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Developments at a Glance 

Belgium The Walloon region provides allowances for employee training during the creation of new, and the 
extension or restructuring of existing firms. Flanders has defined the rights and duties of the 
unemployed and the labour market authority in an Unemployed Persons' Charta. At national level, 
employers recruiting young people are to be partially or completely exempted from social insurance 
contributions, the right to a career break has been extended and a collective agreement on partial early 
retirement has been reached. 

Germany A supplementary budget for the Federal Labour Office, raising its budget to over DM 100 billion, has 
been passed. The employment situation of the severely disabled within the civil service has been 
improved and increased support provided to create and extend institutions helping to (re)integrate 
disabled people into the labour market. There has been a sharp increase in the number of women 
returning to work after a "family phase". Support for up to 10,000 training opportunities in East 
Germany is to be provided. German careers advisory service is to take account of the European 
dimension. Limits have been imposed on the use of contracted foreign workers in German firms. 
Uniform dismissal notice periods have been introduced for blue and white-collar workers. 

France A five-year law on labour, employment and vocational training aims to support employment growth 
by introducing long-term measures. The labour market authority (ANPE) is improving its co­
operation with large firms. 

Ireland New initiative in support of new businesses: County Enterprise Boards. Regulations introduced on 
summer work by students. A survey of school-leavers reveals the importance of training for labour 
market integration. 

Netherlands Registered unemployment increases due to change in statistical definition. Educational projects 
introduced for refugees. Measures increase the labour market chances for the long-term unemployed. 
Job pools and placement by the employment offices are proving successful. 

Portugal Five-year plan for the strategic development of the Portuguese economy and labour market. Special 
measures introduced in support of mining workers. 

Spain Comprehensive reform of the labour market by extending flexible forms of labour contracts, raising 
occupational and geographical mobility, working-time reform and wage flexibilisation, together with 
reform of the civil service and in unemployment insurance. 

United A trade union reform and workers' rights law restricts the rights of trade unions in favour of the rights 
Kingdom of individual workers. 
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Overall Developments 

Spain 

The labour market 
reform in Spain 

Proposed legislation on fiscal 
measures and legal reform in 
the public service and 
unemployment support 

In view of the fact that the recession 
which has affected the Spanish 
economy during the past two years has 
been longer and deeper than had been 
expected, in April 1992 the Govern­
ment started to introduce a number of 
"urgent" labour market policy meas­
ures. The measures affected the areas 
labour promotion, unemployment 
support and investment stimulation, 
the aim being to speed economic re­
covery (Law no. 22/1992 and Royal 
Decree-Law 3/1993 on urgent meas­
ures in budgetary, fiscal and employ­
ment matters; cf. iMi 38 and 42). 

The Government is convinced that 
the causes of the current high rate of 
unemployment are largely structural 
in nature, and consequently that a 
far-reaching general reform of the la­
bour market is required. This necessi­
tates changes in the institutional 
framework regulating labour rela­
tions in order to improve its capacity 
to adapt to changes in the economic 
situation. 

This view is the point of reference 
for the current policies of the Ministry 
of Labour and Social Security and is 
included in the document "The reform 
of the labour market" presented by the 
Government in the first half of this year 
to the Economic and Social Council 
(CES), requesting them to express their 
opinion. This document brings to­
gether the foundations of the new "la­
bour model" which the Spanish Gov­
ernment is determined to promote by 
means of reform in the areas described 
below. 

4 

Mediation in the labour market 

The main functions of the public em­
ployment service, performed free of 
charge, are set out as follows: 

- providing training for job-seekers; 
- providing orientation support for 

those seeking work and vocational 
training; 

- determining in advance firms' needs 
for labour and skills; 

- guaranteeing the transparency of 
the labour market. 

The possibility of regulating tempo­
rary employment agencies is also es­
tablished and consequently changes in 
the obligation on unemployed persons 
to register with the employment offices 
will be introduced. 

Employment contracts 

The two-fold aim in this regard is, on the 
one hand, to ensure stable and perma­
nent employment and, on the other, to 
facilitate labour market entry. 

In addition to existing contractual 
forms, the law provides a basis for ap­
prenticeship contracts, the spread of 
part-time working contracts and the 
reform of (practical) training contracts. 

Internal mobility and working time 
regimes 

In order to raise competitiveness and 
efficiency: 

- functional and geographical mobil­
ity are to be promoted 

- working time rendered more flex­
ible both with regard to its duration 
and the distribution of working 
hours (reduction in the working 
day, part-time work and overtime). 

Wage determination 

In view of Spain's highly inflexible 
wage structure, it is proposed that 

- the contents of collective bargaining 
be extended to matters not strictly 
linked to pay; 

- pay be linked more closely to pro­
ductivity, and the individual firm, 
sector and region, in such a way as to 
generate a more highly diversified 
wage structure. 

Vocational training 

The aim here is to: 

- promote vocational training as a 
means of raising productivity and 
the job-creating capacity of the 
economy; 

- establish tripartite regulation of vo­
cational training; 

- continue the process of geogr~phical 
decentralisation of training, activi­
ties. 

Social security for the unemployed 

Reform of the system of social security 
for the unemployed- with the aim of 
guaranteeing its survival - with re­
spect to its legal stipulations and con­
trol mechanisms, the level and dura­
tion of benefits. 

It is proposed that unemployment 
benefits, currently tax free, bf made 
subject to taxes and social secuwty con­
tributions. 

Termination of work contracts 

In order to promote efficiency and 
equality, and to counter segmentation 
on the labour market and labour turno­
ver, the legislation governing dis­
missal for economic and technological 
reasons is to be revised with respect to: 

- prior administrative approval 
- the minimum rate of compensation. 

Following the establishment of these 
guidelines for the reform of the labour 
market and with the aim of initiating a 
social pact which would enable the 
greatest possible number of jobs to be 
created through a balanced and stable 
recovery of the Spanish economy, the 
Government and the social Jj>artners 
initiated, after the elections ~ld last 
June, an intensive process of negotia­
tion. Despite the difficulties which 
arose in the negotiations in certain ar­
eas, the dialogue, seen as important by 
all the parties, is continuing. 

In support of the economiq targets 
for 1994 set out in the general budget­
ary law, the Council of Ministers de­
cided at a cabinet meeting on 8 pctober 
to present to Parliament a legislative 
proposal on fiscal measures, ahd are­
form of the legal framework governing 
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the civil service and unemployment 
benefit. 

This proposed law, which, if passed 
by Parliament, will come into force at 
the start of next year, provides, firstly, 
for tax allowances for small, medium­
sized and family firms in order to pro­
mote new business start-ups and job 
creation. 

Secondly, the public administration 
is to be given the instruments required 
to adapt the internal markets of the 
various administrative organisations 
to their specific requirements, with the 
aim of raising their efficiency. Within 
this framework new legal forms, such 

· as staff redeployment, a "waiting sta­
tus" for civil servants etc. are to be 
determined. Together these measures 
should lead to a redistribution of staff 
to areas of greatest need. Those civil 
servants affected by redeployment are 
to receive compensation and alterna­
tive employment opportunities. At the 
same time, supplementary legal frame­
works will be created for voluntary 
leave and early retirement, which will 
increase the flexibility of the civil serv­
ice. 

Finally, in pursuit of its obligation to 
approve legal proposals to consolidate 
and render more coherent the system of 
unemployment support, the govern­
ment will enact legal reforms to make 
the high current costs of support for the 
unemployed more compatible with the 
aim of balancing the budget. The new 
stipulations, which have been ap­
proved by the Economic and Social 
Council, were passed at a plenary ses­
sion held on 7 October 1993 and contain 
the following points: 

- The principle of involuntary loss of 
employment is to be strengthened in 
determining entitlement to unem­
ployment benefits; 

- adjustment of the level of unemploy­
ment benefit to the rates foreseen by 
law is to be related to the worker's 
previous net income. This ratio has 
until now been severely distorted by 
the existence of guaranteed minima 
independent of the personal or fam­
ilysituationoftheworkerand the fact 
that no contributions to the social 
insurance system were deducted 
from the benefits; 

- the unemployment assistance and 
its entitlement conditions and, in 
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consequence, the concept of family 
responsibilities and the benefit level 
of their family as a whole are to be 
restructured, together with the ad­
justment of the level of family in­
come with the non-contributory 
benefits provided by the social in­
surance scheme; 

- changes to Law 8/88 concerning 
sanctions for infringements against 
social security laws are to curb ben­
efit abuse. 

France 

Proposal for a "five-year 
law" on labour, 
employment and 
vocational training 

The French Parliament is currently dis­
cussing draft legislation which would 
implement a structural programme of 
employment-promoting measures 
with the aim of steadily expanding 
employment over the five-year period. 

For several years now the economic 
and social situation in France has been 
characterised by a marked slowing of 
economic growth, leading to a deterio­
ration on the labour market which has 
affected all groups of workers, includ­
ing managerial staff and youth. 

This development poses a threat to 
·the social system which is so serious as 
to endanger the very existence of the 
social security system. It is also increas­
ingly leading to exclusion from the la­
bour market, which in turn threatens 
national cohesion. 

The causes for the deterioration on 
the labour market are not merely cyc­
lical in nature. French performance 
with regard to employment has been 
declining over an extended period. Al­
though during the 1980s France experi­
enced rates of economic growth com­
parable to those in other industrialised 
countries, employment growth was 
less than the average value for France's 
partner countries (the difference is esti-
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mated to represent about 500,000 jobs). 
In order to counter this situation 

France has embarked on a policy of 
consolidating public finances and eco­
nomic support. The 1993 budget and 
the 6%-bond (1993) enabled the bur­
den of taxation and other charges on 
firms to be decisively reduced and ex­
traordinary support to be offered to 
certain sectors (e.g. housing and public 
construction). 

Structural reforms have also been 
initiated, the aim of which is to bring 
about a lasting improvement in the 
state of the French economy. 

This reform policy involves far­
reaching changes in both behaviour 
and mentality, and thus will not suc­
ceed without the participation of all 
social actors. The fight against struc­
tural impediments to employment, 
which was the object of report by a 
commission presided by the President 
of the Economic and Social Council, 
Monsieur Matteoli, plays a key role in 
this context. It is also the aim of the 
proposed "five-year law" on labour, 
employment and vocational training. 

Already on 27 July 1993, law no. 93-
953 aimed to support in-plant training 
for young people by simplifying exist­
ing procedures and providing greater 
financial and tax-related incentives. 

The five-year law now under dis­
cussion proposes the implementation 
of a policy approach consisting of the 
following elements: 
- Support for job creation and access 

to employment; 
- reorganisation of working time to 

reconcile better economic necessities 
and the interests of workers; 

- attaching greater importance to vo­
cational training and occupational 
integration; 

- co-ordinated action by the various 
actors by simplifying structures and 
procedures and continuously evalu­
ating the measures implemented for 
the course of their duration. It is the 
combination of these various meas­
ures that makes effective action with 
regard to employment possible. An 
improvement in the employment 
situation of managerial staff, for in­
stance, which has recently been de­
teriorating rapidly, can only be 
achieved by means of a comprehen­
sive package of measures, incorpo­
rating: support for new business 
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start-ups, development of forms of 
work sharing, measures in support of 
longer-term sabbaticals, education 
and research. In addition, skill bal­
ances are to be developed by the 
Association for the Employment of 
Managerial Staff. 

At the same time it is necessary to fa­
cilitate access to working life for young 
people, by means of: occupational inte­
gration contracts ("contrats d'insertion 
professionnelle"), concerted and pro­
gressive decentralisation of vocational 
training, the right to work experience 
at the start of one's career, and "one­
stop" careers advice. 

More generally, the proposed legis­
lation is inspired by two concerns: 

1. It aims to anticipate - or at the very 
least to "accompany" - economic 
developments in a way favourable 
to employment. 

2. It aims to guarantee both firms and 
individuals intervention measures 
which are long-term in nature, so as 
to encourage them to take long-term 
actions. 

Section I - Employment promotion 

Section I of the proposed legislation 
relates to employment promoting and 
developing measures. It consists of 
four parts. Part 1 refers to support for 
job creation. Part 2 consists of a number 
of regulations to promote labour mar­
ket access. Part 3 involves changes in 
labour law with regard to employee 
representation. Part 4 supplements the 
existing regulations in the fight against 
moonlighting. 

The principle of a five-year morato­
rium on increases in social and em­
ployer contributions, proposed by the 
Matteoli Commission, could help pre­
vent a further increase in indirect wage 
costs, thus assisting employment pro­
motion. The scope and the precise de­
tails of the moratorium will be dis­
cussed in the course of preparation for 
the new law on social security. 

Section II - Work organisation 

Section II of the proposed law aims to 
relax a number of stipulations govern­
ing working time in order to promote 
employment creation and to enable a 
better adjustment of work organisation 
to the needs of both workers and firms. 

