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Developments at a Glance

Belgium:

Germany:

Spain:

France:

Italy:

Ireland:

Netherlands:

Portugal:

United
Kingdom:

The Belgian Government wants to promote employment, especially of the long-term unemployed, in
areas where the demand for labour is unsatisfied (e. g. personal services, environmental protection)
through subsidising local employment agencies which place unemployed persons against a fee.

The Flanders Region has introduced an employment plan for young long-term unemployed persons; it
targets labour market integration through subsidised work experience with intensive supervision.
The Walloon Region, too, has agreed on an employment plan for this target group; it is to be
implemented primarily by local authorities and is financed in part by the regional electricity and gas
distribution companies.

Payment of the bad weather allowance was extended for a limited period, but will expire in 1996 when
itis to be replaced by a regulation agreed on by the parties to collective bargaining. “Colleague support”
(Kollegenhilfe) is admissible in the construction industry.

The non-commercial placement of workers at the disposal of users is to be promoted from 1 October
1994 for the difficult-to-place (long-term) unemployed.

The proposed budget of the Federal Ministry of Labour and Social Affairs foresees slightly higher
expenditure in comparison to 1994; at around 27% of the total national budget it remains the largest
single budgetary item. The most significant innovation is the introduction of the “social care insurance”.

The labour market reform in Spain also led to revisions in the area of geographical mobility (redeploy-
ment and transfers) and substantial changes in working conditions such as working time and wage
regulations. The object is a retreat by the state, which now only regulates framework conditions and
minimum standards, while the role of the social partners is strengthened.

The administrative procedures in cases of occasional household work are considerably simplified by the
possibility of paying for such work with so-called service employment cheques.

A range of measures which were agreed in the so-called “Progress Contract” between the labour market
authority (ANPE) and the state are to increase the market share of public job placement agencies and to
improve the services offered.

In order to be able to cope with the increase in the number of retraining agreements foreseen by the social
plans, the Technical Teams for Reintegration, which are located in the districts served by the employ-
ment offices, will be modernised.

A number of important new regulations concerning labour market policy measures were introduced in
July 1994. These relate in particular to wage compensation benefits and the so-called “work and training
contracts”.

“Named recruitment” of unemployed persons is further simplified by the new stipulation that the
names of workers may now be reported to the labour market authority subsequent to recruitment.

Passive unemployment benefits are being “activated”, for example through higher allowances for
supplementary earnings during receipt of benefits.

A new framework regulation for the further training of the unemployed at sectoral level is to simplify
legislation and provide regional labour market authorities with more scope for decision-making.

The law exempting employers from social insurance contributions when they recruit long-term unem-
ployed persons is extended.

Continuous contact with employers and classification of the long-term unemployed in four groups are
to increase their chances of placement.

It was made more difficult for workers from non-EU countries to take up employment.

Research findings show that active job search is worthwhile, even for the very difficult-to-place, and that
job sharing leads to an improved balance of demand and supply on the labour market.

A study on the vocational integration of disabled workers shows that this is usually achieved without
difficulty and that the majority of disabled workers are deployed in areas which correspond to their
training.

In April 1994 responsibility for the Careers Service moved from local education authorities to the
Ministry of Labour, which put out a public tender in order to also allow private firms the possibility of
providing such services.



EMPLOYMENT
OBSERVATORY

Policies

No. 48, Winter 1994

The “Policies” bulletin is compiled on the basis of
information provided by national correspondents. It
is published in English, French and German.

The “Focus” part is conceived and edited by the
MISEP secretariat. The opinions and analyses con-
tained 1n this section do not necessarily reflect the
opinions or views of the European Commission or the
correspondents.

Signed articles are the sole responsibility of the
author(s).

CORRESPONDENTS

Belgium: Joseph Remy (Ministére de 'Emploi et du
Travail)

Denmark: Karen Thrysee (Arbejdsministeriet)
Germany: Jochen Jahn (Bundesministerium fur
Arbeit und Sozialordnung), Detlef Hein (Bundesan-
stalt fiir Arbeit)

Greece: Dimitra Gana (Ministry of Labour)

Spain: Delmura Paz Seara Soto (Ministerio de Tra-
bajo y Seguridad Social)

France: Henri Roux (Ministére de 1'Emploi),
Claudine Elhaik (Agence Nationale pour I'Emploi)
Ireland: Vincent Landers (Department of Enterprise
and Employment)

Italy: Mariarosaria Damiani (Ministero del Lavoro e
della Previdenza Sociale)

Luxembourg: Jean Hoffmann (Administration de
I"Emploi)

Netherlands: Ronald van Bekkum (Arbeidsvoorzie-
ningsorganisatie)

Portugal: Victor Viegas (Ministério do Emprego e da
Seguranga Social)

United Kingdom: Graham Archer (Department of
Employment), John Frankham (Employment
Service)

EUROPEAN COMMISSION
Sergio Piccolo (DG V/A/2)

MISEP-Secretariat:

L. A. S. Institute for Applied Socio-Economics
Novalisstrasse 10, D-10115 Berlin

Tel. +49-30-2 82 10 47, Fax +49-30-2 82 63 78
Angelika Zierer-Kuhnle; translation: Max Guggen-
heim (French), Andrew Watt (English)

Scientific consultant: Peter Auer

Wissenschaftszentrum Berlin fiir Sozialforschung
(WZB), Research Unit Labour Market Policy and
Employment (responsible for evaluation): Giinther
Schmid, Peter Auer, Klaus Schomann; Karin Reinsch

Layout: pinkuin-fotosatz, Berlin
Printing: Druckerei Conrad, Berlin

Contents

Overall Developments

Germany

Ministerial Budget Proposal for 1995 ... 4
Spain

The Labour Market Reform in Spain: Geographical Mobility and Working
CONAIHONS ... et 7
Italy

Amendments to Labour Market Regulation ..........cc.ccoimeiiiiiiirnininne, 10
Training

Netherlands

New Regulation for the Further Training of the Unemployed at Sectoral

LEVEL ...ttt 11
Placement and Vocational Guidance

Belgium

New Regulation for Local Employment Agencies ..........cccecvverieiniirnriiverinnn. 11
Germany

Support for the Long-term Unemployed ........cccooeniinieicicniccieccces 14
France

The Progress CONLIACE ......c.couciiiiiiiiiiete st 14
France

The Technical Reinsertion Teams .........ccooeviiiivicie e 16
Italy

Greater Flexibility from New Regulations on Job Placement ...........c.ccovueveunncnes 17
Netherlands

New Form of Placement for the Long-term Unemployed ..........c.ccoooeuiiniennnnaes 17
United Kingdom

Recent Developments in the Careers SErvice ..., 18

Social Security, Unemployment Benefits

Germany

Bad Weather Allowance: Transitional Regulation for 1994 and 1995 ................ 19
Ireland

Employment SUPPOIt SEIVICES .........oocveiiiiiiiniiieiiece e 20
Special Categories of Workers

Belgium

The Flanders Region: Youth Employment Guarantee ............cccoovvvievverinecnncienes 21
Belgium

The Walloon Region: Local Government Employment Plan........cccooooveviennnee. 21
Netherlands

Changes in the Law Exempting Employers Recruiting the Unemployed

from Social Insurance Contributions ..........cccevevviiiciniciniee s 22
Netherlands

The New “Employment for Foreigners” Law ......cccooivinimincinnninisnininnnnen, 22
Portugal

Vocational Integration of Disabled Persons ..........cccocoevviniiieninneiicneccians 23
Miscellaneous

France

Service Employment Cheques ............cccouiiiiniccceese s 23
Netherlands

Two Research FINAINGS ......coociiiiiinciiiiicccccncrss e 24
FOCUS

The Organisation of Labour Market Policy Delivery in the European

URIONL ittt 26

inforMISEP no. 48 / Winter 1994



Overall Developments

Germany

Ministerial Budget Pro-
posal for 1995

The proposed budget of the Federal
Ministry of Labour and Social Affairs
(BMA) for 1995 has a volume of DM
131.6 billion, compared with DM
130.4 billion in 1994. Representing
more than 27% of the total central
government budget, it is again the
largest single budgetary item by a
long way. On the basis of the current
economic assumptions, the social
services budgetis expected to amount
to DM 177.6 billion in 1995. This

means that a third of central govern-
ment spending is on social services
and benefits.

Despite the need for fiscal restraint,
there has been no let up in new social
policy efforts. After discussions going
back twenty years, the “social care in-
surance” (Soziale Pflegeversicherung) is
finally to be introduced as the fifth
pillar of the German social insurance
system. This amounted to the decisive
test of the restructuring of the welfare
state, and more generally of its
“reformability”.

The major spending items in the
BMA budget are social insurance ex-
penditure, including the central gov-
ernment grant to the pension insur-
ance scheme (DM 76.3 billion), labour

market policy (DM 40.3 billion) and
compensation for victims of the Sec-
ond World War (DM 13.5 billion).

The budgetary proposal in the
field of labour and social affairs will
strengthen the basis for moves to-
wards a “unification” of the German
welfare state. Including the central
government grant to the Federal La-
bour Office, spending resulting from
the Unification process amounts to
DM 46.5 billion. This expenditure
will continue to provide a social secu-
rity “cushion” for the process of fun-
damental restructuring currently
underway in the new federal states
and finance the intensive active la-
bour market policy efforts being
made there.

Spending in DM billions
~/]  Budget for unified Germany
from 1990 onwards

Central Government Budget 1989-1995
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47.9 Defence

30.1 Family affairs,
senior citizens

8.4 Interior affairs

9.7 Construction,
land-use planning

8.3 Development aid
11.8 Trade and industry
9.5 Research

14.8 Pensions
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Social insurance

The pension insurance system is ro-
bust and secure. The contribution rate
is to be cut from 19.2% in 1994 to
18.6% in 1995, although DM 14 billion
will be transferred from the western
to the eastern “wings” of the pension
insurance scheme. Thus, the contri-
bution rate trend will be more favour-
able than had been assumed by the
government in 1989 — prior to Ger-
man Unification — when the pension
reform law was passed: at that time a
rate of 19.0% had been foreseen for
1995.

The reason behind this positive
state of affairs is the cyclical expan-
sion of the German economy, which
already in 1994 has led to rising con-
tribution revenues. By the end of 1994
the fluctuating reserve will amount to
DM 33.9 billion, and will thus exceed
the statutorily required minimum re-
serve of one month’s expenditure by
DM 12.1 billion.

In 1994 the central government
grant to the pension insurance fund
increased by DM 9.1 billion to DM
72.4 billion, an increase which re-
flected the rise in contribution rates;
in view of the change in contribution
rates for 1995, no further increase is
planned in the central government
grant in the coming year. Of the DM
72.4 billion, DM 59.3 billion are ear-
marked for pension insurance in the
old, and DM 13.1 billion in the new
federal states.

Following the recent upward ad-
justment of pension levels — by an
effective rate of 3.17% in July 1994
(West Germany: 3.39%) — average
pensions in East Germany now
amount to around 75% of West Ger-
man levels. The disposable basic pen-
sion (after 45 years of pension contri-
butions and given average earnings)
has risen to DM 1,451.17 (West Ger-
many: DM 1,931.31). After the pen-
sion increase planned for 1 July 1995,
the standard pension is expected to
rise to DM 1,593 per month.

Labour market policy

Labour market policy continues to
make a decisive contribution to the
historical process of transition in the
new Linder by ensuring that restruc-
turing, despiteits speed, proceedsina

socially acceptable way, promoting
growth and employment throughout
Germany.

On the basis of the prevailing eco-
nomic assumptions for 1995, and
given no change in budget rates, the
central government grant to the Fed-
eral Labour Office is expected to be
DM 14.8 billion.

This will enable active labour mar-
ket policy efforts to be maintained at
their current high level. The funds
available for vocational training and
job creation measures will be roughly
equivalent to expenditure during the
current year. Thus places will be
available for approximately the same
number of participants as in 1994.'

The Employment Promotion Act of
1994 on the basis of which the action
programme for higher growth and
employment has largely been imple-
mented, and which did not come into
effect until 1 August 1994, will make
its full impact felt during 1995.

The newly introduced §242s of
the LPA creates new employment op-
portunities in West Germany in the
fields of social services, environmen-
tal improvement and youth aid. In a
similar way to §249 h LPA in East
Germany, which has certainly proved
its effectiveness, the regulations en-
able the Federal Labour Office to pro-
mote the employment of those who
would otherwise be unemployed in
the form of a wage cost subsidy equal
to the value of the unemployment
benefit or unemployment assistance
saved. Measures under §242 s last
around two years; the scheme comes
to an end at the close of 1997 and
participation is restricted to the diffi-
cult-to-place unemployed. Together,
the two instruments are expected to
attract well over 100,000 participants,
although there is no budgetary re-
striction on the number participating.
What is decisive is that the required
complementary funding from third
parties is forthcoming.

The central government budget
has set aside DM 5.4 billion for the
transitional allowance for the elderly
unemployed (Altersiibergangsgeld), a
further DM 2.3 billion coming from
the budget of the Federal Labour Of-
fice. There are a total of some 290,000
recipients of this benefit, which serves

Overall Developments

as an important bridging function be-
tween unemployment and retire-
ment. From the start of 1995 recipients
of the transitional allowance who are
entitled to an old age pension will
receive a compensation payment
from the point in time at which the
pension entitlement is recognised.
The compensation payment will be
made for the remaining duration of
the entitlement to the transitional al-
lowance, although not after the recipi-
ent’s 65th birthday. DM 430 million
have been earmarked in the 1995
budget for this purpose, with 140,000
recipients expected. A further DM 0.8
billion are to be made available for
early retirement benefits.

Unemployment assistance

DM 15.7 billion are set aside in the
budget for unemployment assistance
(Arbeitslosenhilfe). In view of the
planned restriction on the duration of
entitlement, attempts are being made
to find socially acceptable modes of
implementation, taking account both
of the interests of elderly unemployed
persons and the regulations con-
tained in social plans. DM 1.5 billion
have been earmarked in the budget
for integration support for immigrant
ethnic Germans from eastern Europe
(60,000 recipients).

