this end, the Federal Labour Office
and the national organisation repre-
senting local government offices
(Bundesvereinigung der Kommuna-
len Spitzenverbdnde) have together
drawn up a set of guidelines that was
presented to the public in June 1998
in Bonn. The guidelines provide an

leave for good cause by observing a
notification period of one month.
Leave for caring for an adopted child
has to be notified, if possible, two
months before the beginning of the
leave. A parent of an adopted child
may for a good reason change the term
of leave before the beginning of the
leave by notifying the employer at the
earliest possible date.

A worker returning from family
leave has the right to return to her/
his former duties. Where this is not
possible, the worker has to be offered
equivalent work or, if this is not pos-
sible either, other work in accordance
with his/her contract of employment.
Under the new Act, the employer is
not liable to pay renumeration to the
worker for the period of family
leave.

orientation regarding joint goals and
joint action and offer practical support
to employment and social security of-
fice staff in linking the measures pro-
vided for in labour market and social
security legislation (the Third Social
Legal Code and the Federal law on
minimum social security, respective-
ly).

An increasing number of people in
Germany are dependent for their sub-
sistence on non-insured welfare bene-
fits such as unemployment assistance
and minimum social benefit. Current-
ly around 1.3 million people are in
receipt of unemployment assistance.
Around 700,000 people capable of
and willing to work are currently
drawing social security benefit be-
cause of their inability to find paid
employment. The number of persons
in receipt of benefits from both the
employment and the social security

The new Act also brings the provi-
sions in the Contracts of Employment
Act on maternity, special maternity,
paternity, parental and childcare
leave into accordance with the EU
Directive on parental leave imple-
menting the agreement reached by the
European social partners.

The provisions on the worker’s
right to temporary leave due to com-
pelling family reasons and on the
worker’s right of returning to work
from family leave came into force on
1 June 1998, coinciding with the EU
Directive’s date of entry into force in
the Member States. The provisions on
notifying family leaves also came into
force on 1 June 1998. The other provi-
sions will enter into force on 1 October
1998.

offices has increased to around
170,000.

When unemployed persons are de-
pendent on assistance from both the
employment and the social security
offices at the same time, it makes sense
to jointly seek ways of placing them
in employment, deploy employment
promotion measures, maintain con-
tacts with employers and gain support,
particularly from the social partners,
in the region in question.

While the social security offices do
not want to become “a second em-
ployment office”, the legislation gov-
erning their activities does give them
considerable scope to support the em-
ployment offices with regard to indi-
vidual integration measures and con-
cepts. Although the employment of-
fices are not the “right-hand” of the
social security offices, they are able to
deploy active employment promotion
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measures with much greater precision
and more efficiently in cooperation
with the local social security offices,
and thus help to place more unem-
ployed people in employment.

What is important is that employ-
ment and social security offices are
pulling in the same direction. This can
be achieved by consultations at local
level. The aim must be to draw up joint
measures, develop individual integra-
tion plans, and organise the interac-
tion between local and regional bodies
in a flexible and efficient way. Along-
side common aims, this requires well-
founded know-how “on the ground”,
particularly regarding the specific
abilities and strengths of the “other”
partner in each case and the best way
to combine the resources offered by
the two main bodies of legislation. In
response to this need, the guidelines
offer those in the field a detailed over-
view of the possibilities of all those
involved.

The best and most direct form of
support is placement in employment,
whereby placement in regular work is
the prime task of the employment of-
fices. The social security offices, for
their part, use the scope offered by
publicly subsidised employment to
end unemployment spells and build
bridges to the regular labour market.
Employment and social security offic-
es can also call on third parties to
support them in these tasks. Both part-
ners should coordinate their activities
in this field and utilise their contacts to
enterprises, the social partners and the
public in order to gain access to em-
ployment opportunities. A coordinat-
ed approach helps to reduce adminis-
trative costs and processing times, and
means less bureaucracy for those in-
volved.