6 

Section III - Vocational training and 
occupational integration 

Section III deals with the decentralisa­
tion and restructuring of vocational 
training for young people, modernisa­
tion of apprenticeships and the regula­
tions governing labour market entry 
by young people, the organisation of 
the integration of vocational training 
into working life and, finally, the mod­
ernisation of the financing of voca­
tional training. 

Section IV - Co-ordination, 
simplification and evaluation 

Section IV of the proposed legislation 
aims to modernise the public employ­
ment service. 

The complexities of labour market 
insertion and the fight against unem­
ployment are such that the necessity 
for modernisation of the public em­
ployment service could not be ignored 
in the "five-year law". 

France intends to complement its 
employment-promoting measures 
through better co-ordination of inter­
vention policies at national, regional 
and local level. In particular, the aim is 
to ensure better adaptation on the part 
of the labour market authorities, in 
particular the placement service 
(ANPE- Agence Nationale Pour l'Emploi) 
and the vocational training authority 
(AFP A - Association nationale pour la 
Formation Professionnelle des Adultes) to 
specific regional and local needs. The 
activities of these institutions are to be 
better co-ordinated, especially with the 
regional councils ( conseils regionaux) 
but also with the relevant offices of the 
Departements and local authorities. 
Structures are to be simplified and all 
the actors involved are to develop a co­
ordinated approach. 

Besides the measures aimed at target 
groups, for which employment-pro­
motion is to be improved, the new law 
seeks to integrate local actors more 
closely into employment policies. Gov­
ernment measures to promote job crea­
tion and maintain the level of economic 
activity will be reoriented to take ac­
count of regional disparities. More gen­
erally, the state will co-operate more 
closely with local actors involved in 
development, notably by "contractual­
ising" its relations with socio-economic 
actors and co-operative, social and wel­
fare institutions. 

The proposed legislation is specifi­
cally conceived as a medium-term 
project. In a number of areas it aims to 
offer new perspectives and to place the 
efforts required from all those involved 
in a long-term context. 

These then are the principle themes 
of the proposed legislation, the specif­
ics of which are currently under dis­
cussion in the French Parliament. By 
the time this edition is pub~shed, a 
vote will already have been tiaken on 
the law, and further details will be pro­
vided in the next inforMISEP "Poli­
cies". 

Portugal 

Strategic developm~nt 
measures(1994-1999) 

In September 1993 the Portuguese Par­
liament passed a law on Strategic 
Measures for Portuguese Develop­
ment for the period 1994 to 1999 (Law 
no. 69/93 of 24.9.93). The aim of these 
measures is to prepare the country for 
the new Europe, to make it competitive 
on global markets and to ¢nsure a 
higher quality of life. 

Given the primary aim of ensuring 
international competitiveness, the Por­
tuguese economy needs to develop 
those sectors in which rapid and last­
ing growth is possible. In ill.ddition, 
those factors considered decisive for 
competitiveness are to undergo 
change so as to render them more ap­
propriate to the new economic condi­
tions. 

Consequently, support is to be pro­
vided primarily for measures which 
have the following aims: 

- Human resource training fbr a new 
presence on international markets, 
dynamising the labour maxket and 
promoting the abilities of young 
people; 

- developing of infrastructure and 
communications in order to inter­
nationalise and modernise the eco­
nomy and guarantee its efficiency; 
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- improving firms' competitiveness in 
order to make Portugal an attractive 
place for investment in the future; 

- reducing regional imbalances in eco­
nomic developments by mobilising 
the potential of the coastal area, the 
interior, the Azores and Madeira. 

Human resources and their training 
are at the core of the development pro­
gramme and complement the meas-

Training 

Germany 

New training 
opportunities for 10,000 
young people 

The Federal Government enacts 
#Training Programme East" at a cost 
of DM 500 million 

The Federal Government has decided 
to implement a "Training Programme 
East". The aim is to ensure that this 

Placement 

Germany 

The services offered by 
German careers advice 
centres in a European 
dimension 

In view of the challenges posed by Eu­
ropean integration, the Federal Labour 
Office has published a decree "Careers 
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ures to be pursued in the fields of edu­
cation and research. Priority is there­
fore to be accorded to the following 
aims in the field of training and em­
ployment: 

- Improving labour market integra­
tion; 

- creating further training opportuni­
ties in a time of diversification and 

year, as last year, every young person 
in the new Liinder receives a training 
opportunity. If the new federal states 
and Berlin participate in the costs, sup­
port can be provided for up to 10,000 
training places outside firms in East 
Germany. 

Half of the required funds for the 
Programme - around DM 500 million 
up to 1997 - are to be provided by 
central government, half by the five 
new federal states and Berlin. 50% of 
the costs of the Programme are eligible 
for subsidisation from the European 
Social Fund. The central-government 

Advice and Europe" (66/93 on 5 July 
1993), which makes the following pro­
visions with respect to its careers ad­
vice offices. 

1. Setting up and equipping twelve 
European careers advice centres: 

- ten centres with partnerships in 
EC member states, 

- two centres partnered with Aus­
tria and Switzerland/Liechten­
stein. 

At the European level, those responsi­
ble for the "Resource Centres" met 
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rapid change in technology and or­
ganisation; 

- mitigating the social effects of 
changes in various economic sec­
tors by improving occupational 
adjustment and flexibility. This is 
to be achieved by retraining and 
further training measures with the 
aim of preventing social exclusion. 

share of funding is already guaran­
teed. The Federal Government trusts 
that the new Liinder and Berlin will 
participate in the Programme. The de­
tails of the agreement which would be 
required between central and state­
level government will be settled 
quickly. 

Within the Programme priority is to 
be accorded to regional training defi­
cits, training in service and commercial 
occupations, and to training for girls 
and young women. The Programme is 
to be implemented by the Federal La­
bour Office. 

twice with their European colleagues 
during 1993 (in Strasbourg 29./ 
30.3.1993 and in Munich 18./ 
19.11.1993). 

The aim of the contact seminars is to 
discuss guidelines for the work of Eu­
ropean careers advice centres and their 
organisational form. 

At the wish of the EC Commission, 
observers from the EFT A countries (in­
cluding Switzerland) were invited. 

2. In one of these centres (at the em­
ployment office in Rastatt) the 
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Placement 

President of the Federal Labour Of­
fice, Bernhard Jagoda, opened, on 3 
August 1993, the first Franco-Ger­
man, multi-media EURO-PC, 
which enables users to access Euro­
pean data banks whatever the sys­
tem they use. The installation of 
additional EURO-PCs in the other 
German careers ad vice centres, es­
tablishing contacts with other EC 
member states, is planned and 
should be completed by the end of 
1994. In future a request for infor­
mation sent to a German careers 
advice centre concerning training 
in another EC members state can be 
answered and the information dis­
patched immediately by fax from 
the EURO-PC. Electronic mailing 
between domestic and foreign cen­
tres is also possible. A technical 
means of automatically translating 
the results of such an enquiry into 
German is in the planning stage. 

3. Important steps -have been taken 
with regard to the training of careers 
advisors for the European dimen­
sion 
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A transnational further training 
project, with the participation of 
France, Italy and Luxembourg has 
begun with a seminar in the Rastatt 
employment office, which will be 
continued in 1994 with one addi­
tional domestic, and four foreign 
seminars. 
In this, the first phase of a European 
further training project, the partici­
pants consist of advisors working in 
employment offices in border areas 
and in the careers ad vice centres in 
the three countries mentioned. 
These seminars are planned to con­
tinue after 1994 in the border areas to 
Germany's other neighbouring 
countries. Parallel to this, training 
will be provided in operating the 
EURO-PC. 

The activities mentioned are largely 
the realisation of tasks set out in the 
third action agenda of the PETRA 
Programme, for which the Federal 
Labour Office is the national co­
ordinator in Germany. 

France 

ANPE's co-operation 
with firms 

Its relationship to large firms 

ANPE's efforts with regard to large 
firms are based on a spirit of research­
development and of large firms hold­
ing "accounts" with the labour market 
authority, the relationship going be­
yond that normally existing between 
ANPE and firms. 

Three orientation strategies have 
been defined: 

1. Large firms are to be offered an im­
proved and simplified service. The 
aim is to shorten lines of communi­
cation, to establish the necessary 
contacts and to provide all the infor­
mation needed to ensure the success 
of a project. 

2. The ANPE offices are to be allowed 
to extend their portfolio of enter­
prises, and to improve their know­
how under simplified conditions in 
preliminary negotiations,; the 
ANPE network is to retain its initia­
tive with regard to costs and the 
types of measures to be imple­
mented, and thus its room for ma­
noeuvre. 

3. To use the experiences gained in 
dealing with firms whose dynamic 
image and reputation for manage­
rial rigour is particularly strong in 
order to improve the value of our 
service both vis a vis other firms and 
internally vis a vis the agents. 

Internally, these measures, by raising 
the value of the network, will help to 
enrich the institution's enterprise cul­
ture. 

Large firms 

ELF-ANTAR-France 

Recruitment programme for filling 
station attendants ("animateurs de 
piste") in ELF-ANTAR filling stations 
throughout France. 

First measure: 

On 3 February 1993 a tripartite national 
agreement was signed between ELF 
ANTAR1

, ANPE, ENSPM2 and OMA3
. 

Recruitment of 300 animateurs de 
piste, primarily under six-month 
contrats d'Orientation (CO) for young 
job-seekers and in some cases re­
integration contracts (Contrats de 
Retour a l'Emploi- CRE) for the long­
term unemployed. The signing of these 
two contracts was preceded by an 
evaluation of the workplace in each 
petrol station. 

This measure was conducted in 
March and April1993. The re$ults as of 
September 11993: 

275 animateurs de piste are ~mployed 
at the service stations (272 <j::O and 3 
CRE). The results of this measure in 
terms of labour market (re)integration 
will be evaluated on expiry of these 
contracts between 15 September and 
the start of November 1993. 

On 22 July 1993 the same partners 
signed, in the presence of the Minister 
for Labour, Employment and Voca­
tional Training, Giraud, a new frame­
work agreement on the recnFtment of 
500 additional animateurs dd piste un­
der CO and CRE contracts. The meas­
ure is to begin in January 1994; no sys­
tematic preliminary evaluation is 
planned. 

FAF- PMI/DOMAXEL 

Planned agreement between ANPE, 
FAP - PMI and DOMAXEL 

A framework agreement is planned 
between ANPE, the vocational train­
ing fund FAF-PMI and the DOMAXEL 
group (France's No. 2 DIY chain). 
DOMAXEL is to open 30 to 50 sales 
outlets per year throughout France, 
and proposes to fill all its sales staff 
vacancies through ANPE. FAF-PMI 
will be involved in organising the vo­
cational training of the staff recruited. 

I 

The text of the contract and a bro-
chure describing the jobs at OOMAXEL 
are currently being drawn up. The 
agreement is expected to be signed in 
early 1994, when also recruitment will 
commence. 

1 Petroleum concern 

" Ecole Nationale Superieure du Ntrole et des Moteurs 
3 Organismr Mutualisateur Agree 
4 Fond Assurance Formation- training insurance fund 
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Wholesale trade 

The MOUSQUETAIRE-group 
(INTERMARCHE) 

In a framework agreement on staff 
recruitment and training the 
MOUSQUET AIRE-group has agreed 
with ANPE on the implementation of 
measures in the following areas: 

- exchange of information in the field 
of employment; 

- technical support (aid with recruit­
ment and in selecting and imple­
menting the various labour market 
policy programmes); 

- implementation of special measures 
at national, regional and local level 
(in particular, reporting all vacan­
cies to the local employment offices). 

together with the on-going evaluation 
of the measures. 

The national contract and a regional 
agreement (Pays-de-Loire) were signed 
on 22 October 1993. 

PROMODES-group (DIA) 

Planned framework agreement be­
tween ANPE and DIA on staff recruit­
ment and training in all DIA's 
branches throughout France. The 
agreement is to be signed in the course 
of December 1993. 

The text of the contract and a bro­
chure describing the details of the part­
nership are currently being drawn up, 
which will be passed on to the regions 
in which staff are being recruited. 

AU CHAN 

Preliminary contact has been made. 
The project aims to improve co-opera­
tion: reporting vacancies, aid with re­
cruitment, a new dynamic for alternat­
ing vocational training and especially 
for apprenticeships. The agreement 
should be signed in early 1994. 

McDONALDS 

Following the partnership agreement 
between ANPE and McDONALDS of 
24.5.1993, staff recruitment for all 
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McDONALDS restaurants in France is 
being conducted via ANPE. 

McDONALDS has committed itself 
to reporting all vacancies to the local 
employment offices. This applies to 
both fixed-term and permanent, to 
full-time and part-time posts in new 
and existing restaurants. 

In return ANPE will set up a part­
nership at local level with restaurant 
franchise-holders, will provide assist­
ance with recruitment and information 
on training and retraining, and will 
supply job-seekers with information 
on jobs at McDONALDS. 