The huge efforts made by active
labour market policy in the new
Linder manifest themselves in the
very impressive financial data: be-
tween 1991 and 1994 around DM 150
billion was spent on intensified fur-
ther training and retraining, job crea-
tion, early retirement and short-time
working allowances. By the end of
1995 this figure is likely to have
passed the DM 180 billion mark. By
means of these funds around 2 mil-
lion persons were saved from unem-
ployment in 1991 and 1992, 1.6 mil-
lion in 1993, with 1.3 million expected
for 1994. The measures will ease the
pressure on the labour market to an
equivalent degree in 1995.

The efforts made by labour market
policy have not only helped to avoid

1 DM 9.6 billion have been earmarked for job
creation schemes in 1994 (participants:
55,000 West, 210,000 East); for further train-
ing and retraining DM 14.8 billion (partici-
pants: 290,000 West, 240,000 East).
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Overall Developments

anxiety and distress on the part of
many of the individuals affected, they
have also created the conditions for
humane and socially acceptable proc-
esses of economic change and a wide-
spread acceptance of the social mar-
ket economy in the new Linder. They
have prevented social dislocation and
thus defused a potentially explosive
social situation. Between 1991 and
1994 a quarter of active labour market
policy expenditure was devoted to
vocational training. This must be seen
as an investment in the future, ena-
bling East German citizens to meet
the changed labour market require-
ments characteristic of the unified
Germany.

Caring for those in need

In Germany 1.65 million people are
dependent on care, 1.2 million of
which are cared for at home. The net-
work of peripatetic care services has
significant gaps, with insufficient
services available. Semi-peripatetic
care opportunities were few and far
between, with virtually no day-care
facilities.

The social care insurance scheme
due to come into force on 1 January
1995 will prove of great assistance
here. Benefits for care at home will be
introduced in a first wave beginning
on 1 April 1995, with in-patient care
following in a second phase begin-
ning 1 July 1996. The home care serv-
ices available will depend on indi-
vidual need for care. A transfer ben-
efit and concrete care services can be
applied for separately or in combina-
tion. If the person providing care is
prevented from doing so, the care in-
surance scheme will fund the costs of
a replacement for a period of four
weeks. Further services available in-
clude: day and night care, short-term
care, care-related appliances and
goods, subsidies for housing altera-
tions required for care, training free of
charge for relatives and volunteers
wishing to perform care.

The aim of these benefits and serv-
icesis to improve the situation of both
the persons requiring care and the
relatives and (volunteer) staff provid-
ing care. Only in exceptional cases
will those affected then have to rely
on minimum social benefit. For per-

sons providing care at home without
remuneration, the care insurance
scheme will pay contributions to the
pension insurance fund. In addition,
such persons will enjoy cover under
the statutory accident insurance
scheme without being obliged to pay
contributions.

An urgent requirement is to pro-
vide initial financing for the new fed-
eral states. Here, the totally inad-
equate state of some homes for those
requiring care must be radically im-
proved as quickly as possible. For this
reason, DM 800 million per year are to
be made available to the new federal
states over the next eight years for
capital spending on care facilities.
This initial financial support, totalling
DM 6.4 billion, financed by a contri-
bution by all the federal states of DM
200 million p. a. will enable rapid and
comprehensive changes tobe madein
the infrastructure for care services in
the new Linder.

As early as 1991 the Federal Gov-
ernment began promoting — in the
form of a special model care pro-
gramme — measures to improve the
situation of those in need of care. An
additional DM 85 million will be
made available from this source in
1995.

In order to improve the infrastruc-
ture for care services support is of-
fered for peripatetic services, semi-
peripatetic services and, in the new
Linder, in-patient facilities. Smooth
co-operation between the various in-
stitutions and organisations involved
is being furthered by means of pilot
projects at local authority level, net-
working between peripatetic services
and the setting up of co-ordination
and steering offices. The model care
programme involves advisory serv-
ices, further training for relatives,
neighbours and other voluntary help-
ers performing care services and for
doctors and professional care staff.
This also involves support for train-
ing institutions.

Of the remaining forms of support
in the model care programme the fol-
lowing are the most significant:

- psycho-social care for confused
elderly people in in-patient facili-
ties;

— experiments with psycho-social
support for the caring staff;

— restructuring of hospitals to mod-
ern, economically autonomous
care facilities (peripatetic or in-pa-
tient);

— the creation and running of hos-
pices to care for the critically and
terminally sick and of care facilities
for persons with serious head and
brain injuries.

Benetfits for the disabled

Around DM 180 million have been set
aside in the 1995 budget to support
the occupational and social integra-
tion of the disabled; to this end central
government is to provide support for
supra-regional facilities, occupa-
tional and medicinal rehabilitation
models and for preventive treatment.

Advisory services for central and
east European countries

Approximately DM 14.4 million are
envisaged for advising the countries
of central and eastern Europe on mat-
ters of social and labour market
policy. These funds constitute an im-
portant aid in the context of ongoing
social and economic transformation.
The advisory support, consisting of
seminars and model facilities, con-
centrates on the areas of lJabour mar-
ket and employment policy, labour
law, health and safety at work, issues
involving social partnership and the
creation of pension and accident in-
surance schemes.

Support measures for employees in
the coal and steel industries

A total of DM 273 million of central
government funds are available for
social policy measures to accompany
the adjustments under way in the coal
and steel industries and in iron-ore
mining. An additional DM 146 mil-
lion are expected from the EU. The
support provided includes adjust-
ment assistance, e. g. “waiting allow-
ances”, support for retraining and
compensatory and transitional sup-
port for elderly workers.

The special programme developed
by the EC Commission to cushion re-
structuring measures within the Eu-
ropean steel industry have enabled
the “Guidelines on the granting of

6
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support to employees in the iron and
steel industry” to be improved.

Integration of foreign workers

Almost DM 88 million have been set
aside in the 1995 budget for the inte-
gration of foreign workers and their
families. These funds provided by the
labour ministry will be largely allo-
cated for vocational training and lan-
guage tuition and will be made avail-
able to charitable institutions in re-
turn for the assistance provided to
foreign workers. In the case of voca-
tional training and language tuition,
support measures will focus on meas-
ures for young foreign nationals and
women.

Miscellaneous

In addition to the benefits mentioned
above, a further DM 13.5 billion have
been set aside for compensation to the
victims of the Second World War, and
also DM 10 million for combating
work-related illnesses.

European Social Fund

The European Social Fund will pro-
vide around DM 610 million to help
finance labour market measures in
Germany. These resources will be de-
ployed by the Federal Minister of La-
bour, in addition to the financial re-
sources earmarked in the proposed
1995 budget. They will be deployed
primarily:

— to assist persons threatened by

long-term unemployment;

— for the integration of young people
into working life;

— to promote equality of opportunity
on the labour market between men
and women,;

— for vocational retraining and fur-
ther training for employees threat-
ened with unemployment in the
course of technical progress, as a
result of changes in production sys-
tems and processes of industrial
change.

The European Social Fund has madea
significant contribution to the joint
central and state government initia-
tives (in 1993 and 1994) to provide a
total of up to 22,000 training opportu-
nities outside of firms in the new fed-
eral states.

Spain

The Labour Market
Reform in Spain: Geo-
graphical Mobility and
Working Conditions

This article supplements the one
which appeared in the previous edi-
tion of inforMISEP describing Law
11/1994 and the statutory changes in
the way in which the Spanish labour
market is regulated (cf. iMi 47, p. 7).
In the last edition the topics consid-
ered were “collective bargaining”, “oc-
cupational mobility” (functional flex-
ibility) and the new regulations gov-
erning agency work; this article deals
with changes in the area of geographi-
cal mobility, fundamental changes in
working conditions (working time
and wage regulations, dismissals),
trade union elections and, finally, the
abolition of the Workers” Statutes
(Ordenanzas Laborales).

As part of the labour market re-
form, Royal Decree-law 18/1993 on
immediate employment promotion
measures (iMi 45) was also passed by
both chambers of parliament as Law
10/1994 on 19 June 1994. In addition
to the employment promotion meas-
ures, which, in view of their urgency,
had already come into force in De-
cember 1993 by virtue of the Royal
Decree-law, the Law provides a legal
basis for employment programmes
aimed at specific groups of the unem-
ployed facing particular difficulties in
(re)entering the labour market (the
over 45’s, the disabled, the under 45’s
in enterprises with less than 25 em-
ployees); it was implemented during
1994.

Geographical mobility and
substantial changes in working
conditions

The changes introduced by the re-
form in the fields of geographical
mobility (transfers) and working con-
ditions (duration of work, working
time, work and performance systems
and deployment in functional areas
going beyond those defined by law)
are somewhat less substantial than
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those with respect to functional flex-
ibility, but are nonetheless significant.

The most important innovation is
that the prior administrativeapproval
previously required for changes of
this type has been replaced by ex post
verification by a court of law.

Atthesame time, the grounds justi-
fying redeployment and transfers is
brought into line with those justify-
ing redundancies to regulate work-
force levels. In addition to the tradi-
tional technical, organisational and
production-related reasons, eco-
nomic grounds have now been in-
cluded. A distinction is also drawn
between redeployment (desplacamien-
to) and transfer (traslado); the maxi-
mum duration of a redeployment is
12 months within a three-year period.

All the other changes introduced
are linked to the substitution of prior
administrative approval by ex post
verification by the courts mentioned
above, and to the regulations re-
quired by such a change of procedure.
The law distinguishes between
changes with an individual and those
with a collective character, depend-
ing on whether the interests affected
are primarily individual in nature or
rather, from a social and economic
point of view, relate to a more general
problem, one going beyond indi-
vidual interests.

In the case of transfers the criterion
is the number of workers affected.
Collective transfers are defined as
those affecting at least 10 workers in
firms with less than 100 employees,
10% of the workforce in firms with
between 100 and 300 employees, and
30 workers in firms with more than
300 employees.

As far as substantial changes in
working conditions are concerned, it
is the collective or individual signifi-
cance of the change in conditions
which is decisive. In the case of
changes which, while in principle of
collective significance, are relatively
unimportant, or affect only a small
number of workers (e. g. changes in
working time for individual work-
ers), the procedures required for
changes in collective working condi-
tions do not apply.

The significance of the distinction
between individual and collective
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changes is revealed by the different
procedures which apply for the
changes to be made, in particular the
required participation of the statutory
workers’ representatives in the case
of collective changes.

The transfers and the changes in
working conditions of an individual
character are, in the final analysis, de-
cisions taken unilaterally by the em-
ployer; they must be announced to
the employees affected 30 days in ad-
vance and are subject to ex post verifi-
cation by the courts. Those affected
may seek a court ruling — without
suspensive effect — on the decision,
against which there is no legal re-
course. This is stipulated in the new
version of the law regulating labour
disputes (Ley de Procedimiento Labo-
ral). They may also opt to terminate
the employment contract, in which
case the previous legal provisions re-
main applicable (compensation equal
to 20 working days’ pay for each year
of service up to a maximum of nine
months’ pay).

As far as transfers and changes in
working conditions of a collective na-
ture are concerned, the most impor-
tant change is the introduction of
the requirement for a “consultation
phase” with the statutory workers’
representatives, similar to that apply-
ing in the context of mass redundan-
cies, but of shorter duration (15 days).

Working time

The law modifies the regulation of
working time according to two princi-
ples: firstly, it sets the maximum
working time durations (or minimum
duration of breaks from work) which
must be adhered to in all cases; sec-
ondly, it establishes a framework
within which negotiations between
the parties involved can proceed
freely. The aim is to achieve a balance
between the requirements of produc-
tion and the wishes and needs of
workers.

These principles are reflected in the
actual provisions of the law as fol-
lows:

- The maximum duration of working
time remains 40 hours per week
and 9 hours per day; the interval
between working days must be at
least 12 hours, and minimum

breaks apply in the case of ex-
tended working days. Special pro-
tective stipulations pertain to em-
ployees under the age of 18.

— The partners to collective bargain-
ing are given the possibility of ne-
gotiating flexible arrangements:
calculating working hours on an
annual basis, irregular distribution
of working time, and the suspen-
sion of the 9-hour limit on daily
working hours may be agreed. In
such negotiations a balance must
be found between the interests of
employees and the requirements of
competitive production.

— The law has introduced three
changes pertaining to overtime:

1. The 75% minimum overtime bo-
nus is abolished. It is left to col-
lective negotiations to determine
the extent and distribution of
overtime and bonuses.

2. A further step has been taken
away from additional pay for
overtime and towards compen-
sation in the form of leisure by
establishing that this is the gen-
eral rule in the absence of collec-
tive agreements or employment
contracts to the contrary.

3. Overtime compensated by lei-
sure is not added to the maxi-
mum permissible working time.
The maximum permissible
working time cannot be consid-
ered to have been exceeded if the
actual working time minus the
hours compensated by leisure
does not exceed the regular
working hours.

All these changes must be seen in the
context of the regulations mentioned
above concerning the annualisation
of working hours and the irregular
distribution of working time.

Taken together, these regulations
will lead to a drastic reduction in
overtime in Spanish firms without re-
stricting the required adjustment to
working hours. Overtime is thus
transformed into an additional ele-
ment conducive to working time flex-
ibility, without leading to an increase
in actual working hours.

In the case of night work a number
of definitional clarifications have
been introduced and the protective

measures systematised. A distinction
is made between night work, i e.
work performed at certain predeter-
mined hours of the day, and night
workers, i. e. workers who perform a
substantial proportion of their daily
or annual working hours during the
night. This distinction is based on the
view that it is not occasional, but
rather regular and continuous night
work that requires special protective
measures.

In order to limit the special risks
involved in night work, night work-
ers are now protected by stricter limi-
tations on daily working hours and a
ban on overtime. Special medical pre-
ventive examinations are carried out
to identify at an early stage the possi-
ble health risks associated with such
work, enabling the appropriate meas-
ures —including redeployment to day
work - to be taken.

Employers utilising night work are
also obliged to implement the same
health and safety measures as during
the day, so as not to increase further
the risks associated with night work.