The guidelines point out the consid-
erable scope that exists to bundle fi-
nancial and personnel resources. They
should be seen as a milestone on the
path towards optimising and deepen-
ing the numerous positive examples of
cooperation already in existence at
local level.

Finland

National Programme for
Developing Working Life

The aim of the National Programme
for Developing Working Life (1996~
1999) is to increase productivity and
improve the quality of working life in
Finnish workplaces. The programme
forms part of the government’s pro-
gramme and Finland’s employment
programme. It is carried out by the
Ministry of Labour together with la-
bour market organisations and em-
ployers’ associations.

The programme supports develop-
ment projects carried out by compa-
nies and public institutions, so as to
realise the aims of the programme at
workplace level. A maximum of FIM
400,000 per project is granted. The
programme includes more than 200
projects and approximately 350 work-
places. Most of the projects are in the
fields of industry and construction
(42% of the expert support granted).
Local authorities also have participat-
ed actively in the programme (34 %).

The projects are concentrated in
specific areas. One of these areas is
improving the status of elderly and
young workers and promoting inter-
action between workers of different
ages. Of the projects already
launched, 25% define promoting the
working capacity of the personnel or
coping with the job as the goal or
starting point. Of these projects, 15%
concentrate especially on improving
the status of elderly workers. The
projects in the public sector invest
more often in coping with the job and
improving the status of older workers
than the projects in the private sector.

The effects of the programme on
Finnish working life are being studied
by means of self-assessment. When
the development projects end, an
evaluation is requested of each project
from three different parties: a repre-
sentative of the management, a repre-
sentative of the workforce and an ex-
pert involved in the project.

By the end of March 1998, the pro-
gramme had received self-assessments
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from 36 projects. Management, work-
force and scientists all found the ef-
fects of the projects on workplaces to
be positive. Those who answered felt
that the projects promoted team-work
(ca. 85%), stimulated development
activity in the workplace (ca. 90%)
and enabled employees to improve
their professional skills (ca. 80%).
15% of those who answered said that
due to the developing project there
was an improvement of the status of
older workers, and 50% felt that men-
tal well-being in the workplaces had
improved. Three out of four were of
the opinion that the projects had posi-
tive effects on the productivity of
work, as well as on the quality and
fluency of the activities. One quarter
of those who answered believed that
the project will lead in the long term to
an increase in the number of personnel
in the workplace, and 50% thought it
will secure the present level of em-
ployment.

The number of applications re-
ceived by the programme reveals a
substantial degree of public interest.
The representatives of the workplaces
participating in the programme and
the experts involved in the projects
have also actively taken part in joint
networking seminars for the projects.
In future, the programme will concen-
trate on gathering and distributing in-
formation on the experiences gained
by the projects. It is planned to set up
a databank containing actual case de-
scriptions, in which brief descriptions
of the models, methods and media of
the development activities will be
gathered.

Sweden

Labour Market 2010

The labour market prospects to the
year 2010 have been explored by the
Swedish National Labour Market
Board (AMS). The findings have poli-
cy implications with regard to cooper-
ation and coordination between gov-
ernment agencies and local authori-
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ties, educational design and planning,
labour force mobility, and the ques-
tion of life-long learning.

The proportion of the labour force
retiring on a pension will continuously
increase after the turn of the century.
Within some occupational fields, half
of the gainfully employed will retire
between 2000 and 2010. In addition,
employers assess that the number em-
ployed in these occupations will in-
crease. Labour shortages will thus
emerge in some sectors.

With high retirement rates for
teachers in compulsory education and
upper secondary education — in com-
bination with low graduation rates —
pronounced shortages will occur. The
same trend is anticipated for the
health and medical care sector, specif-
ically for nurses. Also in the construc-
tion sector and parts of industry, it is
envisaged that the outflow from the
educational system will not match re-
tirements. In the natural sciences and
engineering, graduation rates are be-
low the present demand, and the

shortages have been predicted to grow
in the coming years. Even in sectors
where retirement rates will be low in
the future, e.g. the information tech-
nology sector, Sweden already faces
labour shortages, and graduation rates
from universities will have to be dou-
bled to meet the expected demand. In
other areas, however, higher educa-
tion capacity must be reduced, e.g. the
social science sector and arts subjects.