An evaluation conducted on 30 No­
vember 1993 has shown that in the 39 
restaurants opened since the agree­
ment was signed ANPE has placed 
some 1,600 staff. The jobs were in all 
areas of activity, from manager to 
maintenance staff. Both parties to the 
agreement emphasised the qualitative 
dimension of the relationships devel­
oped at local level. 

On 4 November 1993 a special meas­
ure, an "Employment Day", was held, 
which brought together at local level 
the employment offices, job-seekers 
and franchise-holders, and at which 
650 contacts with the unemployed 
were signed. 

TOTAL (petroleum concern) 

A framework agreement with the TO­
TAL-group on the recruitment of 
around 200 young people on training 
contracts is planned. 

The jobs - assistant mechanic, heat­
ing engineer, sales assistant- are to be 
created in TOTAL's filling stations or 
fast-food restaurants throughout 
France. 

Recruitment is to begin at the end of 
1993. 

Partnerships 

AGEFOS/PME 

The agreements signed in 1991 rein­
forced a long-standing and vital part-

Placement 

nership. It is now planned to conduct 
joint forums on youth employment 
and training in all employment dis­
tricts (bassins d' emploi). 

The aim is to bring together young 
people looking for training opportuni­
ties with firms interested in alternating 
forms of training. 

These measures are to be co­
ordinated with similar initiatives 
planned for the corning weeks, draw­
ing on other partners from the districts. 
Close contact has been established 

Nether lands 

Good placement results 
in 1992 

In 1992 the Dutch employment offices 
managed to fill148,000 vacancies, 14% 
more than in the previous year. The 
Annual Report for 1992 presented by 
the central labour market authority 
(CBA) to the Minister for Social Affairs 
and Employment at the beginning of 
August, emphasised that 1992 was a 
successful year. 

The employment offices managed to 
place 16,000 persons from ethnic mi­
norities during the year, 23% above 
target. 85% of the target figure for the 
long-term unemployed was met 
(33,500 placements). 11,000 workers 
were entered into job pools. More than 
57,000 women found a job with the help 
of the ern p loyrnen t office, exceeding the 
target figure by 28%. The employment 
offices also placed 65,000 young people 
in regular employment. Even so, more 
than 12,000 young people had to be 
provided with "guaranteed" youth 
work. 
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Job Creation 

Belgium 

Support for the creation, 
extension and 
restructuring of firms in 
the Walloon region 

The decree passed by the Walloon Gov­
ernment on 3 June 1993 (replacing the 
decree of 24.9.1987 on similar benefits, 
cf. BIR-B,iv.4) )providesforsupportfor 
the training of existing workers and 
new recruits during the creation, exten­
sion and restructuring of firms (Belgian 
Legal Gazette, 14 August 1993). 

Principle of intervention 

The new decree enables the labour 
market and vocational training office 
for the Walloon region (FOREM) to 
assume some of the costs incurred by 
workforce training in firms which are 
being created, extended or restruc­
tured. To this end, FOREM signs a con­
tract with the firm in question in which 
the conditions and the duration of 
FOREM's support, both as regards 
trainers and the employees participat­
ing in the measures, are laid down. A 
contract for such a participation in 
training costs can be concluded for a 
maximum of two years, starting, at the 
earliest, on the date on which the firm 
makes its initial application and, at the 
latest, when the first training scheme 
commences. 

Employees entitled to support 

Employees participating in the train­
ing schemes must be nationals of an EC 
member state or reside in the Walloon 
region. They may not be younger than 
18 years of age and must be employed 
with the firm on a permanent contract. 

Both existing employees and new 
recruits to a firm are entitled to sup­
port. In the latter case, the workers 
must have been unemployed with full 
benefit-entitlement rights at the time of 
recruitment. Young job-seekers wait­
ing for admittance to benefit entitle­
ment and job-seeking recipients of 
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minimum income support (minimex) 
are placed on an equal footing with 
full-entitlement unemployed persons 
for the purposes of the scheme. 

Higher subsidy levels are available 
for training for the long-term unem­
ployed, i.e. unemployed persons with 
full benefit entitlement who, on recruit­
ment, have been receiving unemploy­
ment benefit for 12 months without 
interruption. Within the scheme, those 
who have been on income support for at 
least three months, the disabled unem­
ployed, low-skill young unemployed 
(18 to 25 years) and certain unemployed 
persons not entitled to benefits who 
wish to be (re)integrated into the labour 
market are entitled to the same support 
as the long-term unemployed. 

Firms entitled to support 

Industrial firms, or those of a primarily 
industrial character, based in the 
Walloon region are entitled to support. 
Trade and service firms and those 
whose activity lies in the production or 
distribution of energy are excluded 
from the scheme. 

In order to receive support a new 
firm must create at least three new jobs; 
within the framework of an extension, 
all the existing jobs must be retained; 
and in the case of restructuring at least 
80% of the existing jobs must remain 
within the region. 

Training measures entitled to 
support 

In order to be eligible for support, 
training measures must be: 

- either of a technical nature, i.e. new 
working methods or production 
procedures must be introduced re­
quiring at least four weeks training 
(irrespective of whether this is 
linked with the development of new 
products); 

- or must consist of linguistic training 
required by the technical training 
involved; 

- or must be linked to the introduction 
of a "total quality management" sys­
tem. 

Firms receiving support for one of the 
types of training listed above are also 

entitled to support for the long-term 
unemployed if such persons are re­
cruited to replace workers redeployed 
to the new productive plant or to per­
form low-skill supplementary tasks 
linked directly or indirectly to the ap­
plication of the new technology. 

The maximum duration of a training 
measure for a single employee is 26 
weeks, irrespective of whether this 
training is performed inside or exter­
nally to the firm. Training abroad will 
not be considered for support unless it 
lasts at least five days. 

Level of support 

The subsidy for the costs of technical. 
linguistic or total-quality-manage­
ment-linked vocational training 
amounts to: 

- 50% of the training costs for employ­
ees already employed by the firm; 

- 60% of the training costs for n~wly re­
cruited formerly unemployed per­
sons; 

- 80% of the training costs for newly 
recruited formerly long-term unem­
ployed persons. 

The support offered for vocational 
training for those recruited to 1 replace 
workers redeployed to the new pro­
ductive plant or to perform l<Dw-skill 
supplementary tasks linked to the ap­
plication of the new technology also 
amounts to 80%. 

The maximum overall level of sup­
port available to a single firm is FB 5.5 
million. This maximum figure can be 
exceeded: 

- if the setting-up of a firm involves at 
least five new jobs, providek:i these 
are not workers from another com­
pany involved in setting up the firm: 
nor may the firm recruit workers 
performing the same activity on the 
same industrial site; 

-if the extension or the restructuring of 
the firm leads to a net increase in 
employment of at least 25% of the 
number of workers receiving train­
ing in the firm. 

Firms no longer fulfilling the agreed 
contractual conditions lose their enti­
tlement to higher levels of support. 
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Support for training personnel is 
granted in accordance with the dura­
tion (in weeks) of the training schemes, 
also taking account of the profession 
for which training is being given and 
the number of participants. The maxi­
mum level of support is paid when at 
least five employees participate in a 
course; lower participation figures re­
duce the level of support available. 

Administrative procedure 

The firm makes an initial application 
with all the relevant documents to the 
FOREM central office. The administra­
tive council then ascertains whether 
the application for support meets the 
stipulations and conditions described. 
Subsequently, the maximum level of 
support and the date by which the firm 
has to produce documentary evidence 
are determined. Where an existing 
firm is being extended or restructured, 
the administrative council also con­
sults with employee representatives. 
Once the application has been ap­
proved by the Walloon Minister of La­
bour, the firm and the administrative 
council can sign the support contract. 
Support is only paid out after docu­
mentary evidence has been provided 
by the firm. Support cannot be com­
bined with any allowances provided 
by the Walloon regional budget for the 
same project. 

Ireland 

County Enterprise 
Boards 

The Government has announced fur­
ther details concerning the establish­
ment of County Enterprise Boards in 
Ireland. These boards which are being 
set up to promote job creation and 
community development will be na­
tionwide. The boards will include rep­
resentatives from local authorities, 
community, social partners and public 
agencies. 

The objective of the boards will be 
strategic and the funding available to 
them should provide a new source of 
support for local enterprise initiatives. 
The boards will assume responsibility 
in business areas not already covered 
by the state industrial development 
agencies. The Enterprise Boards will 
prepare Action Plans for their own ar­
eas. While those plans can be expected 
to encompass a variety of measures, 
their essential focus will be on pro­
active strategies to tap the employment 
opportunities in their localities 
through: 

- identifying and commercially devel­
oping local resources; 

Special Categories of Workers 

Belgium 

Youth employment plan 

The Federal Round Table on Employ­
ment has laid the foundations for new 
measures in the fight against unem­
ployment (d. iMi 42). One of the meas­
ures proposed by the Round Table is 
the Youth Employment Plan, the legal 
basis of which is the law of 23 July 1993 
(Belgian Legal Gazette, 6 August 1993), 
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the last law signed by King Baudouin. 
It provides for a reduction in employer 
contributions to the social insurance 
system and also, under certain condi­
tions, an exemption from the employ­
er's obligation to pay social security 
contributions for employees for a 
given period. 

Employers affected 

The law applies to all employers in the 
private sector (with the exception of 
mining and the merchant navy) and to 
public-sector employers, although the 

Job Creation 

- promoting the creation and devel­
opment of enterprises from within 
the local economy, particularly 
through support for local enterprise 
groups; 

- creating and strengthening net­
works between the local community 
and state agencies in the interest of 
mobilising and coordinating their 
energies and knowledge in pursuit 
of wealth creation and employment 
opportunities. 

The new boards will not displace or 
duplicate local enterprise initiatives. 
Instead their role will be to facilitate 
such initiatives and to act as a catalyst 
where no enterprise group is currently 
active at community level. Wherever 
applications for funding and advice 
are more appropriate to the remit of 
existing agencies, they will be redi­
rected to such bodies. 

The primary focus will be on pro­
posals for start-up jobs in enterprise. 
There will be a clear focus on commer­
cial viability and the avoidance of job 
displacement. Funding for these 
projects is expected to come from a 
wide range of sources including state 
agencies, financial institutions and EC 
funds. 

Royal Decree of 26 August 1993 (Bel­
gian Legal Gazette, 8 September 1993) 
excluded a relatively large section of 
the public sector, in particular, central, 
regional and local government admin­
istration, from the measure. 

Also excluded from the system are 
those employers which 

- at the end of the trimester for which 
they apply for exemption from (or 
reduction of) social insurance contri­
butions, have outstanding debts 
with the social insurance institu­
tions; 
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Special Categories of Workers 

- do not meet their obligations with 
respect to youth training (cf. BIR-B, 
iv.2.). 

Employees affected 

The employers mentioned above can 
apply for (total or partial) exemption 
from social insurance contributions if 
they recruit- in either full or part-time 
employment- the following categories 
of young people: 

- young people who, on recruitment, 
are 

• less than 26 years of age, 

• have been registered unemployed 
for at least six months, and 

• were entitled to full unemploy­
ment benefit during this period 
(cf. BIR-B, iii.5); 

- young people aged between 18 and 
25 recruited under a work-training 
contract (in accordance with Royal 
Decree No. 495 of 31.12.1986, cf. BIR­
B, iv.3). 

The Royal Decree of 26 August 1993 
excluded certain groups of young peo­
ple from the provisions of the law (for 
example young people engaged as 
teaching staff in an educational estab­
lishment), while the Royal Decree of 
27 August 1993 has accorded certain 
groups of young people an equal status 
to those categories mentioned by the 
law (e.g. young people who, during the 
preceding six months have been in so­
cially insured employment for no more 
than one month). 

The Law of 23 July 1993 stipulates 
that exemption from social insurance 
contributions may also be granted for 
the recruitment of difficult-to-place 
unemployed within the framework of 
a "socio-economic project" in a recog­
nised "social workshop" ("atelier so­
cial"). In order for this supplementary 
provision to come into effect, a Royal 
Decree must be signed before 31 De­
cember. 

Exemption from social insurance 
contributions 

Employer contribution 
In the year following recruitment the 
employer is exempted from all em­
ployer contributions to the social in­
surance institutions. In the second and 
third years this exemption is reduced 
to 75% and 50% respectively. 
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Employee contribution 
For a number of the groups of workers 
mentioned above the employer is also 
exempted from paying employee con­
tributions. This applies to the follow­
ing categories: 
- young people who, on recruitment, 

are less than 26 years of age, have 
been registered unemployed for at 
least nine months and are entitled to 
full unemployment benefit; 

- young people on work-training con-
tracts. 

For these groups full exemption begins 
on the day of recruitment and contin­
ues until the end of the fourth subse­
quent trimester. 

Validity 
The law applies to employees recruited 
between 1 August 1993 and 31 Decem­
ber 1994. 