Finally, it is stipulated that night
work is to be remunerated at special
rates, whereby — as is now generally
the case with wage issues — these rates
are to be determined through collec-
tive bargaining.

With regard to the weekly uninter-
rupted break from work, the law per-
mits such leave to be taken together in
two-week blocks, the aim being to al-
low more flexible use of working
time. For workers under 18, the mini-
mum weekly uninterrupted work
break is raised to two full days.

Finally, holiday regulations have
been modified, a change that is of
purely legal importance. In view of
their very specific nature, inappropri-
ate to statutory legislation, a number
of elements have been transferred to
the collective bargaining arena, al-
though they remain within a statu-
tory framework.

Wage determination

In the field of wage regulation, the
Law restricts itself to a number of
structural aspects that are required so
that wages can be determined
through collective bargaining.
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The reform is deregulatory in na-
ture, liberating government from a
series of detailed regulations concern-
ing wage levels and structures which
had restricted the freedom of collec-
tive wage bargainers. Particularly in
the area of wage determination, re-
strictions on the scope for negotia-
tions between the parties to collective
bargaining should be as insubstantial
as possible.

In accordance with these princi-
ples, the new legal framework on
wage determination is restricted to
the following aspects:

— A definition is given of what is to be
considered a wage (or salary) and
what is not. Wage levels and struc-
tures are determined solely by col-
lective bargaining, the agreements
emanating from which are flexible.

— The regulations pertaining to the
national minimum wage, sexual
equality with regard to pay, calcu-
lation and payment of wages, spe-
cial payments, the guarantee of
wage payment and the Wage Guar-
antee Fund are retained in their
previous form or with only minor
modifications.

— A number of aspects of wage deter-
mination, such as minimum rates
for pay bonuses (e. g. for seniority,
overtime and night work) have
been abolished; statutory regula-
tion of these areas has been re-
moved and they are now the re-
sponsibility of collective bargain-
ing.

These changes are to be seen in the
context of the simultaneous abolition
of all the regulatory norms relating to
wages, in particular of the 1973 wage
ordinance and its norms of imple-
mentation.

With the coming into force of the
Law, the only statutory provisions re-
maining which relate to wages are the
minimum standards stipulated by the
Workers” Statutes. All other aspects
will be regulated by the social part-
ners in collective agreements and em-
ployment contracts.

Dismissals

The most important measure con-
tained in this area of the reform is the
introduction of the concept of mass
redundancy into Spanish labour law

for the first time. Under the new regu-

lation a distinction is drawn between

different forms of dismissal, not only
with regard to cause, but also to the
number of workers affected.

The legal distinction between indi-
vidual dismissals and mass redun-
dancies is based on the EU guide-
lines, which consider the number of
workers dismissed with respect to the
period in which the dismissals occur.
Mass redundancies apply in the case
of the dismissal, within a period of 90
days, of at least 10 workers in firms
with less than 100 employees, 10% of
the workforce in firms with between
100 and 300 employees, and 30 work-
ers in firms with more than 300 em-
ployees.

This change is the only significant
one introduced by the Law. Certain
dismissals which were previously
subject to administrative procedures
are now subject to judicial proce-
dures.

Here the number of workers af-
fected by dismissal serves as a basis.
The collective character of mass re-
dundancies and the associated im-
pact on wider social interests justifies
the intervention of the statutory
workers’ representatives and, later,
the Labour Inspectorate. In cases in
which only individual interests are
affected, on the other hand, the usual
recourse to law in the defence of pri-
vate interests is the appropriate
course of action.

In addition to this change, the Law
contains a number of other notewor-
thy amendments.

1. The economic and technological
justifications for mass redundan-
cies listed in the previous legisla-
tion have been extended by the
inclusion of organisational and
production-related  justifications
(which previously only applied to
redeployment and substantial
changes in working conditions).

2. The amendments to the Workers’
Statutes have led to a number of
detailed changes, not all of which
are of a purely technical nature; in
particular, the changes emphasise
the importance of the consultation
phase between employers and the
statutory workers’ representatives
and facilitate administrative ap-
proval procedures.

Overall Developments

During the consultation phase the
reasons behind the proposed mass
redundancies are to be analysed so
that, to the extent possible, their
negative effects can be avoided or
mitigated. Measures are to be intro-
duced to alleviate the effects on the
workers involved and to ensure the
continued operation of the firm.
Particularly noteworthy is the pro-
vision in the new Law for a “Social
Plan” to be implemented in firms
with more than 50 employees.

The term within which, following
the end of the consultation phase,
administrative approval is to be
given or an objection raised is re-
duced to 15 days. If no administra-
tive pronouncement is forthcoming
within this period, the redundan-
cies are considered to have been
approved.

3. Dismissals for economic and tech-
nological reasons now no longer
require approval. Given that they
only affect a single worker or a
small group of employees, the pro-
cedures required in the case of
mass redundancies do not apply.
Such dismissals are based on the
same legal regulations — governing
procedures, notice periods, com-
pensation and judicial revision —
applying in the case of dismissals
for “objective” reasons.

4. The Law introduces a number of
modifications pertaining to indi-
vidual dismissals, more specifi-
cally: the declaration of a dismissal
as null and void (purely formal er-
rors do not render a dismissal null
and void); the obligation on the
employer to continue to pay wages
during proceedings relating to al-
leged undue dismissal; and the in-
terim execution of court decisions.

Trade union elections

The Law has also brought about
changes in the regulations governing
the election of workers’ representa-
tives; the changes are necessary to es-
tablish the representativeness of
trade unions. Effective trade union
representation must be ensured as
this is a necessary condition for the
industrial relations system. To this
end, the system by which election re-
sults are determined and announced
by a tripartite commission has been
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Overall Developments

replaced by one based on an official
register and arbitration proceedings
in the case of discrepancies in vote-
counting.

This requires changes in the arti-
cles of the Workers’ Statutes pertain-
ing to election procedures, the elec-
tion proceedings and the functions of
the electoral council. In addition, new
legal forms and institutions have had
to be established. These include an
official body to register election re-
sults, complaints procedures regard-
ing the conduct of the elections and
the replacement of the previous tri-
partite organs by a system of arbitra-
tion.

The reform of these areas is supple-
mented by transitional regulations,
the aim of which is to facilitate the
adjustment to the new system during
forthcoming elections; procedural
regulations required by the new regu-
lation, and changes in election proce-
dures within the public sector, ena-
bling the systems by which trade un-
ion representativeness is established
to be harmonised.

The “Workers’ Statutes”
(Ordenanzas Laborales)

The Law stipulates that the Workers’
Statutes (a pre-constitutional element
in Spanish labour law) currently in
force will continue to serve as positive
legislation until 31 December 1994,
unless the social partners reach alter-
native agreements concerning their
validity, and except in those areas in
which they have not already been re-
placed by collective agreements.

Italy

Amendments to Labour
Market Regulation

Law no. 451 of 19 July 1994 has intro-
duced a number of amendments to
prevailing Italian labour market regu-
lation in the following areas: (a) wage
compensation benefits (integrazioni
salariale); (b) experimenting with new
forms of flexibility on the basis of

more flexible working hours and part-
time employment; (c¢) community
work; (d) work and training contracts.

As far as point (a) is concerned, the
following changes are particularly
noteworthy: (1) extension of the early
retirement regulations in the steel in-
dustry for employees made redun-
dant before 31 December 1994 and
who have paid contributions for at
least 30 years; (2) the procedures by
which benefits are granted have been
decentralised and are to be conducted
atlocal level; (3) reduction in the time
period (40 and 20 days) for the com-
pletion of the procedure.

Law no. 451/94 specifies the areas
in which community work is possible;
these include small and medium-
sized trade and export firms and per-
sonal services.

The most important new regula-
tions relating to work and training
contracts are as follows: (1) an ex-
tended age limit for young people re-
cruited within the framework of such
contracts; (2) new institutions deliver-
ing work and training contracts; (3) a
number of different qualification lev-
els which can be obtained at the end of
such training, and which determine
the number of training hours to be
attended by individual participants;
(4) duration of the contract; (5) level of
contributions; (6) the possibility of di-
viding the contract up between sev-
eral employers; (7) an obligation on
the employer to hire at least 60% of
the workers initially recruited under
such contracts and whose contracts
expired during the last 24 months; (8)
recognition of the principle of equal-
ity as set out in Law no. 125 of 1991
(positive measures to ensure sexual
equality at work).

As far as the first aspect is con-
cerned, the new Law enables young
people aged between 16 and 32 years
to be recruited. Such projects can be
organised by the following types of
organisation: public sector enter-
prises, private firms and corporate
groups and “groups of firms, profes-
sional associations, socio-cultural as-
sociations, sporting organisations,
foundations and employers belong-
ing to chambers of trade and indus-
try”. In connection with these two
measures (points 1 and 2), both of

which contribute to raising the flex-
ibility of the labour market, the meas-
ure referred to under point 6 is also to
be mentioned, which enables the con-
tract to be run with a number of differ-
ent employers. This is, however, sub-
jectto the condition that this is “neces-
sary for the training objectives to be
realised” (para. 16, subsection 10).

Clearly therefore, the new Law
lays great stress on the training aspect
of the contracts which remain their
central characteristic. The aim of the
contracts is to enable workers to ob-
tain a medium-level or higher train-
ing qualification and also to “facilitate
labour market entry by providing
work experience enabling occupa-
tional knowledge and skills to be ad-
justed to the context of production
and organisation” (para. 16, subsec-
tion 2b). In particular, the new Law
stipulates that the medium- and high-
level training qualifications obtained
at the end of the contract period,
which may last up to 24 months, will
involve 80 and 130 training hours re-
spectively performed in place of the
formal employment activity.

In order to facilitate entry into
working life, further training of least
20 hours is to be provided in areas
such as industrial relations, health
and safety at work, etc. Such training
is to be limited to a maximum of 12
months.

As far as the contributions are con-
cerned, the difference between the
two types of training are particularly
pronounced. In the case of work-ex-
perience training (para. 16, subsec-
tion 2) “the [...] benefits will only be
granted if the employment relation
established following the contracts is
a permanent one”.

Another important aspect relates
to the increase in the percentage of
employees to be recruited on perma-
nent contracts by the employers on
termination of the scheme from 50%
to 60%. This applies also to those
taken on under the scheme during the
previous 24 months (para. 16, subsec-
tion 11). A final aspect relating to rec-
ognition of sexual equality means
that, in accordance with Law no. 125
of 1991, the principle must be obeyed
that any form of direct and indirect
discrimination is illegal.

10
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Training

Netherlands

New Regulation by the
Central Labour Market
Authority for the Further
Training of the Unem-
ployed at Sectoral Level

A new measure, to take effect from
1995, has been introduced for the fur-
ther training of the unemployed at
sectoral level: the framework regula-
tion on sectoral further training
(Kaderregeling Bedrijftaksgewijze Scho-
ling, KBS). With this measure the cen-
tral labour market authority is seek-
ing to stimulate national and regional
cooperation between the employers
and employees of the various
branches. It also aims to promote
dual initial training and further train-
ing at branch level, the ultimate aim

Placement and

Belgium

New Regulation for
Local Employment
Agencies

A year ago the Belgian Federal Gov-
ernment drew up a global Plan for
Employment Competitiveness and
Social Security (cf. iMi 45 and 46). An
important element of this plan was
the introduction of new regulations
pertaining to the work of the local
employment agencies (Agences locales
pour l'emploi, ALE). These agencies
are to place unemployed persons in

being to solve, mitigate or prevent
branch-specific labour market prob-
lems.

The new regulation

Under the new regulation the three
branch-specific ~ further  training
measures already in existence are in-
tegrated: the sectoral training grants
for the unemployed (BBS), the ap-
prenticeship ~ vocational  training
grants scheme (BVL) and the subsidy
for the training of the employed
(SSWB). These three measures will
expire on 1 January 1995, and will be
succeeded by the KBS regulation.

Grants

Under the new regulation a grant can
only be applied for by a co-operative
association of employer and em-
ployee organisations, from both the
profit and non-profit sector. Only a
single co-operative association is al-
lowed to make an application in each
branch.

Since the tripartite and decentral
reorganisation of the labour market
authority in the Netherlands in 1990,
efforts have been made to simplify
the legislation governing labour mar-
ket policy measures. The aim is to
integrate the many existing specific
subsidy measures in more general
framework regulations. These frame-
work regulations can then be de-
ployed flexibly by regional labour
market authorities as necessary. In
addition to the KBS the following
framework regulations have already
been introduced: the framework
regulation for training measures
(KRS) — a measure for the further
training of job seekers; the frame-
work agreement for integration into
working life (KRA) - a wage cost
subsidy for the long-term unem-
ployed; and the framework regula-
tion for temporary worker job place-
ment (KRU) - a regulation under
which temporary job agencies can be
used in the search for work.

Vocational Guidance

areas in which the demand for labour
is currently unsatisfied, such as per-
sonal services, particularly individual
care, environmental protection, the
security services and leisure. Such lo-
cal employment agencies have been
in existence since 1987 (cf. BIR B-
iii.13). However, their work has met
with varying degrees of success in the
three Belgian regions. The aim of the
new regulation is to extend the field of
activity of the local employment
agencies to the whole of Belgium.
From now on every local authority
is obliged to set up a local employ-
ment agency. In return they receive
staff, a compensation payment to
cover the costs of administration, and
a proportion of the hourly remunera-

tion to be paid by users. The list of
approved activities has been ex-
tended, private users are entitled to
tax reductions, and the long-term un-
employed can be obliged to take up a
suitable job under this scheme.

Instituting local employment
agencies

Every local authority (or group of au-
thorities) must set up a local employ-
ment agency in the form of a non-
profit association. Its composition
must be based on a bipartite structure:
on the one hand representatives of the
local council, on the other members of
the employers’ federations and trade
unions represented in the national la-
bour council; the representatives of
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the local council are to be selected in
accordance with the political compo-
sition of the local council. The admin-
istrative council of the local employ-
ment agency is to be composed in the
same way.