The policy to tackle these imbalanc-
es is fourfold. The AMS focuses first
on the necessity to adapt the capacity
of higher education to future demands
for labour.

Secondly, it is stressed that im-
provement of the coordination be-
tween various actors is of vital impor-
tance. Regional and local educational
agencies must strengthen contacts and
cooperation and must involve the edu-
cational system, the business sector,
the employment service and the mu-
nicipalities.

The third conclusion is that in-
creased shortages of labour will boost

the importance of high occupational
and geographical mobility on the la-
bour market. It is important that the
labour force in declining occupations
can be quickly channelled into other
occupations with higher demand in
order to avoid structural unemploy-
ment resulting in long registration pe-
riods at the Employment Service. Two
strong factors are likely to obstruct
high mobility. One is the age composi-
tion of the labour force, i.e. a predom-
inance of older age groups with low
mobility. The other one is ever-in-
creasing skill requirements, which
make it more difficult to obtain high
occupational mobility.

Fourthly, the importance of life-
long learning is stressed: Continuous
skill upgrading is necessary both at
workplaces and for persons out of
work. The employers’ responsibility
for further training of their staff is
noted. Finally, the report pinpoints
the need to reform economic condi-
tions for studies at universities and
other higher education institutions.

Rough currency conversion rates

One European Currency Unit (ECU) was roughly equivalent to the following
amounts of national currencies (3 September 1998):

Belgium
Denmark
Germany
Greece
Spain

France
Ireland

Italy
Luxembourg
Netherlands
Austria
Portugal
Finland
Sweden
United Kingdom

BEF 40.63
DKK 7.50
DM 1.97
GRD 336.38
ESP 167.29
FRF 6.61
IEP 0.78
ITL 1,946.19
LFR 40.63
NLG 2.22
ATS 13.86
PTE 201.70
FIM 5.99
SEK 8.91
GBP 0.67

30

inforMISEP No. 63/ Autumn 1998



FOCUS

The “Focus” part of inforMISEP “Policies” is conceived by the secretariat of the European Employment Observatory.
The opinions and analyses contained in this section do not necessarily reflect the opinions or views of the European
Commission or the correspondents. Signed articles are the sole responsibility of the author(s).

Unemployment and
Households: Causes and
Consequences of
Employment Polarisation
Among European
Countries

Paul Gregg & Jonathan Wadsworth*

Two important developments have
characterised most western Europe-
an labour markets over the past thir-
ty years. First, more women have
moved from economic inactivity into
work. So the female employment
rate has risen without affecting the
unemployment count much. Second,
more working-age men have
dropped out of the labour force than
in earlier decades, raising the eco-
nomic inactivity rate. The male un-
employment rate may no longer now
be a true reflection of the amount of
male joblessness.

These developments are not new
and have been well documented
(OECD 1992, 1994, 1995). There is,
however, a new issue which arises
directly from these observations. It
seems natural to ask whether these
trends have occurred within the
same households. Conventional
analysis would examine only the be-
haviour of individuals, and then ag-
gregate these observations to the lev-
el of the region, industry or whole
economy. Yet because members of
the same household typically share,
at least part of, their incomes, differ-
ential trends in male and female la-
bour force participation and jobless-
ness have direct consequences for
household incomes, and ultimately
the issues of poverty, social exclu-

sion and income inequality at nation-
al level. Also, since many govern-
ment welfare payments are means
tested on household, rather than in-
dividual, incomes, the distribution of
work affects both the level of public
spending and the incentives to move
off benefit into work.