Belgium 

Collective agreement 
No. 55 - Partial early 
retirement 

Collective agreement no. 55 is a frame­
work agreement concerning the intro­
duction of partial early retirement, and 
providing wage-compensation ben­
efits for certain categories of elderly 
workers. The aim of the agreement is to 
ensure that: 

- elderly workers nearing the end of 
their working life are offered part­
time work which allows them, while 
remaining in employment, to organ­
ise in a flexible way their transition 
towards total cessation of occupa­
tional activity; 

- younger workers are recruited in 
their place. 

Implementation 

The implementation of collective 
agreement no. 55, which applies to full­
time workers and their employers, oc­
curs in two phases: 

- Firstly, the bipartite (branch-level) 
committees and/or the firm must 

conclude collective labour agree­
ments which ensure that the frame­
work agreement is applicable in the 
branch or firm in question. The 
branch or firm-level agreement also 
stipulates the age at which partial 
retirement is to begin. 

- Secondly, the elderly workers inter­
ested in partial retirement must 
reach agreement with their em­
ployer on the reduction of their 
working time. 

Age limits 

As far as the age of the workers in­
volved is concerned, two restrictions 
apply: 

- firstly, the provisions of the branch 
or firm-level agreement apply; 

- secondly, the general stipulation ap­
plies, that the age limit may not be 
lower than 55. 

If a branch-level agreement on full 
early retirement already exists, the 
age limit for partial early retirement 
can be set at two years below this 
level (although, here too, the "abso­
lute" age limit of 55 may not be ex­
ceeded). If no branch-level agreement 
on full early retirement exists, the 
minimum age for partial early retire­
ment is 58. 

If a firm-level agreement on full 
early retirement exists, the age limit 
for partial early retirement cam be set at 
one year below this level, although, 
here too, no lower than 55. If no 
branch-level agreement on full early 
retirement exists, the minimum age for 
partial early retirement is 59. 

Individual agreements 

Employees meeting the above condi­
tions (with regard to full-time employ­
ment and age) can reach agreement 
with their employer on part-,time em­
ployment. This agreement :rrtust be in 
writing and in accordance with the 
provisions governing part-time work. 
The type of part-time work and the 
agreed working hours must be indi­
cated. 

Guaranteed income 

Even though those taking partial early 
retirement are no longer in full-time 
employment, they must be guaranteed 
a level of income which lies mid-way 
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between that to which they would be 
entitled in full early retirement and 
that which they would earn if they re­
mained in full-time employment. 

Consequently, workers meeting the 
conditions for partial early retirement 
are remunerated as follows: 

- pro rata wage income for their part­
time employment, plus 

- unemployment benefit and an addi­
tional compensation, paid by the 
employer, for the working hours 
lost. 

The level of the compensatory pay­
ment is calculated by subtracting from 
the guaranteed income level half of the 
net reference wage and the unemploy­
ment benefit paid. 

The net reference wage is defined as 
the worker's gross monthly earnings 
for full-time employment up to a maxi­
mum of FB 95,575. The guaranteed 
level of income is the income which the 
employee would have earned if he/ 
she had entered early retirement as a 
full-time employee, plus half the dif­
ference between this income level and 
the net reference wage. 

Germany 

Measures to improve the 
employment situation of 
the severely disabled in 
central-government 
employment 

Following a proposal by the Federal 
Ministry of Labour, the Federal Gov­
ernment has enacted additional meas­
ures to improve the employment situa­
tion of the severely disabled in central­
government employment. 

These measures include, among 
others, the following: 

- In future severely disabled persons 
can be recruited in advance up to 12 
months before a job becomes vacant. 
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- A provision is being sought whereby 
jobs which are to be cut are to be 
retained, for a limited period at least, 
if they are being performed by 
newly recruited severely disabled 
persons. 

- Ministries will intensify their con-. 
tacts with training centres for the 
disabled in order to promote the re­
cruitment of the severely disabled. 

- The Federal Labour Office is called 
upon to develop, in co-operation 
with the ministries, training meas­
ures for unemployed severely disa­
bled persons to improve their suit­
ability for work within the civil serv­
ice. 

- In future the Federal Government 
will discuss the situation of the se­
verely disabled within the central­
government civil service twice a 
year. 

These decisions by the Federal Gov­
ernment are to serve as a signal for 
other public-sector employers, i.e. for 
state-level and local government. Only 
if the civil service meets its obligations 
in this regard will it be able to fulfil its 
task as a role model for the private 
sector. The aim is to open up new em­
ployment opportunities for the se­
verely disabled in both the private and 
public sectors. 

Public-sector employers in the cen­
tral-government sphere are obliged, as 
are all employers, to ensure that the 
severely disabled make up at least 6% 
of the workforce. According to the last 
survey, conducted in October 1992, an 
average figure of 6.5% for the severely 
disabled was recorded within the min­
istries. If all public-sector employers 
classified as part of central govern­
ment are considered, the figure falls to 
5.5%, with the public rail network far 
below target (Deutsche Bundesbahn: 
4.6%; Deutsche Reichsbahn: 2.6%). In the 
years prior to German Unification, cen­
tral government met its obligation in 
this regard in an exemplary way, with 
a figure of 6.4% (1989) and more. In 
1990 the figure fell below the legal 
norm for the first time (5.9%), with a 
further decline in 1991 to 5.4%. The 
main reason for this was the inclusion 
of central-government public-sector 
employers in East Germany. 

Special Categories of Workers 

Germany 

Sharp increase in the 
number of women re­
entering the labour 
market 

More and more women are returning to 
work after an interruption to their em­
ployment biography for family rea­
sons. The figure for such "re-entrants" 
increased in West Germany from 
350,000 to 1.4 million between 1984 and 
1992; as a share of overall female em­
ployment they increased from 3.5% to 
12% over the same period. By far the 
largest share of such re-entrants had 
interrupted employment for house­
hold and child-care reasons. This inter­
ruption was accompanied by a long 
period of unemployment for one in 
seven women and with further training 
for one in twenty. 

This sharp increase can be traced 
back to three factors: the increasing 
number of women in age groups likely 
to be affected by family-linked career 
interruptions; the improvement in the 
legal framework; and the favourable 
labour market developments in the 
second half of the 1980s. 

The number of women aged be­
tween 25 and 40 increased steadily 
from 6.25 million in 1985 to 7.24 million 
in 1990. Given that over the same pe­
riod the annual number of births also 
increased, the period clearly saw an 
increase in the potential number of 
women with child-care duties. The dif­
ficulties of reconciling family and ca­
reer were eased with the introduction 
of paid parental leave (Erzielzungs­
urlaub) in 1986, its extension in 1989 
and further prolongation in 1992. Dur­
ing the observation period, 96% of the 
women entitled benefited from this 
measure; subsequently about half re­
turned to paid employment. Addi­
tional, collectively agreed provisions­
at firm or sectoral level- (e.g. reinstate­
ment guarantees) provided additional 
support. Recently the Labour Promo­
tion Act has provided for special sup­
port measures for women who would 
otherwise have difficulty in re-enter-
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Special Categories of Workers 

ing employment under normal labour 
market conditions (work familiarisa­
tion allowance, support through job­
creation and further training meas­
ures). 

In addition, the improved situation 
on the labour market at the end of the 
1980s facilitated women's re-entry 
into paid employment. Against the 
background of a fall in the unemploy­
ment rate from over 10% in 1986 and 
1988 to 7% in 1991, female employ­
ment in the last three years rose by an 
average of 300,000 per year, com­
pared with annual employment 
growth of 110,000 women in the mid-
1980s. Besides the greater number of 
women re-entering the labour market 
following a "family phase", there has 
also been an increase in the propor­
tion of women re-entering after a pe­
riod of unemployment; from 9% to a 
current figure of 15%. 

The rise in the overall number of 
women re-entering the labour market 
can be expected to be maintained in 
future, not least because the number of 
women in the 35-40 year age group will 
continue to expand until the end of the 
century. In the present context, 
though, it is difficult to predict what 
effects the current wave of redundan­
cies might have. 

Germany 

Occupational and social 
integration of the 
disabled 

Comprehensive aid to 
vocational training and 
occupational support centres 

In order to promote the integration of 
the disabled at work and in society as a 
whole the Federal Government sup­
ports supra-regional and pioneering 
institutions working towards voca­
tional and medical rehabilitation and 
in the field of preventive medicine. A 
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total of DM 215 million are earmarked 
for this purpose in the 1994 budget. 
This sum takes account of the consider­
able need for financial support in the 
construction of geriatric rehabilitation 
centres ("rehabilitation before care") 
throughout Germany and the creation 
of vocational training and occupa­
tional support centres and workshops 
for the disabled in the new Liinder. 

In West Germany an extensive net­
work of vocational rehabilitation cen­
tres has been developed since the early 
1970s. It now encompasses 21 occupa­
tional support centres with around 
12,000 retraining places for the adult 
disabled and 38 vocational training 
centres with around 10,000 initial 
training places for young disabled per­
sons. 

These institutions have proved so 
successful that round 81% of those 
leaving the vocational training centres 
and around 85% of those from the oc­
cupational support centres (in 1991) 
had been integrated into working life 
within a year of completing their train­
ing. Less than 10% are unemployed. 
The remaining persons are not avail­
able for placement due to illness or 
because they are participating in fur­
ther training. 

Building on this success in terms of 
labour market integration, and with 
the aim of achieving East-West equal­
ity with regard to the labour market 
integration of disabled people, similar 
vocational rehabilitation facilities are 
to be created and existing ones ex­
tended in the new Ui11der over the next 
five to ten years. These are to match 
those in West Germany in terms of 
both quality and the coverage of the 
network. Specifically, 

- seven occupational support centres 
with around 2,500 places, some of 
them on a live-in basis, and 

- eight vocational training centres 
with around 1,800 places, some of 
them on a live-in basis, are to be set 
up (or extended). 

Thus in each of the new federal states 
one occupational support and one vo­
cational training centre for the disa­
bled will be set up. These will be com­
plemented by three special centres for 
those with disabilities of sight, hearing 
and speech. 

In addition to providing training for 
the disabled in modern, labour mar­
ket-oriented occupations, each centre 
will create between 100 and 150 skilled 
and permanent jobs for teaching and 
care staff. All these centres have al­
ready begun operations, in some cases 
in temporary premises. 

The capital spending involved in 
setting up the occupational support 
and vocational training centre is esti­
mated at around DM 1.5 billion. The 
funds will be provided jointly by cen­
tral and state-level government to­
gether with the occupational rehabili­
tation support institutions, i.e. 

- the Federal Labour Office, 

- the pension insurance institutions, 
and 

-the institutions insuring against acci-
dents at work. 

In addition, around 30,000 places are to 
be created in disabled persons' work­
shops in the new Liinder. 

Ireland 

Students' Summer Job 
Scheme 

In response to a phenomenon whereby 
an unprecedented number of students 
signed on the unemployment register 
for the duration of their summer vaca­
tions in 1991 and 1992, the Govern­
ment this year introduced a Students' 
Summer Job Scheme. Under the 
scheme voluntary organisations, com­
munity groups and public bodies were 
requested to make places available for 
students for the summer months at a 
fixed rate of payment, with these pay­
ments being subsequently refunded by 
the Department of Social Welfare. In 
tandem with this, students were dis­
qualified from signing on the unem­
ployment register for three months fol­
lowing the completion of the academic 
year. 

Some 2,100 sponsors joined the 
scheme, offering over 9,000 job oppor-
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tunities. The majority of these jobs 
were in the voluntary and community 
development sectors. Almost 6,000 
students participated in the scheme. 

Ireland 

School-Leavers Survey 
1992 

The Department of Enterprise and 
Employment recently published the 
findings of the 1992 School-Leavers 
Survey, which was carried out in May I 
June 1992. The survey traced the career 
paths of second level school-leavers 
from the 199011991 academic year ap­
proximately one year after they had 
left school. The time lapse allows a 
more settled picture to emerge in rela­
tion to school-leavers entering the la­
bour market or continuing further edu­
cation. The results are based on a na­
tional sample of 2,243 school-leavers 
from an estimated total of 66,900 stu­
dents who left second-level education 
in 199011991. 

The report shows 23,000 (34.9%) of 
school-leavers were in employment 
one year later, while 22,500 (33.7%) 
were engaged in further education. A 
further 14,400 (21.5%) were unem­
ployed, of which 10,500 (15.7%) were 
seeking their first job and 3,900 (5.8%) 
were unemployed after having had a 
job and losing it. When account is 
taken of those who were participating 
on employment and training 
schemes, of which approximately 
90% are state-sponsored, the number 
of unemployed school-leavers who 
were unoccupied falls to 10,800 
(16.2%). Emigration accounted for a 
further 5,600 (8.4%) and 1,100 (1.7%) 
were not available for work for a vari­
ety of reasons. 