Formalities to be observed by the
user

The user requests “user forms” from
the local employment agency in the
local authority area in which the ac-
tivity is to be performed. He describes
the proposed activity, and indicates
whether or not he already has in mind
an unemployed person whois willing
to perform it. In some cases he must
pay a registration fee to cover the ad-
ministrative costs of the local employ-
ment agency. The registration fee
may not exceed FB 300 per year. The
local employment agency may also
decide to refrain from charging such a
fee.

Provided the activities applied for
are among the list of approved activi-
ties, the application is accepted by the
local employment agency. This ap-
proval is valid for a maximum of one
year, but can be extended. The local
employment agency then informs the
user of the hourly rate to be paid to the
unemployed person. Payment is
made by ALE cheque (under the pre-
vious regulation the unemployed
person was paid directly by the user).

The user can apply for the services
of one or more unemployed persons,
provided they are in possession of an
ALE service form. While the number
of working hours per unemployed
person is limited, there is no restric-
tion on the maximum number of
hours for the user. However, the user
is not entitled to a tax reduction for
wage costs exceeding a given annual
figure.

ALE cheques

The user purchases ALE cheques
from the local employment agency.
Their purchasing price is equal to the
hourly wage rate to be paid.

At the end of the working day, on
completion of the activity, or at the
latest at the end of the month, the user
gives the unemployed person one
ALE cheque for each working hour
(including part hours). The wage rate

may fluctuate according to the activ-
ity performed and the regional wage
level. The wage rate is set by the local
employment agency. Different rates
may be stipulated for natural persons
and legal entities; certain categories of
user may be granted preferential
rates. The minimum wage rate is FB
200, the maximum FB 300; for horti-
cultural and agricultural work an
hourly rate of FB 220 has been set for
1994.

Approved activities

The following activities can be per-
formed, provided they are not cov-
ered by the regular labour market:

— for natural persons:
* home help,
* help in supervising or caring for
the sick and children,
¢ help in completing administra-
tive formalities,
¢ gardening help;

— for local authorities: activities
which meet needs that are not
served by the regular labour mar-
ket, in particular activities in the
area of environmental protection;

— for non-commercial associations
and educational institutions: activi-
ties which, due to their nature or
their occasional character, are usu-
ally performed by volunteers, in
particular help with events of a so-
cial, cultural, sporting, charitable or
humanitarian nature;

— for the agricultural and horticul-
tural sector: occasional and sea-
sonal work in accordance with the
ministerial decree; all horticultural
activities are approved with the ex-
ception of harvesting mushrooms
and tending parks and gardens.

This list is merely exemplary in na-
ture. Within this framework set by the
new regulation, it is the administra-
tive council of the local employment
agency that decides which activities
are to be approved at local level,
whereby the state of the local labour
market is to be taken into account. The
bipartite composition of the adminis-
trative council and the right of re-
course of each member of the council
to the national employment office
guarantees that the agencies will not
enter into competition with the regu-
lar labour market.

The tax position of the user

Provision has been made for tax re-
ductions in order to stimulate user
demand. Private users are entitled to
a tax reduction based on the total
value of the ALE cheques purchased.
For this purpose the cheque-issuing
office provides the user with an an-
nual statement which can be pre-
sented to the tax office.

The ceiling on tax-deductible ex-
penditure is FB 80,000 per year. The
tax deduction on the total amount
spent is at least 30% but not more than
40% of the total expenditure. Given
wage costs of FB 80,000 this amounts
to a tax deduction of between FB
24,000 and FB 32,000.

Stipulations pertaining to the
unemployed

Officially listed and voluntarily
registered unemployed persons

The long-term unemployed (more
than three years for unemployed per-
sons not belonging to a special target
group and at least two years for
young recipients of the “waiting al-
lowance”) are automatically enrolled
as potential applicants with the local
employment agency responsible for
their residential area (unless they
have been freed from the obligation to
be available for work). The unem-
ployed person in question is informed
about this registration by the national
labour market authority (ONEM).
This target group contains around
150,000 long-term unemployed. On
request, an officially listed unem-
ployed person must report to the local
employment agency and accept any
suitable activity. It is to be noted,
however, that the local employment
agency only has recourse to officially
listed unemployed persons when the
number of voluntarily registered un-
employed is no longer sufficient.

Long-term unemployed persons
who have been freed from the obliga-
tion to be available for work (e. g. the
elderly unemployed) and job-seeking
recipients of the minimum social al-
lowance may register voluntarily and
without commitment with a local em-
ployment agency. Unemployed per-
sons who do not meet the new condi-
tions regarding the length of their pe-
riod of unemployment, but who have
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been employed within the framework
of local employment agencies be-
tween 1 January 1993 and 30 April
1994, are entitled to continue to work
with the same status. Such persons
may register voluntarily with a local
employment agency.

Maximum permissible number of
working hours

An unemployed person may not
work more than 45 hours for one or
more users per month.

In the horticultural sector an un-
employed person may work no more
than 65 days per year. Here too, the
ceiling of 45 hours per month is to be
observed, whereby the unemployed
person active in the horticultural sec-
tor may work for up to 90 hours per
month over a period of two calendar
months.

Formalities to be observed relating to the
activity

The local employment agency pro-
vides each unemployed person with a
form which certifies that he or she
meets the conditions required to per-
form an activity within the frame-
work of the regulation governing lo-
cal employment agencies. The unem-
ployed person can then approach a
potential user directly, or can be put
in contact with a user by the local
employment agency.

At the end of the working day, on
completion of the activity, or at the
latest at the end of the month, the
unemployed person receives ALE
cheques at the prevailing hourly rate
for each working hour (including part
hours). At the end of the month he or
she presents his or her control card,
service form and ALE cheques to the
payment office. The office then pays
out unemployment benefit plus the
supplement of FB 150 per ALE cheque
(i. e. per working hour).

Financial advantages

The unemployed person continues to
draw unemployment benefit in full
and in addition earns FB 150 per ALE
cheque; this can represent additional
monthly earnings of up to FB 6,750.
The additional income is subject to tax
in the same way as unemployment
benefit.

Placement and Vocational Guidance

Exemption from local authority control

On the days during which the unem-
ployed person performs an activity
within the framework of the local
employment agency, he or she is ex-
empt from local authority control.
The same applies during the calendar
month following any month in which
he or she has worked atleast 20 hours.

Suspension of benefit entitlement

Entitlement to unemployment benefit
canbe suspended for four weeks if the
officially listed unemployed person
refuses to take up a suitable activity,
resigns early from a suitable activity
without just reason, or is responsible
for a suitable activity being termi-
nated early. In the case of repeated
infringements of this type, his or her
benefit entitlement can be suspended
for at least four weeks and for a maxi-
mum of 26 weeks.

Benefit entitlement can be sus-
pended for at least 13 weeks and for a
maximum of 26 weeks if the unem-
ployed person fails, without due rea-
son, to respond to a call to attend the
local employment agency, once a cau-
tion to this effect has been issued by
registered post.

Postponement of suspension of benefit
entitlement for reason of long-term
unemployment

The suspension of benefit entitlement
for reason of long-term unemploy-
ment (cf. BIR B-iii.1) is postponed for
one month for each block of 90 work-
ing hours performed by the unem-
ployed person within the framework
of a local employment agency during
the 24 months prior to the month of
notification. If the maximum number
of working hours are worked, this ex-
tension then amounts to twelve
months.

In addition, the national adminis-
trative commission is to consider the
activities performed by an unem-
ployed person within the framework
of a local employment agency as a
positive element when determining
whether the unemployed person is
available for work. It will be recalled
that the task of this commission is to
deal with objections raised by unem-
ployed persons against the decision
to suspend their benefit entitlements.

Insurance against accidents at work and
civil liability

The unemployed person is insured
against accidents at work with the
ONEM. In cases of temporary inca-
pacity to work, compensation will be
calculated on the basis of the unem-
ployment benefit normally drawn by
the unemployed person affected.

In addition the ONEM has con-
cluded a civil liability insurance
which covers damage resulting from
errors committed by the unemployed
person.

Transitional measures

The new regulations come into effect
on 1 October 1994.

The “old” local employment agen-
cies must have converted to the new
regulations by 31 March 1995. By this
time they must have assumed the
form of a non-profit association and a
bipartite structure as foreseen under
the new regulation.

To ensure the smooth transition
from the old to the new regime, it has
been decided that activities per-
formed until 1 January 1995 may be
remunerated on the basis of the old
regulation (i. e. in the form of direct
cash payment equivalent to FB 160
per working hour with a reduction in
unemployment benefit of FB 10 per
working hour). However, this ap-
plies:

- only to local employment agencies
already in existence;

— only for activities which were ap-
proved under the old regulations;

— and does not apply until the local
employment agencies have taken a
decision on whether to charge a
registration fee and on the new
wage rate to be paid by the user.

The new ceiling of 45 working hours
per month, by contrast, applies imme-
diately from 1 October 1994. Moreo-
ver, only those long-term unem-
ployed referred to in the new regula-
tion may perform the approved ac-
tivities after this date.
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Germany

New Support for the
Long-term Unemployed

From 1 October 1994 non-commercial
temporary job placement agencies are
to receive financial support from the
Federal Ministry of Labour subject to
the condition that they place the long-
term unemployed and other difficult-
to-place persons with user firms, with
the aim of providing such persons
with permanent jobs with these em-
ployers. This is the substance of an
agreement reached between the Fed-
eral Government and the Federal La-
bour Office that has recently received
cabinet approval.

The Employment Promotion Act of
1994 led to amendments to the 1992
law governing the operations of tem-
porary employment agencies so as to
facilitate the placement of the long-
term unemployed and other difficult-
to-place persons in permanent em-
ployment relations through such
agencies. Following the example set
by a Dutch foundation (START), it is
now possible, on a non-commercial
basis, to employ difficult-to-place
jobseekers as agency workers, and
then directly to place them at the dis-
posal of user enterprises. The unem-
ployed person thus receives a chance
to prove him/herself in a working
environment, and the user firmis able
to see if the employee meets the re-
quirements of the enterprise. In Ger-
many this form of agency work has
now been permitted, subject to the
further condition that the jobseeker in
question has been explicitly certified
as difficult to place; this is in order to
preclude abuse of this exception
within the overall legislation on
agency work.

Initially, the financial support by
the Federal Labour Ministry available
for non-commercial temporary em-
ployment agencies is planned to last
until 1996. The aim is to provide ini-
tial start-up assistance in the first two
years of such an activity, after which
the agencies should be able to main-
tain themselves. The support takes
the form of loans or grants for operat-

ing and personnel costs. Depending
on the number of agency workers
who ultimately take up permanent
employment with users, the loans can
be converted into grants. In the cur-
rent year DM 1 million is earmarked
in the ministerial budget for this form
of support; this is planned to increase
to up to DM 30 million in 1995 and
DM 20 million in 1996. Applications
for the support are to be made to the
federal state employment offices
which are also responsible for provid-
ing information on details of the
scheme and the conditions of entitle-
ment.

France

The Progress Contract

The Progress Contract was concluded
on 5 July 1994 between the state and
the labour market authority (ANPE)
for the period 1994-1998.

The aim of this agreement is to im-
plement a number of new strategic
orientations which seek to make the
ANPE a central labour market actor,
namely the sole partner for all public
job creation schemes. This will render
public employment policies for the
unemployed more transparent.

The ANPE’s development into a
modern public labour market author-
ity is based on four principles.

More vacancies
Collecting vacancies

Vis a vis employers, the ANPE is to
strengthen its role as the public pro-
vider of employment measures ori-
ented towards placement.

For 1994 the ANPE commits itself
to collecting 1.5 million job offers; for
1995 a target of 2 million vacancies
has been set. In addition, the ANPE is
committed to raising its “market
share” (number of job offers collected
by the ANPE as a proportion of the
total number of recruitments) to 40%
by 1988.

Improving services for employers
The ANPE has committed itself toa

fundamental renewal of its mode of
action and its instruments regarding
its relations with employers. Firms
are to be offered a range of new serv-
ices meeting the following require-
ments:

— Speed. This is one of the ways in
which the number of employment
opportunities can be increased:
firms are to be offered an “immedi-
ate service”. The ANPE will set up
professional teams to serve firms
on all regional labour markets in
their respective leading occupa-
tional sectors.

- Quality. This of great significance
for the Agency’s ability to select the
job applicants best suited to the
needs of firms. Selection of appli-
cants before they present them-
selves to the employer is to be a
basic service offered to all firms.
The ANPE will base its selection on
evaluatory tools such as skill level,
suitability to the work environment
in question, etc. In addition, steps
will be taken to improve placement
quality.

— Contractual relations with firms. The
ANPE will enter into contractual
relations with firms which stipulate
that the Agency will be solely re-
sponsible for all or part of the firm’s
recruitment and which govern spe-
cial services such as processing job
applications. The ANPE will pro-
vide support in redeploying work-
ers in cases of redundancy for eco-
nomic reasons. The Technical
Teams for Reintegration (ETR) will
organise this service, linking their
activities to those of local employ-
ment offices (cf. the article on page
16).

— Promotion of job creation. Neigh-
bourhood work, service jobs and
employment opportunities appro-
priate to the characteristics of
jobseekers, and in particular in ar-
eas for the employment of the hard-
to-place and with appropriate part-
ners in this field. As an experiment,
aplacementagency is tobeset up in
around twenty regional labour
markets. This project will be evalu-
ated in 1995 and, if successful,
will be implemented throughout
France in 1996.
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Indicators:

Quantitative results: number of
vacancies reported to the ANPE;
the Agency’s market share
Quality of job-offer processing:
number of vacancies filled;
number of vacancies filled as a
proportion of the number of va-
cancies reported; time required
to fill a reported vacancy (differ-
entiated according to skill
groups)

Employer satisfaction: Surveys
will be conducted of employers
to determine their degree of satis-
faction with the Agency’s serv-
ices; more specifically, the range
of services offered, and the speed
and quality of administrative
processing

Greater support for jobseekers in
searching for and finding
employment

The ANPE must adjust to the diver-
sity of jobseekers so as to be in a posi-
tion to offer each the services most
appropriate to his or her needs.