Consider two different hypothe-
ses, both consistent with rising fe-
male activity and falling male activi-
ty rates. First, if women have gone
out to work from households where
men have lost work, then there may
have been a reversal of gender roles,
but little effect on household income
and welfare. If, however, women
have only gone out to work from
households where men are already in
employment, but not from house-
holds where men have lost work,
then the distribution of work will po-
larise into households where every-
one works and households where no-
one works. Thus, even with stable
national employment rates, there
could still be growth in what are
hereafter described as “workless
households”, if new jobs are filled by
individuals from households where
other occupants are already in work.
This, in turn, will have bearing on
important issues such as the rising
income inequality and rising rates of
benefit dependency observed in
some OECD countries over the past
decade. A higher share of workless
households for a given employment
rate will mean that state spending on
means-tested welfare payments will
also be higher than other things
equal.

Of course, even the discovery of
rising numbers of workless house-
holds does not necessarily indicate
that there is a new labour market
problem. A move towards house-

holds made up of fewer adults than
in the past reduces the chances that
anyone made unemployed now will
be supported by someone else in
work within the same household.
The number of workless households
will rise without there being any de-
terioration in labour market per-
formance. The breakdown of tradi-
tional family structures and not job-
lessness is consistent with a high lev-
el of workless households. In what
follows, we first document the evi-
dence on household employment
patterns across Europe and then try
to assess whether there is any addi-
tional cause for concern given.

Workless households in Europe

It seems important, therefore, to try
and assess which of these two alter-
native hypotheses underlies the be-
haviour of European labour markets
over time. A series of articles (cf.

Gregg & Wadsworth 1996a, 1996b;
OECD 1998) have tried to do just
that. Table 1 documents the evidence
on the changing distribution of work
across households between 1983 and
1994 for ten EU member countries.
We therefore only cover a period of
persistently high unemployment
rates in most of the countries studied;
there are no observations for low un-
employment years'. The results are
therefore coloured by this restric-
tion. The data are taken from each
country’s Labour Force Survey and
provided through Eurostat. The data
refer to prime-age (20-59) house-
holds. This reduces problems from
cross-country differences in tertiary

* Centre for Economic Performance, London
School of Economics.

1 The average employment rate is higher in
1994 than in 1983.
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education rates and early retirement.
Any household with the household
head aged over 59 is also excluded
from the analysis. The data measure
the proportions of all households in
which (a) there is no adult in work
(workless), (b) every adult is in work
(all work) and (c) some, but not all
adults in the household are in work
(mixed).

Table 1 shows that households
with a mixture of working and non-
working adults are in decline in all of
the countries analysed. Any fall in
the proportion of mixed work house-
holds must be accounted for by an
increase in the proportion of house-
holds in which every adult is in work
and/or a rise in the proportion of
households where no adult is in
work. Here the experiences are not
uniform across countries. Eight states
experienced rising proportions of
workless households,? while nine had
rising proportions of households with
all adults in work (France is the ex-
ception). By 1994, the lowest pro-
portion of workless, working-age
households was found in Portugal at
11.0%, followed by (west) Germany
at 15.5%. Ireland had the highest
proportion at 22.3%, followed by
Spain (20.1%) and Belgium at

i.e. the simultaneous increase over
time in both workless households
and fully employed households is
found in seven countries. For exam-
ple, the 7-percentage-point fall in the
proportion of mixed-work German
households is accounted for by a 6.5-
point rise in the proportion of all-
work households and a 0.5-point rise
in workless households. In Ireland, a
10-point fall in mixed work house-
holds is accounted for by a 4-point
rise in workless and a 6-point rise in
the proportion of all-work house-
holds.

Concerns over social exclusion are
often addressed in measures of the
number of children growing up in
poverty. The workless household
rate amongst all households contain-
ing children is given in the third pan-
el. The problem is particularly acute,
and growing, in Britain and Ireland.
20% of households with children in
these countries had no adult in paid
work in 1994. Greece, whilst having
a high workless household rate, has a
relatively low incidence of workless-
ness amongst households with chil-
dren.