Compared with the 1991 survey, 
the proportion in employment contin­
ued to fall, decreasing by 1.8 percent­
age points to 34.9% and the level of 
unemployment among school-leaves 
continued to rise ( +4.2 percentage 
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points) to 21.5%. At 21.5%, the unem­
ployment rate is now at its highest 
level since 1987 when it stood at 
22.9% 

The survey recorded a decline in 
the proportion of school-leavers go­
ing on to further education from 
36.0% to 33.7% between 1991 and 
1992. Underlying this decline was an 
increase in the number of school 
leavers proceeding to full-time third 
level courses, and a fall in the number 
proceeding to various types of post­
school training and education courses 
outside the third level system. This 
may have been due to a change made 
in the rules for admission to third 
level courses in 1992, when examina­
tion points for such entry were re­
stricted to a single sitting of the Leav­
ing Certificate examination. Prior to 
this, school-leavers who did not gain 
enough points in their Leaving Cer­
tificate examination for admission to 
their favoured third level course 
could repeat the examination at a col­
lege of further education. Points from 
both sittings could then be combined 
for the purpose of qualifying for third 
level courses. From 1992 however, 
only the points gained from one or 
other of the sittings could be used for 
this purpose. 

As in previous survey, the impor­
tance of educational qualifications in 
determining employment prospects is 
highlighted. 53.5% of those leaving 
school without qualifications during 
the 1990 I 1991 academic year were un­
employed one year later, compared to 
41.6% of those who had left after com­
pleting the junior cycle of secondary 
education (Intermediate or Group Cer­
tificate examinations) and 13.5% of 
those who left after completing the sen­
ior cycle of secondary eduction (Leav­
ing Certificate examinations). 

Special Categories of Workers 

Netherlands 

The labour market 
authority and the 
Ministry of Education 
initiate 13 educational 
projects for refugees 

The labour market authority and the 
Ministry of Education, in close co-op­
eration with the Centres for Asylum­
seekers, have opened 13 educational 
projects for refugees. At the centre of 
all the projects are short and intensive 
courses in the Dutch language which 
are followed by individual "traject" 
placement by the employment offices. 

The aim of the projects is to teach the 
Dutch language to around 3,500 asy­
lum-seekers- all of which have been 
granted a residence permit-and subse­
quently to place them in employment. 
In implementing the projects the re­
gional employment offices are working 
closelywithlocaladult-educationinsti­
tutions (elementary and advanced 
adult education) and with the Centres 
for Asylum-seekers. 

Nether lands 

The .~~Framework 
Regulation Integration 
into Working Life" has 
improved the chances 
of the long-term 
unemployed 

The implementation of the "Frame­
work Regulation Integration into 
Working Life" (KRA) by the employ­
ment offices has led to both short-term 
and lasting improvements in the la­
bour market position of the long-term 
unemployed. Two years after place­
ment, three-quarters of those placed 
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are still in work, compared with just 
28% of the long-term unemployed who 
were placed outside this measure. The 
success of the measure is due largely to 
the relatively long duration of the sub­
sidies offered employers under the 
scheme. 

The "Framework Regulation Inte­
gration into Working Life" was intro­
duced in mid-1989 in order to improve 
the placement chances of the long-term 
unemployed (those unemployed for 
longer than two years; longer than one 
year in the case of ethnic minorities). 
Employers receive a lump-sum sub­
sidy and an exemption from social­
insurance contributions for a limited 
period. 

The measure contains two variants: 
placement in a permanent job or in 
work experience. Between mid-1989 
and the end of 1992 the employment 
offices managed to place around 
48,000 long-term unemployed in work 
by means of this measure: 16% of them 
had higher skill levels, and 11% were 
unskilled. 

Participants in the scheme take a 
positive view of the quality of the jobs 
offered. The "Framework Regulation 
Integration into Working Life" has led 
to a significant improvement in the 
chances of placing the long-term un­
employed. 

Nether lands 

The job pool proves its 
worth 

Research has shown that three quar­
ters of the workers in job pools are 
satisfied or very satisfied with their 
work, while 90% of those employing 
workers from job pools are satisfied or 
very satisfied with the work per­
formed by them. The work has proved 
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satisfying to job-poolers and has given 
them new self-respect. At the same 
time, more than half of them are un­
happy with their remuneration. A 
quarter are also unhappy with the su­
pervision. The measure is appropriate 
to the needs of the long-term unem­
ployed; very few undesirable side-ef­
fects have occurred. 

Coverage 

The job pool is a scheme for long-term 
unemployed persons who were unable 
to enter regular employment in any 
other way. Of those employed in job 
pools, 67% are older than 40; 48% have 
only minimal educational qualifica­
tions; one third come from ethnic mi­
norities and 76% have been unem­
ployed for longer than 5 years. The job 
pool is also used by a small number of 
long-term unemployed who, by virtue 
of their age and training, could be 
placed in regular employment. 

Participants 

Workers' satisfaction with the job pool 
declines as their length of participation 
in the pool increases. 57% of partici­
pants are unhappy about their pay 
(minimum wage), the only slight im­
provement over social benefit, the sig­
nificant pay differential compared 
with those in regular employment and 
the lack of a prospect for a wage rise. 
37% would prefer to be in regular em­
ployment; 55% would like the same 
work, but not in the job pool. The drop­
out rate is 10%. 

Organisations using the job pools 

A number of institutions depend on 
the work performed by participants in 
the job pools. 13% of user organisations 
report that they would not be able to 
function without job-pool employees. 
Half of them would like to take on 
additional participants. 

Although the job pool was con­
ceived as a "last stop" for the long-term 
unemployed, an average of 2% of those 
working there subsequently find regu­
lar employment. In addition, 10% of 

the user organisations report that job­
pool employees could take ort regular 
work within the organisation, and a 
further 6% have taken on such,workers 
under permanent contracts. 

Portugal 

Special measures in 
support of mining 
workers 

A joint decree issued by the Secretaries 
of State in the Ministries of Labour and 
Vocational Training and of Industry, 
published in the Didrio da Repzlblica, II 
Serie of 2 September 1993, has intro­
duced special employment and voca­
tional training measures for workers 
who have been made unemployed, or 
are threatened by unemployment, due 
to the restructuring in the mining in­
dustry. 

Principally the measures involve 
support for: 
- job creation, 
- regional initiatives to create jobs, 
- the development of employment 

programmes, 
- the introduction of permanent em­

ployment contracts, 
- geographical mobility 
- occupational orientation and train-

ing measures. 

Support in these areas is to be in­
creased on existing levels, and, in cases 
where this is justified, claimants will 
be allowed to draw more than one 
form of support at the same time. In 
addition, mining workers are to re­
ceive priority with regard to f:rrequency 
of access to vocational trainil)tg meas­
ures. 

In order to accompany future devel­
opments among the workers affected 
by the new provisions, the measures 
are to be subjected to general evalua­
tion involving the social partners. 
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Belgium 

The Flanders Region 
and Community: The 
Unemployed Persons' 
Charta 

A decree passed by the Flemish Coun­
cil on 31 March 1993 (Belgian Legal 
Gazette, 9.6. 1993) has drawn up an 
"Unemployed Persons' Charta" for 
the Flanders region. The regional la­
bour market and vocational training 
administration (VDAB) is obliged to 
adhere to the Charta's stipulations. 
Unemployed persons who believe that 
the VDAB has failed to abide by the 
Charta's stipulations can address their 
complaint to the Regional Committee 
for Employment (cf. BIR-B, ch. 1). This 
committee may interview the job­
seeker and assume the role of mediator 
between him/her and the VDAB, and 
informs the unemployed person of the 
consequences of his/her application 
or complaint. This article provides an 
overview of the provisions of the 
Charta. 

Each individual registered as unem­
ployed with the VDAB has the right to 
work. In order to realise this right in 
practice the VDAB is to use all the 
means at its disposal in the best way 
possible within the constraints im­
posed by the current labour market 
situation. In particular, the employ­
ment office must see to it that job offers 
made are appropriate to the skills of 
the job-seeker, and verify whether the 
pay and working conditions of any job 
offer meet legal and collectively agreed 
requirements. 

Each person registered unemployed 
with the VD AB has the right to personal 
and intensive support regarding his/ 
her re-entry into the labour market and 
to appropriate vocational training. To 
this end the VDAB must ensure that 
individual and appropriate support is 
indeed provided and is to attempt to 
solve the difficulties faced by the unem­
ployed person during re-entry. 
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Each unemployed person has the 
right to optimal service delivery by the 
VDAB; this is to be realised by means of 
a personal approach based on ease of 
access and autonomy. In addition, the 
VDAB is obliged to treat all unem­
ployed persons equally, irrespective of 
differences of gender, age, race, nation­
ality, religion, opinions or social origin. 
It must also inform each unemployed 
person about his/her rights, options 
and duties in time, free of charge, and 
in a comprehensible manner. 

If a measure is implemented with 
the aim of reinserting an unemployed 
person in an appropriate job, the 
VDAB must inform him/her of the 
fact, explaining its decision and point­
ing out means of appealing against the 
measure. 

The VDAB guarantees each job­
seeker the right to examine his/her 
own file and that private information 
will not be passed on to third parties. 

In addition the Charta stipulates 
that the VDAB is obliged to inform 
each job-seeker of the contents of the 
Charta. For their part, the unemployed 
are obliged to accept job and training 
offers which are appropriate to their 
abilities. 

The Unemployed Persons' Charta 
carne into effect on 9 June 1993. 

Belgium 

Career interruption 

In accordance with the national collec­
tive agreement (cf. iMi No. 41) and 
following the initiative of the Ministry 
of Labour and Employment during the 
first phase of the national round table 
( cf. iMi No. 42), the social partners 
have signed, within the framework of 
the National Council of Labour, collec­
tive labour agreement no. 56 concern­
ing the introduction of a limited right 
to a career break (sabbatical) through­
out the private sector. Currently this 
right only exists in certain sectors; in 

other sectors workers may only opt for 
a career break with the agreement of 
their employer. Collective agreement 
no. 56 comes into force on 1 January 
1994 and will enable a larger number 
of workers to withdraw temporarily 
from the labour market than at 
present. Such interruptions in profes­
sional career are an important instru­
ment in the redistribution of work, as 
employers are obliged to recruit unem­
ployed persons to replace workers ab­
sent due to a career break. 

Collective agreement No. 56 recog­
nises the right to a career break subject 
to the following restrictions: 
- not all private-sector employees can 

assert a right to career interruption, 
as executive staff are excluded; 

- the sabbatical(s) may not be shorter 
than three months and not longer 
than twelve months (they can be ex­
tended); 

- only a limited number of employees 
can opt for a sabbatical in a given 
year; the figure is limited to 1% of the 
average size of the workforce during 
the previous year. 

Employees wishing to take a sabbatical 
must inform their employer of their 
intention two months in advance. In 
the case where the interruption takes 
the form of a temporary conversion 
into part-time employment, a written 
declaration is required, in which the 
type of employment relation and the 
working hours chosen must be listed. 

Even after the introduction of a right 
to a career break, employees may ask 
their employer to agree to a sabbatical 
under the voluntary provisions in 
force before collective agreement 56 
was concluded, i.e. a sabbatical of be­
tween six months and one year up to an 
overall maximum of five years for each 
employee in the course of his/her 
working life. 

Following a request by the National 
Council of Labour the provisions cur­
rently governing sabbaticals will be 
examined with the aim of rendering 
them compatible with collective agree­
ment no. 56. Among other things, the 
obligation to replace absent workers 
where the sabbatical lasts less than six 
months is to be relaxed, and it is pro-
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posed that in such cases the categories 
of the unemployed that are to be con­
sidered for such replacement should 
be widened. 

Germany 

The supplementary 
budget of the Federal 
Labour Office 

Budget rises to DM 103.6 
billion 

The Federal Government has approved 
unconditionally the supplementary 
budget for 1993 for the Federal Labour 
Office (BA) as passed by the BA' s ad­
ministrative council. The supplemen­
tary budget foresees a central-govern­
ment transfer to the BA of almost DM 18 
billion, raising the BA' s annual budget 
to more than DM 103.6 billion. Of total 
spending, some DM 55 billion are spent 
in WestGermany,aroundDM48billion 
in the new Lander. 

The central-government allocation 
will cover a deficit resulting from in­
creased spending amounting to DM 16 
billion and a revenue shortfall of DM 2 
billion. This deficit arose due to changes 
in some of the key economic data on the 
basisofwhichtheBAhadoriginallycal­
culated its budget. The deepening re­
cession in West Germany, for instance, 
has had a lasting effect on the financial 
situation of the BA. 

While revenue from contributions 
was DM 2 billion lower than had been 
planned, unemployment benefit and 
short-time working allowance ex­
ceeded planned targets by DM 7.7 and 
2.3 billion respectively. In total, the 
payment of unemployment benefit 
cost the BA DM 38.9 billion (West: 27.9 
billion; East 11 billion). For the short­
time working allowance the figures are 
DM 4.2 billion (West: 2.8 billion; East 
1.4 billion). A total of DM 16.3 billion 
are now available for vocational train­
ing and retraining, DM 10 billion of 
which are being spent in the new 
Uinder. 
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Around DM 12 billion are ear­
marked for recipients of early retire­
ment allowance for the elderly unem­
ployed (Altersiibergangsgeld) in the new 
federal states. The average number of 
persons drawing this benefit in 1993 
has risen by 80,000 on the previous 
year to 600,000. 