To this end the Agency has set itself
two objectives:

1. Raising the efficiency of job search by
placing greater responsibility on
jobseekers. The following instru-
ments will be deployed in pursuit
of this aim:

— Generalised introduction of “tele-
matic” equipment: A telematic tar-
get-schema is to be set up
through the widespread intro-
duction of telematic equipment
(Minitel, IT servers, speaking
mailboxes, interactive terminals,
etc.) to enable jobseekers to view
the employment opportunities
on offer, to access services at a
distance, to receive help in draw-
ing up a CV and to perform sim-
ple administrative formalities.

— Modernisation and extension of
ANPE services: The Agency is to
extend its individual and group
services offering support for oc-
cupational reintegration, render-
ing the unemployed the follow-
ing services at employment of-
fices: drawing up a skill balance,
quick tests, job-search tech-
niques, jobseeker circles, job

Placement and Vocational Guidance

clubs, occupational orientation,
help in setting up a small busi-
ness, retraining for immediate
reintegration etc.

2. Intensifying the fight against labour
market exclusion

— The long-term unemployed: The
ANPE is to intensify its measures
to reintegrate the long-term un-
employed into the labour market
(in 1993 the share of those out of
work for more than two years
declined by 12%, and a similar
fall is expected from 1994 to
1988).

— Youth measures: Together with
the public education system and
the “Espaces jeunes”, the Agency
will provide young people
with information on the labour
market and training in job-
search techniques. Young people
emerging from training pro-
grammes will be offered the
chance to participate in job-
search clubs.

- Special measures for managerial
personnel: These are to be de-
veloped in co-operation with
the “Managerial employment
agency” (Agence pour I'emploi des
Cadres, APEC), the employment
services and the associations of
former students of the universi-
ties and the Grandes Ecoles with
the aim of raising the Agency’s
efficiency in placing executive
staff.

With various partners the ANPE will
develop measures for various catego-
ries of workers, in particular for the
disabled.

Indicators:

Modernising the services pro-
vided by the Agency
Reintegration of the long-term
unemployed

Integration of young people
Reintegration of managerial staff
Improving the Agency’s services
for jobseekers (measured by sur-
veys)

Developing partnerships

The Agency must be constituted as
the centre of a network that links up
the entire spectrum of labour market

actors. The aim of partnerships is to
improve the services offered to both em-
ployers and jobseekers:

- quantitative reduction and qualita-
tive improvement in ANPE inter-
ventions;

— mobilisation of external expert
knowledge and external resources;

— guaranteeing users a high-quality
service.

Establishing an ANPE Partnership
Charta

Co-operation between the Agency
and its partners is to be defined in a
charta that is to serve as a basis for
individual agreements between the
ANPE and its various partners; the
precise forms of co-operation are to be
set out in these individual agree-
ments.

The Charta will ensure that the
Agency provides its partners with
the expert knowledge and the infor-
mation at its disposal relating to va-
cancies, as well as qualified job-
seekers and skilled staff. The partner
can support the Agency by delegat-
ing staff or providing financial re-
sources.

— Partnerships with public institutions:
Within the framework of this
Charta, ANPE staff and services
will be made available to the fol-
lowing organisations: local em-
ployment offices, Permanent Infor-
mation and Advisory Services
(PAIO), Espaces jeunes, etc.

— Partnership with local authorities: In
rural and other problematic areas
and with respect to all measures
involving young people the ANPE
will establish close ties with the lo-
cal authorities: partnership with
the social partners responsible for
administering the unemployment
insurance scheme (ASSEDIC) to
harmonise the activities of the two
organisations (exchange of perma-
nent representatives, bringing the
list of jobseekers up to date, joint
development plans, etc.); partner-
ship with the adult training asso-
ciation (AFPA).

Modernisation of the ANPE

Organisational and managerial mod-
ernisation will enable services to be
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improved by increasing responsibil-
ity at all levels of the Agency. The
following measures are to be taken to
this end:

— Deconcentration of decision-making
and administration: All the decisions
and activities which can be taken
and performed by local agencies
will be delegated to their area of
competence: personnel manage-
ment, work organisation in the of-
fice, choice of suppliers and service
providers, developing partner-
ships, administering budgetary re-
sources, evaluating the results of
measures, etc.

— Territorial organisation: Territorial
organisation is to be improved by
homogenising structural scales and
paying closer attention to regional
labour markets.

— Modernisation of managerial tools:
Within the framework of a new de-
velopment plan providing for the
extension of telematic and office
automation, the use of data-
processing resources is to be in-
creased.

— Deconcentration of budgetary re-
sources: In 1995 each local employ-
ment office will have a framework
budget at its complete disposal.
Each employment office will then
decide on the services and benefits
offered and the employment sup-
port granted.

— Modernisation of personnel manage-
ment: The Agency will improve
the quality of the services it offers
by raising the sense of responsibil-
ity and the motivation of its em-
ployees. An evaluation system is
to be introduced which will help
to raise the employees’ sense of re-
sponsibility.

Indicator:

The “operationality rate” and de-
termining the reasons for lack of
operationality.

The Progress Contract has made an
encouraging start. In the first five
months of 1994 the number of vacan-
cies recorded in all categories was
41% up on the same period the pre-
vious year. The number of vacancies
filled rose by 37% in the same pe-
riod.

France

The Technical Reinser-
tion Teams (Equipes
Techniques de Reclasse-
ment, ETR)

The retraining agreement to prevent
long-term  unemployment intro-
duced in 1987 by the social partners
and the Government, and for which
the ANPE serves as the main deliv-
erer, is a support measure for workers
made redundant for economic rea-
sons. It enables those entitled (em-
ployees aged under 55 with at least
two years’ tenure with their em-
ployer) to participate in special meas-
ures lasting a maximum of six months
to improve their chances of re-em-
ployment, while offering them a spe-
cial retraining benefit initially worth
83.4% and later 70.4% of their former
earnings. The measure has now en-
countered a very difficult situation,
having literally exploded from 70,000
participants in 1991 to 184,000 in 1993.

An increasing number of persons
made redundant for economic rea-
sons have joined this measure, largely
because as a whole it is more attrac-
tive than drawing benefits from the
unemployment insurance funds.
There are several reasons for this: the
benefit level; the opportunities of-

fered by the training; the chance of
improving one’s prospects within just
six months; and better preparation for
successful job search.

As a result of this quantitative ex-
plosion and the increased diversity
both of participants themselves and
their motives, together with the dete-
rioration in the overall state of the
labour market, the proportion of par-
ticipants subsequently regaining em-
ployment has been on the decline.
The re-employment rate at the end of
the agreement (i. e. at the end of the
six-month period in which the meas-
ure operates) is no higher than 20%,
and two months later it is 35% or less;
this compares to a 50% figure back in
1988 (cf. iMi 46).

In each ASSEDIC (unemployment
benefit) zone a technical reinsertion
team (ETR) exists, the task of which is
to offer guidance to, and ensure the
reinsertion of participants in this
measure.

Thus the ETRs have faced an in-
creasing burden; the rising number of
participants contribute to maintain-
ing the work load on the ETRs at a
consistently very high level.

The ratio of 100 participants (re-
quiring guidance for six months) per
team member envisaged by the part-
ners to the measure is being signifi-
cantly exceeded; in 1992 each team
member was responsible for 168 par-
ticipants. An increase in starting lev-
els enabled this ratio to be reduced to
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119:1 by 30 January 1994. The net-
work of 52 ETRs was expanded from
258 agents in 1991 to a current level of
790 agents.

The electronic data-processing
(EDP) systems, the premises of the
retraining institutes and the organisa-
tional form of the ETRs are no longer
in line with the scale of the measure,
and the question of communication
with local employment offices is be-
coming crucial.

On 22 December 1993 the social
partners extended the measure by
three years. However, the agreement
between the Government and the
AGCC (Association for the Imple-
mentation of the Retraining Agree-
ment) will have to be changed.

The Aims of Modernisation

The ETRs must adopt a “modernisa-
tion plan” worthy of the name, with
one central objective: raising the
reinsertion rate (to 50% from 1995).
This aim is to be achieved by estab-
lishing a contractual relationship be-
tween the participants and the agent
responsible concerning the establish-
ment and realisation of a reinsertion
project. This plan makes strict de-
mands in terms of modernisation:

1. improving the services provided
both to participants and firms;

2. reorganisation of the network;

3. elaboration of a service project in
each team;

4. developing a policy of partnership
with the retraining cells, the firms
involved, the reinsertion cells, and
external placement agencies;

5. providing personnel and the re-
quired technical equipment; setting
up an EDP system to administer the
data of participating firms and the
jobs offered by the ANPE (SAGE 2)
and developing a joint information
technology application with the
unemployment insurance funds
ASSEDIC.

Placement and Vocational Guidance

Italy

Greater Flexibility from
New Regulations on Job
Placement

Decree-law no. 494 (8.8.1994) con-
tains a number of changes pertaining
toso-called “named recruitment” and
to workers passing directly from one
employer to another. These measures
will strengthen the trend which has
been in progress for some time now in
Italy towards greater labour market
flexibility. The stipulations will only
come into force if parliament con-
firms the Decree-law within 60 days.

Article 1 of the Decree stipulates
that employers now do not have to
inform the local employment com-
mittee of the names of the workers
recruited, the date of recruitment and
all the other data required by the
regulations in force until after a
“named recruitment” or a direct
change of employer has taken place.
Under previous regulations, ap-
proval had to be sought prior to re-
cruitment or direct change of em-
ployer. The new regulation also ap-
plies to agricultural employers. Re-
cruitment should generally be re-
ported within ten days. Article 1 pro-
vides for sanctions for employers fail-
ing to report such a recruitment
within this period.

Netherlands

The Labour Market
Authority Introduces a
New Form of Placement
for the Long-term Unem-
ployed

The central labour market authority
(CBA) and the 28 regional labour
market authorities (RBAs) are cur-
rently working on new placement

concepts for the long-term unem-
ployed. Important innovations here
are the continuous contacts with em-
ployers and the new categorisation of
the (long-term) unemployed in four
groups. These new policy approaches
will be introduced nation-wide from
1996.

New placement concepts

The continuous contact idea and the
new placement methods emphasise
the dual role of the labour market
authority: firstly to help employers
acquire personnel, and secondly to
place jobseekers in paid employment.
The labour market policy pursued by
the labour market authority should
seek both to prevent and to combat
unemployment.

The continuous contact idea is
based on former experiences with
good contacts to individual employ-
ers. The practical experience of recent
years has shown that skilled unem-
ployed persons lacking occupation
experience have a better chance of
finding work if the employment of-
fices have already been successful in
placing jobseekers with a given em-
ployer several times in the past.

The new placement method cat-
egorises the registered unemployed
in accordance with their “distance” to
working life. The employment office
uses four categories to classify the
unemployed. The first category in-
cludes those jobseekers who, without
additional placement activities, can
be placed straight away. Jobseekers
who require a short period of retrain-
ing or further training are categorised
in the second category. The third cat-
egory is for those jobseekers who re-
quire a longer and more intensive pe-
riod of retraining or further training
in order to have a chance of re-enter-
ing the labour market. The unem-
ployed whose “distance” to the la-
bour market is very great, and for
whom the labour market policy in-
struments at the disposal of the la-
bour market authority are no longer
effective, are grouped in the fourth
category. For this latter group the la-
bour market authority concludes co-
operation agreements with local au-
thorities, the unemployment insur-
ance institutions and other bodies.
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These co-operation partners of the la-
bour market authority are then to
qualify the very hard-to-place unem-
ployed for the third placement cat-

egory.

Conditions and implementation of
the new policy approach

The central labour market authority
stipulates a number of conditions in
the context of the new placement con-
cept. Registered jobseekers are not
only to be characterised according to
measurable and objective criteria, but
also on the basis of interviews be-
tween clients and the co-operation
partners of the labour market author-
ity. The CBA takes the view that this
categorisation should only be valid
for a limited time and should be regu-
larly redetermined. Unemployed in-
dividuals should also have the widest
possible rights to object to their classi-
fication.

In order to be in the position to
specify more clearly the co-operation
agreements with the social insurance
institutions, it is important that the
regional labour market authorities
reach concrete agreements regarding
the instruments, the continual sup-
port activities on behalf of the unem-
ployed, financing, and the conditions
under which information is to be ex-
changed.

The implementation of this new
placement concept and its nation-
wide introduction in 1996 are contin-
gent on more detailed results of the
experiments currently being con-
ducted in a number of regions. The
CBA emphasises that this new form
of placement for the long-term unem-
ployment does not aim to reduce the
number registered with the employ-
ment offices by sorting out the diffi-
cult-to-place unemployed. At the
same time, the CBA is seeking to
make a more effective and more effi-
cient use of the labour market policy
instruments at its disposal, so as to
reduce the “distance” of the difficult-
to-place unemployed to working life.
In addition the CBA expects that this
new form of placement will be condu-
cive to the success of the policy of
proportional placement of labour
market policy target groups. This new
form of placement will also increase

the transparency for jobseekers mov-
ing between the social insurance insti-
tutions and the employment offices.

United Kingdom

Recent Developments in
the Careers Service

On 1 April 1994 the Secretary of State
for Employment took responsibility
for the Careers Service in England
under the Trade Union Reform and
Employment Rights Act 1993 (the re-
sponsibility lay previously with Local
Education Authorities).

The White Paper “Competitive-
ness: Helping Britain to Win”, pub-
lished in May of this year contains an
entitlement for each young person
between the ages of 11 and 18 to re-
ceive professional careers education
and guidance, with particular em-
phasis on young people at ages 13, 15
and 17. It also announced a further
significant increase in the resources
available for careers education and
guidance. An additional £87 million
will be made available over the three
years from 1995/6 to 1997/8. This is
on top of the additional measures an-
nounced in the last budget (in No-
vember last year) specifically for tar-
geting at careers guidance for 13 and
14 year olds. In 1994/95 £34.5 million
is available, with similar sums in suc-
ceeding years. Around £140 million
was spent on the Careers Service last
year. The amount to be spent will rise
over the next three years to £230 mil-
lion in 1997/98.