The distribution of employment
across households can worsen even
given an unchanged aggregate em-

brought out in the bottom panel of
Table 1, which gives individual em-
ployment rates over the same time
period*. In Ireland, the aggregate
non-employment population ratio
grew by only one percentage point
between 1983 and 1994, yet the
household non-employment rate
grew by over five points. In Belgium,
the aggregate non-employment rate
was one point lower in 1994 than in
1983, yet the household non-em-
ployment rate was over three points
higher. Hence the aggregate employ-
ment figure need not reveal the ex-
tent of workless households and the
implicit widening of incomes.

A real cause for concern?

It may be argued that these trends do
not necessarily indicate that there is
a real jobless problem. A move to-

2 In two countries, Spain and Germany, this
growth was less than one percentage point.

3 The early Dutch data is somewhat less relia-
ble, as those working less than 12 hours
were counted as workless. This is not true
for other countries or for the Dutch data
from 1987 onwards.

4 The individual employment rate is based on
the entire working-age population (15-64),
so discrepancies caused by the differences
in the behaviour of those under 20 and over

19.6%3. Employment polarisation, ployment performance. This is 59 may affect the outcome somewhat.
Table 1: Employment polarisation in Europe, 1983-1994 (in %)
b F NL B UK IRL GR E P
Workless
1983 15.0° 12.5 13.2 20.6° 16.4 16.0 17.2 16.0 19.43 12.73
1994 15.5 16.5 17.2 17.2 19.6 18.9 22.3 17.6 20.1 11.0
Mixed
1983 325 30.6 47.4 391 41.8 30.1 473 46.3 54.5 38.3
1994 25.6 27.9 42.8 27.0 28.8 18.6 36.9 38.9 48.1 32.6
All work
1983 52.5 56.9 39.4 40.3 41.8 53.9 35.5 37.7 26.2 49.0
1994 58.9 55.7 40.0 55.7 51.6 62.1 40.9 43.5 31.8 56.4
% of households with children workless
1984 7.4 6.0 43 114 7.8 15.6 16.6 7.3 12.4 6 .7
1994 8.9 8.8 7.7 10.7 10.7 20.6 19.8 5.6 12.8 4.9
Employment rate
1983 61.9 59.6 53.9 51.8 54.1 65.3 52.3 54.9 45.3 64.4
1994 65.5 59.0 51.2 63.7 55.9 66.5 52.6 53.9 45.0 66.5
Source: Eurostat. — 1 = data for 1984; 2 = data for 1985; 3 = data for 1986.
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ward households made up of fewer
adults than in the past reduces the
chances that anyone made unem-
ployed now will be supported by
someone else in work within the
same household. So it may be this
and not any link with worsening la-
bour market performance that gener-
ates the rise in workless households.
The breakdown of traditional family
structures and not joblessness is con-
sistent with a high level of workless
households.

Suppose instead that the number
of workless households is directly
linked to the performance of the
economy, so that in bad times the
number of workless households goes
up and in good times the number
goes down. The larger the change in
workless households explained by
this, the more concerned policy-mak-
ers need be that the workless house-
hold is a new labour market problem
over and above existing measures of
social exclusion.

So which is the most valid expla-
nation? Table 2 outlines the share of
several household types in the popu-
lation together with their workless
household rate. Britain has the high-
est incidence of single-parent house-
holds and, with the Netherlands, the
lowest share of households with
three or more adults. Countries like
Spain, Italy and Portugal have the
lowest incidence of single-adult
households and the highest share of
households with three households or
more. Moreover, workless house-
hold rates are highest (lowest) for
these household types. So it is possi-
ble that any move toward house-
holds with fewer adults can raise the
workless household rate.

Consider now the alternative hy-
pothesis. Figure 1 plots the change in
the employment rate between 1984
and 1994 together with the change in
their workless household rate. Can
there really be no link between the
two? Italy has the worst change in

the workless household rate and the
worst job creation record over the
period, whilst the Netherlands has
the best job creation record and the
largest fall in workless households.
Britain and Belgium stand out as
having more workless households
than they should given their employ-
ment performance.