A further DM 2.4 billion are des­
tined for vocational training (DM 1 bil­
lion in West, 1.4 billion in East Ger­
many) and DM 4.7 billion for rehabili­
tation measures (West: DM 3.9 billion; 
East: DM 0.8 billion). 

Due to the large number of ethnic 
German immigrants (Aussiedler) en­
tering Germany from eastern Europe in 
1992, and thus the increased entitle­
ment to the transitional benefits avail­
able, an additional DM 1.4 billion had to 
be incorporated into the supple­
mentary budget to meet the costs of 
integration measures for such persons. 

Germany 

Maximum limits on 
foreign workers 
employed under a 
"Werkvertrag" 

New work-permit regulations 
in force 

As of 1 October 1993 a maximum limit 
is imposed on the number of foreign 
workers employed by German con­
struction companies under a "Werk­
vertrag" (a form of fixed-term contract 
in which foreign workers are "hired 
out" to German firms from partner 
firms abroad). This is the effect of a 
change in work-permit regulations 
which came into force on that date. The 
new regulation sets the following 
maximum limits, in each case with re­
spect to the workforce size of the Ger­
man firm employing workers under 
such contracts: 

German firms with up to 30 blue­
collar workers may employ no more 
than 6 foreign workers under a 
"Werkvertrag"; if the German firm 

employs up to 200 blue-collar workers, 
the number of foreign contracted war k­
ers can represent up to 20% of the Ger­
man workforce, although subject to an 
absolute maximum of 30; if the~ German 
firm employs more than 200 blue-collar 
workers, the number of foreign con­
tracted workerscanrepresentupto 15% 
of the German workforce, up to an ab­
solute limit of 200. 

The new regulations aim to reduce 
the competitive distortions which have 
arisen in the construction industry due 
to the fact that large construction com­
panies had been gaining the lion's share 
of the total number of workers allowed 
to work under a "Werkvertrag". The 
change ensures that small and me­
dium-sized construction firms can also 
participate in such forms of co-opera­
tion with foreign firms to an appropri­
ate extent. It also prevents German 
firms from cutting back their domestic 
workforce or introducing short-time 
working, while performing their work 
by means of contracts with foreign part­
ners. 

The consolidation measures intro­
duced in the past have led to a marked 
reduction in the employment of for­
eign workers under such contracts: be­
tween October 1992 and July 1993 the 
number of such workers fell by 44.5%. 
These employment quotas will con­
tinue to be reduced on the basis of 
labour market adjustment clauses in­
cluded in the agreements reached be­
tween Germany and the countries of 
eastern and central Europe. 

Germany 

Harmonisation of 1 

dismissal notice periods 
for blue and white-collar 
workers 

Lower House (Bundestag) 
passed new regulations on 
notice periods 

The law on dismissal notice periods 
finally passed by the Bundestag on 
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September 30 1993 has brought about a 
harmonisation of notice periods for 
blue and white-collar workers, in ac­
cordance with a ruling by the Federal 
Constitutional Court which had de­
clared the previous differences in no­
tice periods to be unconstitutional. At 
the same time, the law abolishes the 
differences which until then had ex­
isted with regard to notice periods be­
tween East and West Germany. 

The key changes are as follows. 

1. The notice period during an agreed 
probationary period lasting no more 
than six months is two weeks. 

2. The basic notice period which both 
employers and employees must re­
spect is four weeks to the 15th or the 
end of a calendar month. In firms 
with less than 20 workers a four­
week basic notice period can be 
agreed without a fixed termination 
date on an individual basis. 

3. The extended periods of notice for 
the employer are as follows: 

after 

- 2 years' tenure- one month to the 
end of a month 

- 5 years' tenure- two months to 
the end of a month 

- 8 years' tenure- three months to 
the end of a month 

- 10 years' tenure- four months to 
the end of a month 

- 12 years' tenure- five months to 
the end of a month 

- 15 years' tenure - six months to 
the end of a month 

- 20 years' tenure- seven months to 
the end of a month. 

Tenure is considered as starting from 
the employee's 24th birthday. 

4. The partners to collective bargaining 
are still free to negotiate on notice 
periods. Employees and employers 
not governed by a collective agree­
ment between a union and an em­
ployers' federation may introduce 
the relevant collectively agreed no­
tice periods on an individual basis. 

5. As was previously the case, the basic 
notice periods can be extended by 
individual agreement, and can be 
reduced for workers employed on a 
temporary basis for less than three 
months. 

6. Similar new provisions have been 
introduced regulating notice peri-
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ods for seamen and for those work­
ing at home. 

7. Statutory protection from dismissal 
is unaffected by the new provisions. 
Irrespective of the notice periods 
applicable in each case, the principle 
remains that each dismissal must be 
justified on objective grounds. 

The new provisions significantly 
improve the situation of 14.5 million 
blue-collar workers in East and West 

1. The statutory basic notice period is 
doubled from two to four weeks. 

2. The extended statutory notice peri­
ods are attained considerably earlier 
than previously. After five years' 
tenure the dismissal notice period is 
now twice as long as previously 
(two months to the end of a month 
instead of one month to the end of a 
month). 

3. The extended notice periods previ­
ously reserved for white-collar 
workers in West Germany of four to 
six (now seven) months have now 
been introduced for all blue-collar 
workers in East and West. 

The new provisions also improve 
the situation of white-collar workers 
in East and West 

1. For 3.5 million white-collar workers 
in the new Lander, who until now 
enjoyed only the shorter, blue-collar 
notice periods, the statutory notice 
periods have been significantly ex­
tended. 

2. For white-collar workers in the old 
federal states employed in firms 
with not more than two white-collar 
staff the new extended notice peri­
ods linked to length of tenure with 
the employer now take effect. Previ­
ously such workers had been ex­
cluded from the extended periods of 
three to six months. 

Acceptable provisions for the 
remaining white-collar workers 

1. The law takes up the principles un­
derlying the framework collective 
agreement reached for the chemical 
industry between the chemical 
workers' union (IG Chemie) and the 
German White-collar Workers' Un­
ion (DAG), which came into force at 
the start of 1993. This agreement in­
troduced uniform dismissal notice 
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periods for blue and white-collar 
workers. 

2. The possibility of agreeing, on an 
individual basis, a minimum notice 
period of one month to the end of a 
month, previously open only to 
white-collar workers, will under the 
new regulations be available to all 
workers after two years' tenure. The 
slightly shorter notice period (four 
weeks to the 15th or end of a month) 
during the first two years is accept­
able. 

3. Originally, dismissal notice periods 
were the only form of protection from 
dismissal. Since the introduction of 
the dismissal protection law, work­
ers enjoy protection from dismissal 
primarily due to the fact that all dis­
missals have to be justified on objec­
tive grounds. This form of statutory 
dismissal protection remains unaf­
fected by the new regulations. 

4. The unrestricted extension - a de­
mand raised in some quarters - of 
white-collar notice periods to blue­
collar workers in the old federal 
states and to all workers, blue and 
white-collar, in the new Liinder 
would impose a heavy economic 
burden. Dismissal notice periods 
must not be allowed to become a 
barrier to recruitment. This would 
be the case it for example, a master 
craftsman was only able to hire 
workers on the basis of a six-week 
notice period to the end of a quarter. 
This would inevitably induce firms 
to resort to fixed-term contracts. 

5. Opening all the notice periods to col­
lective bargaining means that the 
specific characteristics of different 
industries and sectors can be taken 
into account. Equally, this "opening 
clause" for collective bargaining 
means that already existing, inde­
pendent collective agreements can 
remain in force, provided that equal 
notice periods are established for 
blue and white-collar workers 
(chemical industry, civil service) or 
that varying notice periods for differ­
ent employee groups are justified on 
objective grounds. 

6. The widespread shift from the end 
of a quarter to the end of a month as 
the basis for notice periods, a central 
element of the new regulations, is 
necessary to ease the pressure on the 
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labour market. It enjoys the support 
of the German trade union federa­
tion (DGB). The concentration of all 
working contract terminations, 
whether by the employer or the em­
ployee, on just four days of the year 
represents a barrier to the required 
flexibility of employment and to the 
swiftest possible transition to new 
employment relations. 

Nether lands 

New definition of the 
concept of registered 
unemployment 

On 1 January 1994 the Central Statisti­
cal Office (CBS) is to introduce a new 
definition of the concept "registered 
unemployment". The current defini­
tion covers all workers between 16 and 
64 years of age who are registered with 
the employment office, are out of 
work, and are available for an activity 
lasting at least 20 hours per week. 

Under the new definition this work­
ing-hourlimitisreduced to 12hoursper 
week. In addition, workers currently 
working less than 12 hours per week 
who are registered with the employ­
ment office for employment of more 
than 12 hours per week will be included 
in the unemployment statistics. On the 
new definition Dutch unemployment 
in 1992 would have been 350,000 rather 
than 303,000 (16% higher). 

United Kingdom 

Trade Union Reform and 
Employment Rights Act 
1993 

The Trade Union Reform and Employ­
ment Rights Act received Royal Assent 
on 1 July 1993. It contains measures to 
continue the Government's successful 
programme of reforming industrial re-
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lations and employment law. it gives 
important new rights to millions of in­
dividual employees and will bring ad­
ditional protection for trade union 
members. 

The Act will give individual em­
ployees: 

- improved rights to a written state­
ment giving details of their main 
conditions of employment, includ­
ing pay, hours and holidays 

- a right to a minimum of 14 weeks 
maternity leave, and full protection 
against dismissal on maternity-re­
lated grounds 

- specific protection against dismissal 
or other adverse treatment on 
grounds related to workplace health 
and safety 

- a new protection against being un­
fairly dismissed for exercising any 
statutory employment protection 
right, regardless of length of service. 

The Act also gives trade union mem­
bers: 

- freedom to decide for themselves 
which union they join 

- the right to a fully postal ballot be­
fore a strike 

- greater protection against fraud and 
abuse in trade union elections, and 
against mismanagement of their un­
ion's finances 

- the right not to have their union sub­
scriptions automatically deducted 
from their pay without their con­
sent. 

In terms of improving competitive­
ness, the Act: 

- requires unions to give employers at 
least seven days notice of industrial 
action, enabling them to take steps 
to protect their business and cus­
tomers against the damage that 
strikes can cause 

- gives every citizen deprived of 
good or services because of unlaw­
ful industrial action a new right to 
take proceedings to stop• this hap­
pening 

- abolishes the remaining Wages 
Councils, bringing to an end their 
inflexible and out-dated statutory 
minimum wage fixing which hin­
ders the creation of new jobs 

- introduces new arrangements for 
the Careers Services, allowing a 
range of different organisations to 
provide careers services which are 
more flexible and more responsive 
to the needs of local people and local 
employers. 

The majority of the Act's provisions 
took effect on 31 August 1993, al­
though some are due to commence on 
other dates within the next year. Full 
details of the industrial relahons provi­
sions of the Act (including cpmmence­
ment arrangements) are contained in a 
Guide to the Act produced by the Em­
ployment Department. The Employ­
ment Department also publishes a se­
ries of guidance booklets covering UK 
employment legislation. 

Rough currency conversion rates 

One European Currency Unit (ECU) was roughly equivalen to the 
following amounts of national currencies (on 9 October 1993): 

Belgium 
Denmark 
Germany 
Greece 
Spain 
France 
Ireland 
Italy 
Luxembourg 
Netherlands 
Portugal 
United Kingdom 

BFR 
DKR 
OM 
ORA 
PTA 
FF 
IRL 
LIT 
LFR 
HFL 
ESC 
UKL 

40.32 
7.56 
1.93 
276 
157 

6.61 
0.80 

1,890 
40.32 

2.16 
196 

0.75 
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Employment Protection 
in Europe 

Hugh Mosley* 

Introduction 

Employment protection regulations 
impose procedural restraints and costs 
on employers in terminating employ­
ment for individual or economic rea­
sons. The principal goals of employ­
ment protection policies are (1) to pro­
tect employees against unfair dismissal 
in the sense of arbitrary or capricious 
behavior by employers in terminating 
individual employment; (2) to foster 
employment stability even in the face of 
economic fluctuations by promoting 
personnel practices that give prefer­
ence to internal adjustment as opposed 
to external adjustment, "soft" as op­
posed to "hard" separations, i.e. open 
dismissals; (3) to give special protection 
to some groups, e.g. older workers; the 
handicapped, pregnant women; and 
last but not least (4) to facilitate down­
ward workforce adjustments by pro­
viding established procedures and cri­
teria for mediating conflict and com­
pensating job loss. 