Reforms in the Careers Service are
aimed at producing more efficient
and effective careers advice and guid-
ance and taking wider interests into
account in the running of the Service.
The intention is to root careers advice
firmly in an intimate knowledge of
the labour market and developments
in education. This has lead to the de-
velopment of “new management
frameworks” which will give the Ca-
reers Service more freedom to man-
age their resources, respond more

readily to changes in the local educa-
tion and training environment, adapt
more effectively to the needs of the
local community, and involve key
partners in the local community (in
particular, employers) more directly
in the management of the Service.

These new Careers Service ar-
rangements will be underpinned by
comprehensive quality assurance ar-
rangements, including the setting of
standards and performance indica-
tors which build on and develop the
best of current practice. Organisa-
tions from both public and private
sectors over a period of time have
been and will be invited to bid to pro-
vide Careers Services. The aim is that
by April 1996 the Secretary of State for
Employment will have signed con-
tracts with all Careers Service provid-
ers so that contracted coverage ap-
plies through the whole of England.

This tendering process opens up
the opportunity for innovation from
the best of both public and private
sectors. The contractual relationship
will bring a more explicit focus on
value for money. Rigorous quality
standards will be enforced and 15% of
providers funds will be dependent on
the achievement of targets for an
agreed number of action plans for the
client group.

There have now been two rounds
of contracting for the Careers Service.
The first resulted in 13 “pathfinder
organisations” —independent careers
service contractors —appointed to run
careers services in areas across Eng-
land for three years subject to an an-
nual review. A prospectus for a fur-
ther 43 areas was issued in May, and
tenders invited. Bids were submitted
by the beginning of October for five-
year contracts running from April
1995, with results to be announced in
Spring next year.
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Germany

Bad Weather Allowance:
Payment Extended for a
Limited Period - Transi-
tional Regulation for
1994 and 1995

Recently the German Lower House
rejected the objection raised by the
Upper House against the Law
amending the Labour Promotion Act
in the construction industry. This ena-
bles the regulations governing the
payment of the bad weather allow-
ance for a transitional period — 1994
and 1995 - to take effect. This, in turn,
is a prerequisite for negotiations be-
tween the social partners on the
whole issue of the bad weather allow-
ance.

The Labour Promotion Act (LPA)
provides two instruments aimed at
promoting all-year employment in
the construction industry:

— Following the changes brought
about by the first Law implement-
ing the saving, consolidation and
growth programme in the areas
governed by the LPA and other
Laws, the so-called “productive
winter construction promotion”
consists only of the “winter allow-
ance”, a transfer benefit of DM 2
per hour for blue-collar workers ac-
tive in construction firms during
the support period. The benefits
formerly available to employers
under the winter construction pro-
motion (e. g. investment cost sub-
sides) were finally abolished as of 1
January 1994. This is to avoid rais-
ing the cost of construction services
in Germany, as the benefits paid to
both employees and employers are
financed by a 2% levy. If the ben-
efits paid to the employer had been
retained, the percentage levy
would have been twice has high.

— The bad weather allowance (§§ 83
ff. LPA), paid for working time lost
due tobad weather during the “bad

weather period”, amounts to 67%
(employees with at least one child)
and 60% (other employees) of the
net earnings lost (i. e. equivalent to
unemployment benefit).

Under the new regulations, since 1
January 1994 a number of changes
have applied to the bad weather al-
lowance:

— The bad weather period is from 1
December to the last calendar day
of the month of February, i. e. no
entitlement to the bad weather al-
lowance can be claimed during the
months of November and March in
1994 and 1995;

— atleast two working hours must be
lost in a working day;

— no entitlement can be claimed for
the first working hour lost in each
working day;

— the allowance will no longer be
available after bad weather periods
ending on 29 February 1996.

On 10 March 1994 the parties to col-
lective bargaining in the construction
sector declared their willingness to
reach agreements guaranteeing in-
comes throughout the year, to take
effect from 1 January 1996. This
would offset the loss of the bad
weather allowance. However, this
willingness was made contingent on
the bad weather allowance being re-
introduced for the months of March
and November in 1994 and 1995.

The parties to collective bargaining
thus acted in accordance with the aim
of the abolition of the allowance, i. e.
that construction workers should re-
ceive a guaranteed income through-
out the year and that a greater volume
of construction activity be performed
during the bad weather period. This
serves to make construction occupa-
tions more attractive, improves the
utilisation of productive capacities in
the sector and, more generally, makes
a positive contribution to raising Ger-
many’s international competitive-
ness.

On 17 May 1994 the governing coa-
lition announced a legislative pro-
posal to amend the LPA with regard
to the construction industry; it pro-

vides for the payment of the bad
weather allowance during the
months of March and November of
1994 and 1995, and its final abolition
as of the end of 1995. On passing the
Lower House, the law pertaining to
the bad weather allowance can take
effect retrospectively as of 1 March
1994.

Support between colleagues
(Kollegenhilfe)

In addition to the improvement in the
conditions under which the bad
weather allowance can be drawn, the
Law on changes in the LPA in the
construction area also contains a pro-
vision for “colleague support” (Kolle-
genhilfe), one welcomed by both trade
unions and employers. At the same
time, the prohibition of agency work
in construction firms is to be retained
in view of the special conditions pre-
vailing in the construction industry.

It is in accordance with a need rec-
ognised by both employers and em-
ployees that construction firms “lend
out” workers to other building enter-
prises in the form of “support be-
tween colleagues”. This raises both
the competitiveness and the flexibil-
ity of German construction firms and
can help to avoid short-time working
and redundancies. By restricting the
measure to construction firms, which
are all covered by the same frame-
work and social fund collective agree-
ments, competitive distortions be-
tween firms in different collective
bargaining areas (market and land-
scape gardening, scaffolding, craft
roofing firms, building trade) will not
arise. This regulation will not affect
the financing of the social funds oper-
ating in the construction sector.
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Ireland

Employment Support
Services

Unemployment has been to the fore-
front of most political initiatives in
Ireland over the past number of years
with the numbers of persons who are
unemployed showing a steady up-
ward trend. At the end of 1993 there
were 297,000 people unemployed
and the average unemployment rate
for that year was 16.8%.

Traditionally the Department of
Social Welfare, which administers
the Irish income maintenance sys-
tem, has adopted a passive attitude
to the problems of the unemploy-
ment — its role was merely to ensure
that they received their due financial
entitlements in time and in accord-
ance with the relevant legislation.
However, with the growth in the
numbers who are unemployed over
the past ten years or so the Depart-
ment gradually began to take a more
pro-active interest in its unemployed
customers. They were viewed as a
valuable reservoir of skills and expe-
rience, a heterogeneous group of
people with varying needs and ex-
pectations, who needed and de-
served to be encouraged and assisted
to leave the unemployed Live Regis-
ter and make the transition to the ac-
tive labour force.

A range of programmes have been
developed over the past ten years to
assist the unemployed to return to
work. Because a significant number
of people have been unemployed for
lengthy periods the transition back to
work will in many instances be an
incremental one. Conscious of this
progression the Department has put
in place a range of second-chance
education schemes for the unem-
ployed with the aim of increasing
and updating their educational skills.
The bonus for the unemployed who
take part in these schemes is that they
can retain their unemployment pay-
ments while participating. In addi-
tion to enhancing their educational
skills, a gradual reintroduction to the
work ethic is also important, parti-

cularly for the many long-term un-
employed, and programmes to
achieve that have also been put in
place such as the Voluntary Work
Option and the Part-time Job Incen-
tive Scheme.

It has also been generally recog-
nised and accepted that the interac-
tion of the income tax and social wel-
fare systems sometimes gives rise to
disincentives to the unemployed to
return to work. It has also been said
that the Irish social welfare system
with its range of secondary or extra
benefits such as medical cards, differ-
ential rents, clothing and footwear al-
lowances, etc. often has a negative
impact on a unemployed person’s
desire to return to work. With a view
to removing or at least reducing the
impact of such disincentives a new
pilot programme called the Back to
Work Allowance was introduced in
late 1993.

The emphasis of this key pro-
gramme was to encourage the unem-
ployed to return to work by allowing
them to retain a proportion of their
unemploment payments for up to
two years. In addition they were al-
lowed to keep their extra secondary
benefits for this period and the new
allowance was not taxed or subject to
social security deductions. This pro-
gramme has been remarkably suc-
cessful in that over 4,500 new jobs
were identified during the first 12
months. A significant feature of the
programme was that 66% of the jobs
were self-start projects. Unemployed
people have engaged in a wide and
diverse range of activities in agricul-
ture, orticulture, forestry, food, trans-
port, computers, arts and crafts and
service industries. It is clear that
there is a wide reservoir of ideas and
talents among the unemployed, who
merely needed the financial incentive
to encourage them to translate their
ideas into what hopefully will be-
come viable enterprises.

One of the biggest advantages of
this pilot programme is that it is non-
legislative and this affords a degree
of flexibility in its administration.
The provision of a mentoring service
for new and existing businesses and
low-interest capital loans are being
explored as a part of the programme.

This pilot programme will continue
into 1994 and a detailed evaluation of
its impact will then be carried out.

The Back to Work Programme,
which primarily focuses on providing
an incentive to the unemployed, in
particular long-term unemployed, to
return to work, is, however, only one
side of the coin. Without jobs being
provided by employers a programme
such as this will not realise its full
potential. Employers also need incen-
tives and while there is a limited
amount which the social welfare sys-
tem can achieve in this area, it can
provide a stimulus especially to em-
ployers in the small to medium busi-
ness sector. The high cost of employ-
ers’ social insurance contributions
has often been identified by employ-
ers’ organisations as one of a range of
factors which militate against em-
ployment creation. To remove any
such disincentives, an Employers’
PRSI Exemption Scheme has been in
operation since 1992. This scheme has
led to the creation of almost 4,000 new
jobs and saved employers an esti-
mated £ 5 millions in social security
contributions.

Finally, the programmes of em-
ployment support which the Depart-
ment has put in place for both its un-
employed customers and employers
needs to be aggressively marketed at
local level. To achieve this and to pro-
vide a more focused and better man-
agement of the Live Register of the
unemployed, Jobs Facilitators have
been appointed in all the Depart-
ment’s main local offices. Their pri-
mary responsibility is to assist the
unemployed make the progression
back into employment either through
availing of one or some of the Depart-
ment’s schemes or alternatively link-
ing them into options which are avail-
able from other agencies. They are
also spearheading the drive at local
level to bring about a change in atti-
tude among the Department’s locally
based staff from one of passivity to
pro-activity in the way in which they
manage their unemployed custom-
ers.
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Belgium

The Flanders Region:
Youth Employment
Guarantee

In the wake of the Flemish Confer-
ence on Employment, the Flemish
government introduced a plan to
guarantee employment for young
people over the period 1993 to 1995.
The target group for this plan is
young long-term unemployed, i.e.
unemployed persons aged less than
25 who, on recruitment, have been
unemployed for at least two years.

The plan aims to provide such
young people with work experience
by enabling them to be employed for
one year as “subsidised contractual
employees” (cf. BIR B-v.1 and B-v.2).
This status entitles the employer to a
subsidy and to exemption from em-
ployer social insurance contribu-
tions. As far as the level of subsidy is
concerned, it is to be noted that the
Flemish government Decrees of 27
October 1993! stipulate that, within
the limitations set by the budgetary
resources set aside for this purpose,
the level of this subsidy for employ-
ers recruiting young long-term un-
employed on an employment project
is in line with the guaranteed average
minimum wage and thus is signifi-
cantly in excess of the subsidies nor-
mally provided within the frame-
work of the subsidised contractual
employment relations. The employer
receives this increased subsidy sub-
ject to the condition that intensive su-
pervision and care are provided for
the young person in question. This
measure forms the main axis of the
youth employment guarantee plan,
the aim of which is to provide young
people with work experience so as to
enable them to overcome the obsta-
cles preventing their definitive entry
or re-entry into the regular labour
market.

Implementation of the youth em-
ployment guarantee plan takes the

form of agreements between the
Flemish Minister of Labour and So-
cial Affairs and those providing the
work experience projects. In this con-
text a distinction is made between in-
stitutional projects and individual
projects.

All the ministers in the Flemish
government have initiated at least
one institutional project in the area
for which they are responsible. In
planning the projects care was taken
to ensure that they are spread equally
over the entire Flanders region. The
new jobs are primarily for less well
qualified young jobseekers. Welfare
associations and non-profit organisa-
tions may develop individual
projects within the framework of the
youth employment guarantee plan.
Of these private organisations, those
which already have experience in
dealing with young long-term unem-
ployed persons will receive preferen-
tial treatment.

By the start of September 1994 the
Flemish Minister for Labour and So-
cial Affairs had already approved 22
institutional ~projects within the
framework of the youth employment
guarantee plan. In total these have
led to the creation of 2,235 new fixed-
term employment opportunities
(full-time equivalents). A number of
institutional projects are still being
examined. It is expected that the tar-
get set by the Flemish government of
providing work experience for 4,000
young long-term unemployed by the
end of 1995 will be attained.

1 Decree implementing Decree no. 474
(28.10.1986) on the creation of an employ-
ment relation between contractual employ-
ees subsidised by the state and certain local
authorities and the Decree on the general
introduction of an employment relation for
subsidised contractual employees.

Belgium

The Walloon Region:
Local Government
Employment Plan

On 30 June 1994 the Walloon govern-
ment approved the Local Govern-
ment Employment Plan (PCE). The
plan aims to support the creation of
employment by local authorities in
the Walloon region: the target group
is the long-term unemployed (more
specifically, unemployed persons un-
der the age of 25 who have been out of
work for longer than the regional av-
erage). These young persons are re-
cruited on a regular employment con-
tract with a fixed term lasting no more
than three years; the field of activity is
community work. Four types of
projects have been announced: clean-
ing up the environment, socio-cul-
tural and sporting work, maintaining
the Walloon cultural heritage, and
care for small children. The Walloon
government hopes to integrate 1,500
young people into the labour market
under this plan.

All local authorities and provinces
are invited to participate in the plan.
Those authorities which opt not to
participate will, however, no longer
be entitled to preferential treatment
regarding support for “subsidised
contractual employees” (cf. BIR B-
v.1) after 1995. Local and provincial
authorities must take a decision on
participation by 30 September 1994; if
intending to participate, they must
then submit their projects.