Our work also shows that since
1975, only one quarter of the rise in
workless households in Britain can
be explained by changes in the com-
position of households (the between-
group variation). The rest is ex-
plained by rising concentrations of
joblessness within each household
type (within-group variation). The
proportion of workless two-adult
households grew from 3% to 11%
between 1975 and 1994, for exam-
ple. The workless household popula-
tion has risen not just because there
are more smaller households around,
but also because it is directly associ-
ated with economic performance. It

Table 2: Share of each household type in total population, 1994 (in %)
D F I NL B UK IRL GR E P
1 adult, no children

Share .33 .28 .23 31 27 26 21 .24 182 172

Workless

rate .30 .35 41 .36 41 .32 .40 .45 46 36
1 adult with children

Share .04 .05 .02 .03 .04 .08 .05 .02 .02 .04

Workless

rate .38 34 .34 .58 48 .60 .73 .38 .46 .25
2 adults, no children

Share 27 .29 22 .30 24 27 18 24 .19 22

Workless

rate .09 11 .16 .09 17 .08 15 15 21 .09
2 adults with children

Share .26 .32 31 271 31 .29 .39 33 352 342

Workless

rate .03 .05 .06 .06 .06 11 15 .04 A2 .03
3 adults, no children

Share .08 .08 .19 .08 12 .07 A1 14 18 16

Workless

rate .04 .06 .09 .03 .06 .06 .10 .08 A1 .03
3 adults with children

Share .02 .02 .03 .01 .02 .02 .07 .03 .07 .06

Workless

rate 0.4 .09 .07 .09 10 .09 10 .04 .09 .02

Source: Eurostat. — 1 = data only available for 1985; 2 = data only available for 1986.
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European Employment Observatory

The aim of the European Employment Observatory is
to promote the multilateral exchange of information
on labour markets and labour market policies be-
tween EU Member States and to produce and dissemi-
nate quality analyses and research on relevant issues
for employment and labour market policy.

The European employment strategy adopted by the
European Council in Essen in December 1994 imposed
new demands on the Observatory. In particular, it is
expected to contribute effectively to the task of
monitoring the progress of labour market reforms
that are in line with the common strategic goals.

Following the changes introduced in 1996 to cope
with these new challenges and tasks, the Observatory
now consists of two networks — MISEP (Mutual Infor-
mation System on Employment Policies) and SYSDEM
(System of Documentation, Evaluation and Monito-
ring of Employment Policies) — and a new RESEARCH
advisory group.

The main products of the networks, which consist
of members of the national labour market adminis-
trations (MISEP) and independent researchers
(SYSDEM, RESEARCH) and are administered by a
common secretariat, are the following:

inforMISEP Policies

This series reports four times a year on recent labour
market policy developments in Member States.
Following a summary drawing on the five recommen-
dations for an integrated European employment
strategy, the main section of “Policies” consists of the
national reports supplied by the correspondents.
Since 1993 “Policies” has also included a longer article
(“Focus”), which is the responsibility of the Secre-
tariat; “Focus” discusses a labour market or em-
ployment policy-related topic and often extends to
non-Member States.

Basic Information Reports

These are comprehensive national reports on all EU
member countries. They are updated every two years
and report on public labour market institutions
(ministries and employment services), the statutory
bases for labour, labour market and employment
policies and, in particular, “active” and “passive”
labour market policy measures; details on information
and research institutions dealing with employment
policy are also provided.

Tableau de bord

The “Tableau de bord” is a synoptic overview of the
labour market and employment policy measures
implemented by the Member States, classified accor-
ding to the five policy areas recommended at Essen.

Trends

This main product of the SYSDEM network appears
twice a year and provides a comparative and indepth
overview of selected policies and developments in the
labour markets of the Member States.

RESEARCH report
The RESEARCH network publishes annually a study of
a selected labour market or employment policy topic.

Electronic Documentation System

Large parts of the information contained in the
publications are also available on CD-ROM, the ERSEP
(Electronic Retrieval System on Employment Policies)
database, and are accessible via Internet (address:
http://www.ias-berlin.de).
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