Most employment protection poli­
cies were introduced or greatly 
strengthened during the economic 
boom of the 1960s and early 1970s. After 
the onset of the new phase of slower 
growth and greater economic uncer­
tainty, they were singled-out for par­
ticular criticism by advocates of dereg­
ulation in the 1980s. In the current re­
cession these regulations have again 
become controversial. 

Critics have focused in particular on 
their alleged unintended negative ef­
fects in the labor market and on eco­
nomic performance. It is argued, for 
example, that such policies may im­
prove the security of employed persons 
with permanent contracts but lead to 
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reduced prospects for those out of work 
and seeking employment; that protec­
tive regulations might lead to discrimi­
nation in hiring against protected 
groups such as handicapped persons 
and older workers; that the regulations 
may lead, in the long run, to less and not 
more employment due to the higher 
costs they impose on the factor labor. 
Alternatively it is said they may lead to 
the increased use of contingent workers 
(fixed-term and temporary employ­
ment) by firms seeking to circumvent 
such restrictions and hence to greater 
segmentation in internal labor markets 
between a better paid and protected 
"core" workforce and a flexible periph­
ery on fixed-term or temporary con­
tracts. In the longer run, it is argued, the 
higher costs and inflexibility imposed 
by these and similar regulations lead to 
a loss of international competitiveness. 

This article describes and compares 
employment protection policies in EC­
states and attempts to assess their im­
pact on the labor market. The next sec­
tion surveys unfair dismissal regula­
tions and notice and severance pay re­
quirements applicable to individual 
terminations in EC states as well as 
special regulations applicable to plant 
closures and other collective redundan­
cies. The following section discusses 
the effects of these regulations on the 
labor market and employment. 

Individual terminations 

Unfair dismissal 

All EC states except Denmark1 regulate 
the termination of employment con­
tracts and provide procedures and 
sanctions in case of unfair dismissal (see 
Table 1). The definitions of "unfair dis­
missal" are formally very similar in all 
countries. For example, French law re­
quires that dismissals be based on a 
"well-founded and serious reason" 
(cause reelle et serieuse) related either to 
the conduct and performance of the 
individual employee or to economic 

reasons. In Germany a dismissal may 
not be "socially unwarranted" (sozial 
ungerechtfertigt); in general this means 
that it must be justified in terms of either 
the conduct of the individual employee 
or the operational requirements of the 
enterprise. In Italy individual dismiss­
als must be based on a "justified mo­
tive" (giustificato nwtivo), which may be 
misconduct or other breach of contract 
by the individual employee or on "ob­
jective" reasons related to the enter­
prise, including redundancy. Under 
British law, a "fair" dismissal must be 
based on an employee's competence, 
conduct, redundancy, or some other 
substantial reason. This formal resem­
blance is however misleading since in­
dustrial relations practice diverges con­
siderably due to differences in court 
interpretation, applicable sanctions, 
and coverage (see below). 

Most countries also require that cer­
tain statutory procedures be followed 
evenforindividualdismissals (Table 1). 
These are most frequently written no­
tice of dismissal (Belgium and Greece), 
a written statement of the reasons for 
the dismissal (Netherlands and the 
United Kingdom), or both (France, Ita­
ly, Luxembourg, Portugal and Spain). 
Some countries require prior consulta­
tion with employee representatives 
even for individual dismissals (Germa­
ny, Luxembourg, Portugal, Spain). 
Only the Netherlands, still requires pri­
or administrative authorization for eve­
ry dismissal. These statutory provi­
sions represent merely minimum re­
quirements; in all countries some work­
ers may have similar or better proce­
dural guarantees under applicable col­
lective agreements. 

The relevant procedural regulations 
are, of course, much more specific and 
exhibit individual national styles. For 

* Wissenschaftszentrum Berlin ftir Sozialforschung 
1 National and sectoral collective agreements provide a 

partialequivalentinDenmark,especiallyforbluecollar 
workers. 
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Table 1: 
Statutory unfair dismissal regulations in EC Member States applicable to individual terminations 

Country Belgium Denmark1 France Germany Greece Ireland Italy Luxembourg Netherlands Portugal Spain United 
Kingdom 

written + + + + + + + 
notice 

written (+) + + + + + + + 
statement 
of reasons 

consultation (+) +2 + + + (+)l 
with employee 
representation 

admimstrative _4 + 
authorization (notification (notification 

only) only) 

statutory 6 months (39 weeks 6 months 12 months back pay+ 104 weeks 14 months 12 months not backpay + <l2 months statutory 
maximum maximum maximum) minimum (older: severance maximum maximum applicable severance maximum c~iling equiv-
compensation 18months) pays pay" a~ent to ca. 
for unfair dis- maximum 112,5 months 
missal in of av. 
weeks/months earnings 
of pay 

claim to + + + + + + 
reinstatement 

Sources: Commission of the European Communities, "Comparative Study on Rules Governing Workmg Conditions in the Member States" (Brussels: 1989, mimeo); Commision of the 
European Communities, MISEP Basic Information Reports (various years); European Industrial Relations Review (various issues) and European Industrial Relations Review, Termination 
of Contract in Europe (1989); national sources. The table represents a summary of complex regulations and is presented for illustrative purposes only and includes changes up to around 
1992. 

1 Based only on collective agreements; there is no statutory regulation of individual dismissals in Denmark. 
A significant feature of German employment protection is that, if the works council objects to a dismissal, the employment relationship is continued pending judicial determination of 
the dispute. 

3 Applicable only to employees made redundant. 
Required for dismissals for economic reasons until1986. 
Unfairly dismissed employees may be entitled to double the normal severance pay, i.e. a maximum of 24 additional months' pay. 

6 If the employee chooses not to resume his former employment, severance pay equals one months' pay per year (or part year) of service. 

example, French procedures are ex­
tremely detailed, requiring an employ­
er to conduct a personal interview, to 
which the employee is summoned by 
registered letter. The subsequent dis­
missal must be in writing, include a 
statement of the reasons, and again be 
conveyed by registered letter. By con­
trast the corresponding German regula­
tions stress not formal procedures but 
the role of the works council, which 
must be informed within one week and 
has one week in which to respond to an 
ordinary dismissal. Prior consultation 
with the works council is a prerequisite 
for the validity of every dismissal in 
Germany. 

Sanctions 

Although we have no EC-wide infor­
mation on the frequency and amount of 
compensation paid in cases of unfair 
dismissal, available information on 
maximum statutory sanctions provides 
some indication of the relative severity 
and hence potential costs to employers 
of unfair dismissal regulations across 
EC states. The applicable ceilings on 
sanctions vary greatly ranging from a 
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low of six months in Belgium and Den­
mark (collective agreement only) to a 
high of over 3 years in Spain (Table 1). 
Most maxima are around 12 months of 
pay but average payments in all coun­
tries are considerably less. Moreover, 
only a small fraction of those dismissed 
actually successfully contest the em­
ployer's action. 

More senior employees enjoy the 
greatest protection. For example, in 
Germany an unfairly dismissed em­
ployee is entitled to back wages plus 1 
month's pay per year of service, in the 
UK ("basic award") to 1.5 weeks' pay for 
each year of service over 40 years of age; 
1 weeks' pay for each year between 22 
and 40; 1/2 week's pay for each year of 
service below 22 in addition to compen­
sation. In Spain an unfairly dismissed 
employee is entitled to 45 days' pay for 
each year of service, while in Italy com­
pensation depends on the size of the 
establishment as well as on length of 
service. Only a few countries (e.g. 
France and Italy) provide for minimum 
damage awards that would impose sig­
nificant sanctions for the unfair dismiss­
al of employees with shorter tenure. 

While reinstatement as a remedy for 
unfair dismissal is in some cases obliga­
tory in Italy2 and Portugal and possible 
in Germany, Ireland, and the United 
Kingdom, the employer's consent is re­
quired in other countries. Nevertheless, 
the usual remedy in all countries is fi­
nancial compensation. In the Nether­
lands sanctions play a less important 
role since employment protection is 
enforced preventively through the re­
quirement of prior administrative au­
thorization for dismissals. 

There is, on the whole, a great deal of 
variation in regulations pertaining to 
individual dismissal within the EC, 
which range from a complete absence 
of statutory regulation in Denmark to a 
very strict requirement of prior admin­
istrative approval in the Netherlands. 
Between these two extremes there is a 
considerable variety in the applicable 
regulations and sanctions. These cross­
national differences should, however, 
be interpreted with caution since we do 
not have sufficient information on actu­
al practice. For example, we do not 

2 In establishments with more than 15 employees. 
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know the percentage of workers actual­
ly covered by these regulations since all 
countries exclude employees from pro­
tection against unfair dismissal during 
a probationary period, which can last 
up to two years (UK), and employees in 
smaller firms are sometimes exempted 
from coverage (e.g. Germany) or sub­
ject to less rigorous requirements than 
in larger enterprises (e.g. Italy). We also 
lack information on the frequency and 
magnitude of sanctions imposed on 
employers in unfair dismissal cases. 

Notice and severance regulations 

Statutory regulations that require ad­
vance notice of dismissals or severance 
payments upon termination are an im­
portantancillaryprotectionforemploy­
ees and a major component of dismissal 
costs for employers. All EC countries 
provide for minimum notice periods for 
dismissals, although in several coun­
tries (Denmark; Greece, and Italy) stat­
utory notice requirements are only ap­
plicable to white collar workers (Table 
2). Moreover, eight countries (France, 
Greeceireland,Italy,Luxembourg,Por­
tugal, Spain, and the UK) also provide 
for statutory minimum severance pay­
mentstobemadetopermanentemploy­
ees who are dismissed, although in 
three cases (Ireland, Portugal, and the 
UK) they are limited to individuals who 
have been made redundant, i.e. dis­
missed for economic reasons. 

In order better to compare these com­
plex regulations we calculated the com­
bined notice and severance pay entitle­
ment of the same six hypothetical types 
of employee in different national regu­
latory frameworks: youth ( <25) with 
less than 2 years of service, mid-age 
employees (25 to 49) with more than 10 
years' service, and older workers (>55 
withmorethan20years' service). With­
in each of these subgroups a further 
distinction was made between blue and 
white collar workers.3 

The resulting estimates show that 
no tic~ and severance requirements gen­
erally impose significant costs on termi­
nation of unemployment contracts in 
EC states: The (unweighted) average 
was about . 22 weeks of pay in 1990. 
Since much of a typical firm's workforce 
will be covered by such regulations, 
they clearly constitute a significant con­
straint on employers' adjustment strat­
egies, reinforcing the constraints im­
posed by unfair dismissal legislation. 
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Although all EC states have some 
type of notice and severance pay re­
quirements, there is considerable varia­
tion in the level of protection provided 
(and the costs imposed). The average 
entitlement to compensation ranged 
from a high of 45 weeks' pay in Italy and 
43 weeks in Spain to a low 8 weeks of 
pay in Ireland. 

As in the case of sanctions for unfair 
dismissal discussed above, it is older, 
long-service workers who enjoy the 
highest degree of protection, whereas 
younger workers with short tenure 
with an employer receive markedly less 
protection. Thus the EC12 average sev­
erance claim for older workers (>50) 
was 38 weeks of pay, while the corre­
sponding payments due mid-age and 
younger employees were 23 and 5 
weeks of pay respectively. 

There is, moreover, a strong differ­
ence in the regulations between the 
treatment accorded blue and white col­
lar employees. The (unweighted) EC 
average of 27 weeks' pay protection for 
white collar employees contrasts sharp­
ly with the 17 weeks available to blue 
collar employees. This differential is 
entirely attributable to the employment 
protection regimes in 7 EC countries 
surveyed in which white collar employ­
ees enjoy higher levels of protection 
(Belgium, Denmark, Germany [until 
1993], Greece, Italy, Luxembourg, the 
Netherlands); formally equal protec­
tion for blue and white collar employ­
ees is provided in five others (Ireland, 
Portugal, Spain, the UK and now also 
Germany), while only France provides 
somewhat better protection for blue 
collar employees. 

Since these comparisons are based 
only on statutory regulations and na­
tional collective agreements, they rep­
resent national floors rather than actual 
levels of protection, since collective 
agreements in some sectors or firms 
may exceed these minimum require­
ments. Nevertheless, it is plausible to 
assume that differences in regulations 
do reflect broad national differences in 
the strength of notice and severance 
requirements. 

Collective redundancies 

There is a great deal more convergence 
within the EC regarding procedures 
applicable to collective redundancies. 
All countries have special procedures 

applicable to these situations (Table 3). 
Moreover, all require prior consulta­
tion with employee representatives 
and advance notice of mass dismissals 
to labor market authorities. This is pri­
marily a reflection of the impact of the 
EC Council Directive 75/129 of 17 Feb­
ruary 1975 on the approximation of the 
laws of member states relating to collec­
tive redundancies. 