The measure is to be financed
jointly by the Walloon regional gov-
ernment and the regional electricity
and gas distribution companies.

These companies must decide on
their participation in the plan by 30
April 1995. In addition, they will
have to redefine their “social objec-
tives”, in order to be able to devote a
proportion of their earnings to job
creation measures. Overall, during
the coming three years the energy

inforMISEP no. 48 / Winter 1994

21



Special Categories of Workers

supply companies are to provide FB
2,137,500,000 for the Employment
Plan (by subtracting this sum from
the profits distributed to the partici-
pating local and provincial authori-
ties). For this purpose each supply
company will set up a special fund,
financed by an allowance of FB
495,000 per job and year. The contri-
bution made by each energy supply
company will be based on their
turnover (75%) and the density of
their energy distribution network
(25%). The distribution of the jobs
created across the participating local
authorities will be determined by the
energy supply company according to
criteria it itself will draw up. The
Walloon Government has proposed a
distribution formula based on dis-
tributed profits (75%) and the unem-
ployment rate in the individual local
authority areas (25%).

The contribution made by the re-
gion will take the form of the same
drawing rights as are used to support
the “subsidised contractual employ-
ees”. In other words, the Walloon
Government will contribute FB
203,000 per job and year, just as it
does for the subsidised contractual
employees; over the three-year pe-
riod total spending will amount to FB
923,500,000. Thus local authorities
are entitled to financial support of FB
698,000 (FB 495,000 + FB 203,000) per
job and year.

Finally, it should be noted that the
non-commercial sector is also enti-
tled to benefit from the Local Gov-
ernment Employment Plan. Non-
profit organisations interested in this
measure must reach agreements with
the responsible local or provincial
authorities.

Netherlands

Changes in the Law
Exempting Employers
Recruiting the Unem-
ployed from Social
Insurance Contributions

The law under which employers are
exempted from paying employer con-
tributions to the social insurance
scheme when they recruit unem-
ployed persons is extended.

The amendment to the law means
that employers will be exempted if
they hire unemployed persons who
have been registered unemployed for
at least a half, but not longer than one
year, and for whom, in addition, a
wage cost subsidy (KRA) is paid by
the employment office. In the case of
an unemployed person who prior to
recruitment had been registered un-
employed for more than a year, ex-
emption can be granted without a
wage cost subsidy.

This exemption from social insur-
ance contributions lasts two years. If
the unemployed person hired had
been unemployed for more than two
years, the exemption lasts four years.

Until now employers have been
entitled to an exemption if they em-
ploy someone who has been unem-
ployed for at least two years (non-
Dutch nationals: one year). This ex-
emption is now for four years.

The amendment to this regulation
is expected to permit at least 10,000
additional unemployed persons to be
placed in employment per year.

Netherlands

The New “Employment
for Foreigners” Law

A stricter immigration policy for
those entering the Netherlands from
countries outside the European Un-

ion is the aim of a new employment
law for foreign nationals. The new
Employment for Foreigners Law (Wet
Arbeid Vreemdelingen, WAV) governs
the take-up of employment by non-
EU foreigners and their integration
into the Dutch labour market. This
law will take effect from 1 January
1995, and replaces the Employment of
Foreign Workers Law (Wet Arbeid
Buitenlandse Werknemers, WABW) of
1979. Under the new Law employers
will not receive a work permit for
non-EU foreigners so quickly, and the
work permit will only be granted sub-
ject to a number of conditions. In ad-
dition, the central labour market au-
thority will set a time limit for such
work permits. A modification to the
Dutch employment law stipulates
that non-EU foreigners who are not
permitted to work in the Netherlands
will not be able to register with the
employment office.

To whom does the Law apply?

In principle employers wishing to
hire a foreign national in the Nether-
lands require a work permit. For this
purpose, an employer is any person
who has somebody working for him.
This means that the employment of
foreign nationals for domestic or
other personal services is covered by
the Law. And unlike in the previous
legislation, this now also applies to
the public administration. In the case
of sub-contractors or agency work, it
is the final contractor who is responsi-
ble. The final contractor does not,
however, require a new permit if the
sub-contractor or the placement
agency has already presented a work
permit. For the purpose of the Law
foreigners are all those not in posses-
sion of Dutch nationality. The Law
does not apply to au-pairs.

When is a work permit not
required?

A work permit is not required for the
employment of persons from Mem-
ber States of the European Union or
countries of equivalent status (Scan-
dinavia, Austria and Iceland). No
work permit is required for foreigners
possessing a residence permit issued
by the Ministry of Justice, provided it
is clear from this residence permit
that no restrictions have been placed
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on taking up paid employment. The
Ministry of Justice has removed these
restrictions on foreigners who are en-
titled to live and work in the Nether-
lands, that is foreigners with a resi-
dence entitlement, refugees, or those
who have held a residence permit for
more than three years. This entry in
the residence permit replaces the dec-
laration by the labour market author-
ity that was previously necessary un-
der the WABW. In future employers
will be able to see from all new resi-
dence permits whether the foreigner
in question is allowed to work in the
Netherlands or not.

What are the responsibilities of the
employer?

An employer seeking to fill a vacancy
should do everything in his power to
fill this vacancy with a person from
the so-called “priority labour sup-
ply”, which persons require no work
permits. At least five weeks before the
employer applies for a work permit
he must have registered the vacancy
with the employment office. In addi-
tion he must also conduct an active
search himself, e. g. by placing adver-
tisements or offering retraining or
further training opportunities. If it
becomes apparent that the employer

Miscellaneous

France

Service Employment
Cheques

The service employment cheque was
introduced within the framework of
the Five-year Labour, Employment
and Vocational Training Law (§ 5 of
Law no. 93-1313, 20 December 1993).
By means of such cheques, private
persons employing another person in
their household, and in an activity not

is unable to fill the vacancy and no
suitable person can be found by the
employment office, the central labour
market authority is empowered to
grant a work permit. Normally a
work permit will be granted within
five weeks.

Portugal

Vocational Integration
of Disabled Persons

As part of the measures targeting vo-
cational integration for the most dis-
advantaged groups, the statistical de-
partment of the Ministry of Labour
and Social Security (MESS) carried
out a project to investigate the typical
characteristics of the occupational ac-
tivities of disabled persons. The study
was devised within the framework of
the employment programmes fi-
nanced from the European Social
Fund (ESF) and was concluded at the
beginning of 1994.

In the first phase a survey was con-
ducted in firms with 100 or more em-

related to their own profession, are
able to pay the wages of the employee
together with all the social insurance
contributions required. This covers
all forms of household and family
work, such as housework, gardening,
child supervision, care for the aged,
and additional teaching for school-
children. The implementation norms
applying in the context of this regula-
tion will be set out in a decree and a
circular.

The aim of the service employ-
ment cheque is to considerably sim-
plify administrative procedures for
both employers and employees in

Special Categories of Workers

ployees where disabled persons also
work.

In the second phase the disabled
persons employed in these firms were
surveyed. The aim of the survey was
to ascertain the extent to which they
are vocationally integrated and the
role played by their vocational train-
ing in the execution of their duties.

The study showed that the percent-
age of disabled employees increases
as the firm grows and that most disa-
bled persons are in permanent em-
ployment.

An additional result was that most
disabled workers are aged 45 or older.
The majority have had nine years’
schooling and the share of those who
have completed third-level education
is also above average.

Most disabled employees work in
the administrative sector and most
found their jobs either through per-
sonal initiative or in response to job
offers by the firms. Placement by em-
ployment offices was less common.

Finally, it must be noted that inte-
gration was usually achieved without
difficulty and that the type of employ-
ment, both from the point of view of
the employers and the disabled em-
ployees, largely corresponds to the
vocational training received.

the case of occasional employment
relations. Employment contracts do
not have to be drawn up, a pay slip is
not required, and social insurance
contributions do not have to be cal-
culated.

Activities for which remuneration
and social insurance contributions
can be paid by service employment
cheque

The service employment cheque can
be used to remunerate work:

- in which weekly working time is
not in excess of eight hours or
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which is performed within the
framework of a fixed-term con-
tract, the duration of which does
not exceed one month;

— and which falls under the regula-
tions on tax deductions as set out
in §17 of the taxation law of 30
December 1991, i.e. activities in
the household /family and garden-
ing work.

Period of application: The service
employment cheque is being intro-
duced throughout France as an ex-
periment beginning on 1 January
1994 and ending on 31 December
1995.

At the end of this period the au-
thorities will take a decision on the
future of this measure in the light of
the results obtained.

Service employment cheque system

The service employment cheques can
be issued, under the same conditions
as any other cheque, to natural per-
sons (employers) agreeing to the so-
cial insurance contributions being
paid by direct debit from their ac-
count to the national service employ-
ment cheque office.

Application forms for the service
employment cheque system are avail-
able from banks and post offices. A
private person with more than one
bank account is entitled to one
chequebook for each account.

As an experiment, private persons
aged over 70 are exempt from em-
ployer contributions to the social in-
surance institutions. Such persons
must fill out a form and send it to-
gether with the social insurance part
of the service employment cheque to
the national service employment
cheque office.

The application form for participa-
tion in the service employment
cheque system is to be handed in to
the account-holding financial insti-
tute, which then attends to the for-
malities of issuing the chequebooks.

The employer gives the cheque
part of the service employment
cheque to the employee. He or she
then fills in the social insurance cou-
pon and sends it, within 15 days of the
date on the cheque, to the national
service employment cheque office.

Currently, paid housework entitles
the employer to a tax deduction of
50% of the costs incurred up to a maxi-
mum of FF 25,000. This ceiling may be
raised for 1995.

The national service employment
cheque office, established at the site of
the social insurance and family allow-
ance office (union de recouvrement des
cotisations de sécurité sociale et alloca-
tions familiales) in Saint-Etienne then
calculates the social insurance contri-
butions due, debts them from the em-
ployer’s account and processes the
social insurance section of the service
employment cheques for the whole of
France. The office also issues the em-
ployee with an employment certifi-
cate enabling him/her to claim the
social security, unemployment and
additional pension benefits to which
he/she is entitled, and the employer
with a tax certificate with which he/
she can claim the appropriate tax de-
ductions.

Composition of the service
employment cheque

The service employment cheque con-
sists of:

— a cheque drawn on a bank or post
office account, and

- asocial insurance coupon on which
the employer enters the informa-
tion necessary to calculate the so-
cial insurance contributions due
and to ensure the rights of the em-
ployee.

More specifically, each service em-
ployment chequebook contains:

— 20 bank cheques,
- 20 social insurance coupons,

— one application for exemption from
employer social insurance contri-
butions (for those aged over 70).

In sum, the new measure is simple,
innovative and practical. Introduced
initially for an experimental phase of
13 months, it should lead to a percep-
tible increase in employment in an
area with a major employment poten-
tial — the household.

Netherlands

Two Research Findings

1. Active job search is worthwhile

The number of low skilled jobs is ex-
pected to decline by 24,000 per year
from now until 1998. At the same
time, around 70,000 jobs for unskilled
and semi-skilled workers will become
free per year as such workers increas-
ingly leave working life (early retire-
ment, retirement and work incapac-
ity). These labour market trends
mean that the long-term unem-
ployed, many of whom have no or
very little training, have a chance of
finding work. Yet this is contingent on
their actively and consciously seeking
work.

Of the 100,000 persons in the Neth-
erlands who have been out of work
for more than three years, around
30,000 find a new job per year (includ-
ing those unemployed persons find-
ing work in a job pool or who are
placed in a work experience opportu-
nity). Even during the recession of the
past two years the chances for the
long-term unemployed of finding a
job do not appear to have declined:
the number of unemployed persons
finding work during this period has
remained roughly constant.

In order to find work, it is impor-
tant that unemployed persons who
have been out of the labour market for
a long period themselves actively
search for work. Such initiative and
targeted searching appears to raise
the chances of finding work enor-
mously. Two thirds of those who
have been out of work for longer than
three years have ceased applying to
employers. Such persons appear to
have resigned to their fate of being
out of work.

It is concluded that this “discour-
agement” and the resulting passive
attitude by the unemployed is likely
to be a major problem in the future.
Studies have shown that almost 40 %
of recipients of minimum social sup-
port — who are obliged to apply for
work —are no longer actively seeking
employment. The reasons most fre-
quently given are: illness, already in
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employment or undergoing training.
Long-term unemployment tends to
lead to growing inactivity on the part
of the unemployed persons. The re-
sult is that, as economy picks up, an
increasing number of vacancies are
not filled, eventually leading to a loss
of potential employment opportuni-
ties. Consequently, the study shows
that labour market policy should pay
greater attention to activating the un-
employed.

2. Job sharing is conducive to the
balance between supply and de-
mand on the labour market

Another study shows that job sharing
leads to greater employment of un-
skilled and semi-skilled workers, by

improving the balance between sup-
ply and demand on the labour mar-
ket. However, the realisation of job
sharing is influenced by the economic
situation. Employers tend to intro-
duce job sharing primarily for organi-
sational and financial reasons: to fill
vacancies, to reduce wage costs and to
increase efficiency.

Unemployment is concentrated
among unskilled and semi-skilled
workers. One way of increasing em-
ployment for this group is to create
jobs through job sharing, i. e. by re-
structuring work tasks so that oneora
number of job opportunities arise for
unskilled and semi-skilled workers.
Any new jobs so created are often of
good quality.

Miscellaneous

The reasons given for introducing
job sharing include: finding employ-
ees for difficult-to-fill vacancies, re-
ducing work load, raising service
quality, and improving flexibility.
Social reasons may also play a role,
e.g. the introduction of part-time
work and the implementation of em-
ployment measures. In addition, job
sharing may also help to reduce
wage costs.

Greater efforts are to be made to
promote job sharing, as the improve-
ment in the economic situation means
that employers will require addi-
tional manpower. Job sharing can be
used to create jobs for those occupa-
tions situated between the minimum
wage and the lowest pay group.