The 1975 directive requires a statuto­
ry consultation procedure for the pur­
pose of avoiding the announced redun­
dancies or alleviating their impact. The 
employer is not only required to notify 
and consult with employee representa­
tives but also to provide them with all 
necessary information (in written form) 
on the number of dismissals, the reasons 
for them, and the timetable The same 
information has to be communicated to 
the appropriate national labor market 
authorities. The directive also requires 
that implementation of the dismissals 
be suspended for at least 30 days, in 
addition to national notice provisions 
for individual dismissal.4 Although not 
required by the relevant EC directive,all 
countries with the exception of Germa­
ny provide for statutory redundancy 
payments for all employees who lose 
their job in mass dismissals. 5 

EC states differ primarily in their 
respective definitions of mass dismiss­
als to which the special regulations are 
applicable: France, Portugal and Spain 
having stricter definitions than the EC 
minimum as set forth in the directive.6 

Moreover, four countries (the Nether­
lands, Greece, Portugal and Spain) go 
significantly beyond the relevant EC 
directive in requiring not only prior 
notification but also prior authorization 
of mass dismissals by public labor mar-

3 Besides the statutory regulations summarized in Table 
2, regulations based on national collective agreements 
are also included. 

4 In June 1992 the 1975 directive was amended to make 
it applicable to situations in which the redundancies 
are decided by another undertaking that controls the 
employer. Moreover, the information rights of work­
ers' representatives were strengthened and the previ­
ous exclusion of workers affected by the closure of an 
establishment as a consequence of a court decision 
(e.g. bankruptcy) was rescinded. 

5 Statutory social plans in which redundancy payments 
play a principal role are a partial functional equivalent 
in Germany. 

" Mass dismissals are defined as at least 10 in establish­
ments with from 20 to 99 employees, or 10% in firms 
with 100 to 299, or at least 30 in largerfirms; moreover, 
these requirements are always applicable to the dis­
missal of at least 20 employees within 90 days, inde­
pendent of firm size. Stricter national definitions typ­
ically have a lower threshold regarding the number of 
employees that have to be affected. 
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Table 3: 
Statutory special regulations applicable to collective redundancies 

Country Belgium Denmark France Germany Grece Ireland Italy Netherland Portugal Spain United 
Kingdom 

strict definition + + 
of mass dismissals 1 

consultation with + + + + + + + + + + 
employee representatives 

advance notice + + + + + + + + + + + 
to labour office 

prior authorization - 2 + + +3 + 
by labour office 

minimum redun- +4 (+)5 + + + + + + + + 
clancy payment 

social plan _b + + 

Sources: Commission of the European Communities, "Comparative Study on Rules Governing Working Conditions in the Member States" (Brussels: 1989, mimeo); 
Commision of the European Communities, MISEP Basic Information Reports (various years); European Industrial Relations Review (various issues) and European 
Industrial Relations Review, Termination of Contract in Europe (1989); national sources. The table represents a summary of complex regulations and is presented for 
illustrative purposes only and includes changes up to around 1992. 

1 Substantially more restrictive than definition in relevant EC directive, usually with respect to number of affected employees required to trigger special provisions 
governing collective redundancies. 

2 Requirement abolished in 1986. 
3 Administrative authorities may propose measures to alleviate dismissals, and even prohibit them. 

Statutory payments for plant closures only; redundancy payments in case of mass dismissals regulated by national collective agreement. 
Salaried employees only; blue collar workers frequently have claim to severance payments based on collective agreements. 

6 No statutory basis but customary in larger enterprises. 

ket authorities. Since in practice such 
regulations primarily affect larger and 
internationally mobile enterprises, 
their potential impact may become an 
increasingly sensitive issue. 

Employment Effects 

Although critics of such regulations 
have tended to regard unfair dismissal 
and related employment protection 
regulations as a significant cause of 
"Euro-sclerosis" in European labor 
markets, the evidence for this proposi­
tion is in fact far from clear cut. 

The potentially gravest criticism of 
employment protection policies is that 
they lower employment. The stylized 
argument for this result can be summa­
rized as follows: while the imposition of 
dismissal regulations may slow there­
duction in employment during an eco­
nomic downturn, thereby maintaining 
employment, firms will anticipate 
these costs and hire fewer workers dur­
ing the following recovery and this ef­
fect will persist throughout subsequent 
business cycles, resulting in a net nega­
tive employment impact. This line of 
argument rests on two assumptions: (1) 
that employment protection regula­
tions raise labor costs due to the indirect 
(e.g. notice and consultation require­
ments) and direct costs (severance pay, 
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sanctions for unfair dismissal) they im­
pose and (2) that higher labor costs re­
duce employment (Hamermesh 1993; 
Soltwedel et al. 1990). We argue instead 
that the overall impact of statutory em­
ployment protection on firms - and 
hence employment - tends to be over­
stated for a number of reasons? 

First, it should be noted that dismiss­
al for economic reasons, e.g. a decline in 
demand for a firm's products, is not 
prohibited by unfair dismissal regula­
tions but merely subjected to certain 
regulations (see the definitions of "un­
fair" dismissal cited above) and most 
terminations that are contested by em­
ployees are for non-economic reasons 
(e.g. disciplinary problems). As noted 
above, unfair dismissal suits are in 
practice relatively infrequent: accord­
ing to national sources, there were only 
56,000 unfair dismissal cases initiated in 
France in 1989, 136,000 in Germany and 
35,000 in the UK (3.1, 5.9 and 1.5 cases 
respectively per thousand employees 
in dependent employment); only a frac­
tion of these was successful. Although 
not a major factor in overall labor costs, 
unfair dismissal suits can be burden­
some. This is particularly true for small 
and medium size firms in which both 
dismissal rates and the likelihood of 
litigation are markedly higher. 

Evaluations of employment protec­
tion at the enterprise level suggest that 
these regulations have had little impact 
on employment. For example, research 
on employers' responses to the intro­
duction of unfair dismissal legislation 
in the UK showed little evidence of 
reduced hiring, although around 11% 
of firms surveyed mentioned changes 
in recruitment procedures in the direc­
tion of greater qualitative selectivity. 
This finding suggests that one potential 
impact of employment protection may 
be to reduce trial-and-error methods in 
recruitment (Daniel and Stilgoe 1978; 
Evans et al. 1985). Moreover, there was 
apparently little or no impact on the 
ability of employers to shed labor for 
economic reasons (Daniel1985).8 

It is general notice and severance pay 
requirements as well as the special reg­
ulations applicable to collective redun­
dancies that have the greatest potential 
economic impact on enterprises. As 
noted above, the EC12 average sever­
ance claim amounted to 22 weeks' pay 
in 1990, and was 38 weeks for older 

7 Not discussed here is the obvious fact that wage rates 
and the macroeconomic context will have a much 
greater impact on employment levels than any regula­
tory costs. 

8 See also Bi.ichtemann 1993 for a survey of the evidence 
on the impact of employment protection regulations. 
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employees, not including the addition­
al notice and severance requirements 
applicable to collective redundancies.9 

Moreover, these payments are a normal 
cost of termination of employment con­
tracts - unlike the sanctions for unfair 
dismissal, which are in practice rela­
tively infrequent. 

Nevertheless, these gross estimates 
need to be qualified in a number of 
ways: first, these regulatory costs repre­
sent merely contingent or shadow costs 
payable only if employees are terminat­
ed. Their impact on labor costs and 
hiring must be discounted by the actual 
incidence of such payments. Available 
data suggest that the overall rate of 
redundancies is low, although they 
may impose considerable costs on firms 
and industries undergoing restructur­
ing. Thus, according to the British 
Workplace Industrial Relations Survey, 
even in the relatively unregulated UK 
labor market only 32% (41 %=1984) of 
firms reported experiencing reductions 
in any section of their workforce during 
the previous year (1990). Most firms 
relied on natural fluctuation or rede­
ployment and redundancies were used 
only in a minority of the affected firms. 

Although the average cost of indi­
vidual severance claims is 22 weeks' 
pay in the EC, this figure represents a 
composite of different types of employ­
ees. It does not reflect the typical costs of 
a redundancy for employers since it is 
younger and less senior employees as 
well as blue collar workers who are 
most likely to be made redundant in all 
EC countries. As noted above, the esti­
mated mandatory termination costs for 
younger employees (>25 with less than 
two years of service) are relatively low 
(5 weeks of combined notice and sever­
ance pay). 

Regarding their impact on hiring, 
the cost of dismissing more junior em­
ployees is probably the best indicator of 
the potential impact of these regula­
tions. Since the average cost of dismiss­
ing employees with less than two years' 
seniority is relatively modest (5 weeks' 
pay),10 the impact on employers' hiring 
decisions during an economic upswing 
is probably not very great. 

Moreover, in practice the costs of the 
unfair dismissal and related regula­
tions are not a potential cost of employ­
ment in general but only of unlimited 
employment contracts. Employers are 
increasingly free in most EC states to 
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hire initially under fixed -term contracts 
and thus avoid the risk of tc;tking on 
permanent employees (d. Mosley). 

Public labor market polices also play 
an important role in most countries in 
facilitating employment security prac­
tices (above all avoidance of open dis­
missals) by providing public burden­
sharing that assists in reconciling em­
ployment protection with the economic 
exigencies of the firm. For example, 
publicly subsidized early retirement 
programs provide a soft form of exter­
nal adjustment for otherwise highly 
protected older workers. Other com­
plementary policies facilitate voluntary 
quits or negotiated settlements, e.g. 
generous unemployment insurance re­
placement ratios, redundancy pay­
ments, retraining and placement 
schemes for workers at risk. Alterna­
tively, flexible forms of internal adjust­
ment may be promoted, for example, in 
the form of short-time work (Mosley 
and Kruppe 1993). Such policies are 
particularly important for firms and 
industries undergoing major restruc­
turing (e.g. autos, steel, coal) and are 
frequently targeted specifically on such 
situations (Auer 1992). 

Conclusion 

While employment protection regula­
tions impose additional costs and de­
lays in terminating employment (and 
are an obstacle to "hire and fire" prac­
tices in adjusting firms' workforces 
to short-term economic fluctuations), 
the admittedly circumstantial evidence 
available suggests that as a rule the 
regulatory costs involved are not likely 
to have a significant negative impact on 
employment levels. In firms and indus­
tries undergoing restructuring, public 
labor market programs provide alter­
native paths of external (e.g. early re­
tirement) and internal adjustment (e.g. 
short-time work) with public cost-shar­
ing, which partially relieves the burden 
on firms. Moreover, the liberalization 
of fixed-term and other atypical em­
ployment relationships in the past dec­
ade has provided a large flexibility buff­
er for initial hiring. 

Finally, not only the costs but also the 
offsetting benefits of employment secu­
rity policies need to be considered. 
Most firms give special employment 
security and dismissal benefits to some 
of their employees (especially manage­
rial and office workers) and even in the 

US some firms have given broad em­
ployment security commitments to all 
of their employees. Many laJrger firms 
in Europe also provide employment 
security and severance ben1fits far in 
excess of statutory requirem~nts. While 
this might prove costly in lthe short­
term, employment security is not of­
fered without expecting sorp.ething in 
return. Much recent industricil relations 
literature has stressed the U>enefits of 
employment security and long-term 
employment relationships: co-opera­
tive labor relations, greatelr internal 
flexibility, acceptance of technological 
change, cumulative skills, and greater 
incentives for investments in firm-spe­
cific human capital (Ostenhan 1988; 
Buttler/Walwei 1991). 
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STAIISTICS
At irregular inteivals the MISEP secretariat publishes comparative statishcs on labou! market policies in the Member States of the European
Community. The series continues in thjs edition with a statistical overview of changes in public expendifure on labour market policies. The figures
show,'among other things, that the importance of spending on unemplo)'rnent compmsation and eady retfuement declined in the Community as
unemplo)'ment fell in the second half of the 1980s. Spending on active labour market policies, on the other hand, increased signficantlt with a
considetable increase in its share of total spending on labour market policies. Within active labour market poliry there has been a shift in emphasis
towaids the vaiious instruments of labour rnarket traitune.

Public Expenditure on Labour Market Policy, 1985 and 1991

1) 19E5 fiCures for Gdruny cover Wst Cmany aione, 1991 figle Efe to West and East Germny. The figures lor the United Kingdd do not iftlude sFnding in Northen lreldd,
2) lor Dedaik ad Poltogal the figues are for 1986 rathe. than 1985,

The categories of measures are identical to those presented in jMi 41, p. 27. For a more precise definition of the progEmme categories, see OECD
Erftploynent Outlook 199i , Paris 1993, p.71-72, OECD, Emplayment Outlook 1992,Pads 1992 p. 89-90; and OECD L abov Market Policies for lhe 7990s,
PatA 1990, pp. 50-5'I,93-128.
Figues may not sum to totals or 10070 due to iounding.

Sources: - OECD, Ertplolnent Outlook, Paris 1992, p. 89-102j OECD, Enployltlent Ortlook, Pais 7993, p. 71-75; OECD, l,nbow Ma*et Policies

for the 1990s, Paris 1990, pp.97-728;
- Figures provided by the Italian Ministry of Labour;
- Calculations by the MISEP secretariat.
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