Rough currency conversion rates

One European Currency Unit (ECU) was roughly equivalent to the
following amounts of national currencies (9 January 1994):

Belgium BFR 39.15
Denmark DKR 7.48
Germany DM 1.90
Greece DRA 295.42
Spain PTA 163.05
France FF 6.57
Ireland IRL 0.80
Italy LIT 1,989
Luxembourg LFR 39.15
Netherlands HFL 2.13
Portugal ESC 195.59
United Kingdom UKL 0.79
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The Organisation of
Labour Market Policy
Delivery in the
European Union'

Herrad Hocker

Introduction

The way in which the implementation of
labour market policy measures is organ-
ised is increasingly taking its place at the
centre of political and academic interest
alongside substantive and conceptual
policy aspects. If it is assumed that la-
bour market policy must both be effi-
cient and take account of social aspects,
the question is, which form of organisa-
tion is most conducive to simultane-
ously achieving both objectives. Is it im-
portant for the success of labour market
policy whether labour market authori-
ties are hierarchical, highly centralised
central government departments or less
hierarchical decentralised institutions in
which steering is achieved more by mar-
ket impulses, bargaining strategies and
networks than via hierarchies? What is
the significance and the impact of par-
ticipation by the social partners?

Given thatresearchin the new organi-
sational forms in labour market authori-
tiesis still at an early stage and that many
of the administrative innovations have
been implemented only recently, the an-
swers provided to these questions will
inevitably be incomplete. Nevertheless,
a number of trends characteristic of re-
cent developments can be identified and
described. To this end this article divides
the member states of the European Un-
ion into three groups according, in very
broad terms, to the nature of their labour
market policy implementation institu-
tions:

1. centralised and integrated organisa-
tion: Spain, Luxembourg, Ireland,
Portugal and Germany;

2. centralised and fragmented organisa-
tion: France, Italy, Greece;

3. decentralised organisation: Denmark,
Netherlands, Great Britain, Belgium.

In an integrated organisational struc-
ture, all the functions of labour market

policy implementation or, at least, of
active labour market policy are per-
formed under one administrative roof.
In fragmented systems, on the other
hand, labour market policy is imple-
mented by a number of institutions. The
lines of fragmentation can be either
sectoral in nature or may be oriented
towards specific policy functions (place-
ment, further training, insurance ben-
efits, etc.).

The essential characteristics of decen-
tralisation are more difficult to deter-
mine. The first distinction that must be
madeis between decentralisation within
a government department (deconcen-
tration) in which responsibilities are de-
volved to regional and local offices of the
department in question, and a re-
gionalisation or municipalisation in
which regional or local government as-
sumes responsibility, a change which is
in some cases linked to a regionalisation
of the financing system.

Many EU countries have made and
are continuing to make efforts to decen-
tralise policy actions, although with ma-
jor differences in extent and with regard
to the point of departure. It is hoped that
this will enable labour market policy
measures to be tailored more closely to
regional needs. Although national mini-
mum standards are to be maintained, it
is generally assumed that decentralised
planning is able to react more quickly
and above all more efficiently to regional
problems. This, in turn, draws attention
to a second aspect, the principle of cost-
benefit maximisation mentioned in the
opening paragraph. Combined with the
introduction of market principles, de-
centralisation is thought to be conducive
to the goal of raising efficiency.

The following brief national profiles
aim to provide a broad overview of the
organisational structures on which dif-
ferent national labour market policies
are based, their modes of financing and
the roles played by the actors involved.
Particular attention is paid to training for
the unemployed. In conclusion an at-
tempt is made to provide a tentative
evaluation of the way in which the vari-
ous organisational forms operate.

National profiles

Countries with centralised, integrated
organisations

Most EU member states are in this first
group. Although there are differences in
organisational form within the group,
these countries have a number of charac-
teristics in common. Either active and
passive labour market policy in its en-
tirety is organised within a single au-
thority, under the supervision of the la-
bour ministry (Spain, Luxembourg, Ger-
many), or responsibility is divided be-
tween just two authorities for active and
passive labour market policy (including
vocational training) - Ireland and Portu-
gal. In all these countries regional divi-
sions, to the extent that they exist at all,
are closely tied to instructions from the
central government departments.

Spain?

The most highly centralised country,
and thatin which the tasks performed by
the state labour market authority are
most comprehensive, is Spain. The na-
tional employment institute (Instituto
Nacional de Empleo, INEM) is not only
responsible for the entire spectrum of
active and passive labour market policy,
italso has just less than 100 further train-
ing centres of its own.®> Not only was
private job placement prohibited until
1994, employers were only allowed to

1 The article was drafted as part of a more
comprehensive study on the reorganisation
of labour market policy and its delivery
carried out by the Social Science Center
Berlin (WZB) for the European Commis-
sion. Case studies for Denmark, the Nether-
lands, Germany and Great Britain have al-
ready been published. A summarising
study willshortly beavailable. Theauthoris
grateful to Hubert Heinelt of the University
of Hannover, who provided additional in-
formation on Greek labour market policy.

2 Cf. Reissert (1994).

3 The Greek OAED has a similar spectrum of
responsibilities. However, given that the
degree of coverage is extremely low, and
that active measures are distributed
amongst a number of different institutions,
Greece is here included among the coun-
tries characterised by a fragmented organi-
sation.
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conclude employment contracts via the
INEM. Implementing, monitoring and
registering employment contracts ab-
sorbed around 15% of the working hours
of INEM staff (OECD 1992). Reforms
were therefore introduced with the aim
of debureaucratising the labour market
authority. Since 1994 the only obligation
on employers is to report vacancies and
successful recruitments to the INEM. Job
placement agencies working on a non-
profit basis are now also permitted. Dis-
cussions on shifting responsibility for
the unemployment insurance to the na-
tional social insurance institute have
been under way for many years, but the
change has yet to be implemented.

At national level, the social partners
are represented in the tripartite eco-
nomic and social council and in the fur-
ther training council; they also partici-
pateatboth national and provinciallevel
in the INEM self-administration. The
compulsory small local employment of-
fices are merely executive organs, with
no competence for further training pro-
grammes and similar measures. Further
training programmes are the responsi-
bility of the provincial employment of-
fices, whereby only around 20% are con-
ducted in centres belonging to the
INEM, 80% by autonomous training
providers. This division of tasks be-
tween the provincial and local employ-
ment offices may explain the fact that
40% of INEM employees work in the
provincial employment offices, a very
high figure in international terms. Yet in
view of central budgeting and detailed
spending guidelines by the “National
Further Training and Reintegration
Plan” (FIP) the provincial employment
offices, too, have very little scope for
autonomous decision-making. In the
wake of more general political decen-
tralisation, since 1992 vocational further
training has been gradually transferred
tothe “autonomousregions”, which will
also take over responsibility for INEM’s
regional further training centres.

INEM is primarily financed by unem-
ployment insurance contributions and
the further training levy, the remainder
of its revenue coming from grants paid
out of general taxation. Further training
for the unemployed is financed exclu-
sively by the further training levy,
around 60%, and the European Social
Fund (ESF), around 40%. Spanish labour
market policy focuses primarily on
training measures for the unemployed
and on wage subsidies in the private
sector.

Luxembourg

In Luxembourg both active and passive
labour market policies are implemented
by the “Administration de I'Emploi”

(ADEM), which is directly subordinate
to the labour ministry, and its three re-
gional bureaux. In 1991 the official body
responsible for disabled employees was
integrated into the employment office.
Atnationallevel the ADEM s supported
by a tripartite advisory commission. In
addition to this there are a number of
other corporatist bodies, such as the eco-
nomic and social council and the tripar-
tite co-ordinating committee, which in
the field of political planning seek to
reconcile differences of interests at the
macro level. This also applies to the field
of vocational initial and further training,
in which a system of training modules
for those in employment alongside their
regular work enables the employed to
gain the same certificates asunder stand-
ard initial training (CEDEFOP 1990,
p- 150).

Commercial job placement activities
are not permitted and employers are
obliged to report vacancies to the
ADEM. Non-profit-making agencies,
however, may operate with the commis-
sion of ADEM. This is also true of policy
deliverers that place participants in
measures implemented by them.

Due to the very low level of unem-
ployment (1993: 2.1%), expenditure on
labour market policy is very low. Labour
market policy is financed by an employ-
ment fund whose sources of income con-
sist of employer contributions, local au-
thority grants and income tax revenue.
At the same time, the degree of unem-
ployment insurance coverage is even
lower than in Spain, as only a very small
proportion of the unemployed, particu-
larly of those under 30, are entitled to
benefit. Active labour market policy, by
contrast, concentrates on measures for
young people (and for the disabled).

Germany*

In Germany, too, both passive and active
labour market policies are organised
within a single authority, the Federal
Labour Office (Bundesanstalt fiir Arbeit,
BA). Although this is subordinate to the
Federal Ministry for Labour and Social
Affairs, at all three levels (central, re-
gional and local) it is autonomously ad-
ministered by tripartite governing bod-
ies. On the other hand, there is no fixed
body guaranteeing the social partners a
statutorily defined right to participate in
policy planning. Except for their repre-
sentation within the BA, the influence of
the social partners at this top level is
restricted to informal lobbying.

This is particularly important given
that the self-administration of the BA is
in reality subject to major limitations: on
the revenue side (insurance contribu-
tions, central government grants fi-
nanced out of tax revenues), the BA —as

in most countries — has no influence; nor
is there a medium-term financial plan-
ning system. In fact, since 1993 the BA’s
budget can be passed by the Federal
Minister for Labour and Social Affairs
against the wishes of the autonomous
administration of the BA. Central gov-
ernment is obliged to meet any deficits
incurred by the BA, however.

In terms of the number of partici-
pants, at least, for many years the focus
of German labour market policy has
been on further training. The aim here is
to promote the adjustment of the work-
ing population to economic and struc-
tural changes, and policies are not re-
stricted to the unemployed, although
this group in 1992 counted for more than
60% of all participants. In the vast major-
ity of cases implementation of the meas-
ures is performed by autonomous serv-
ice deliverers. A rather peculiar constel-
lation results from the interaction of the
heavily centralised BA and the struc-
tural and labour market policy measures
implemented by the various federal
states. In recent years many federal
states have set up co-ordination offices
to improve co-ordination between the
measures implemented by central and
state government; in some cases they
also perform service functions, such as
consultancy vis a vis service deliverers.
Private job placement agencies have
been permitted since 1994 provided a
license has been obtained from the BA.

Ireland

In contrast to the countries described so
far, since the labour market reform of
1988 passive and active labour market
policies have been administered sepa-
rately in Ireland. Since then unemploy-
ment insurance, together with all other
monetary transfer benefits, has been re-
sponsibility of the social services minis-
try with its own network of social insur-
ance offices. Active labour market
policy, on the other hand, is largely per-
formed by one institution (FAS). FAS
has its own network of further training
centres and is heavily involved in ap-
prenticeship training; in the latter case it
performs some of the theoretical train-
ing itself. Some aspects of the previous
sectoral and fragmented system have
been maintained in the primarily gov-
ernment-financed training and labour
market institutions for the hotel, cater-
ing and tourist sector (CERT) and for the
agricultural sector (Teagasc). The inte-
gration of the Ministry of Labour with
parts of the Ministry of Industry and
Trade in a new Ministry for Enterprise
and Employment (in 1993) is also a re-
flection, at ministerial level, of the ef-

4 Cf. Linke (1994).
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forts being made to pursue policies at
supra-sectoral level. Private job place-
ment agencies have been permitted
since 1971, although subject to a number
of stipulations (among other things the
obligation to report twice a year to the
ministry).

All three bodies — FAS, CERT and
Teagasc® - implement programmes
which receive substantial subsidies from
the ESF. For instance, the ESF finances
55% of the training measures organised
by FAS. Other sources of income for FAS
are tax revenues and a training levy paid
by enterprises in certain branches which
is paid into a special fund, and, on a
sectoral basis, used to support further
training for the employed. This fund is
also administered and monitored by
FAS.

The activities of FAS are not restricted
to vocational training, however, but
cover all areas of active labour market
policy. Job creation measures, in particu-
lar, constitute an additional important
area of Irish labour market policy. In
view of high levels of youth unemploy-
ment, most programmes concentrate
heavily on support for young people.

Characteristic of the Irish form of cor-
poratism is the frequent inclusion of a
wide range of socially relevant groups.
The administrative council of FAS, for
instance, includes representatives not
only of the government and the social
partners but also youth organisations
and FAS employees. In addition there
are also sectorally organised, tripartite
further training committees. In view of
the major significance of ESF funding for
Irish labour market policy, the degree of
financial dependence on government
and parliament is likely to be consider-
ably lower in the case of FAS than, for
example, with the German BA. On the
other hand, the objectives defined by the
EU have left their stamp on the way in
which the funds are utilised. Since 1993
“County Enterprise Boards” have been
set up at local level which mark first
steps towards a decentralisation within
the framework of local economic and
employment development; they are in-
tended to serve as a bridge between cen-
tral and local government institutions
and between structural-economic and
labour market policies. These boards
contain representatives of local authori-
ties, the social partners and public agen-
cies.

Also in 1993 the government institu-
tionalised a National Economic and So-
cial Forum in which, in addition to par-
liamentary representatives and the so-
cial partners, groups previously ex-
cluded from the political decision-mak-
ing process, such as women’s groups,
the unemployed and the disabled, also

have a say. This forum is supposed to
discuss measures to combat unemploy-
ment and to reconcile diverging inter-
ests. Its reports are published and pre-
sented to the chambers of parliament for
debate.

Portugal

In organisational terms Portugal occu-
pies a position between Germany and
Ireland. At the political level, responsi-
bility for labour market and social policy
is, as in Germany, integrated within a
single ministry. Labour market policy
implementation, on the other hand, is
performed by two separate institutions:
the institute for social insurance finances
(IGFSS - passive benefits) and the insti-
tute for employment and vocational
training (IEFP — active measures). Most
of the boards of these self-administered
institutions are not characterised by
equal tripartite representation; rather
government, employers and employees
are represented in a ratio of 2:1:1, ensur-
ing that the government retains a major-
ity (chairperson).

Like its Irish equivalent, the self-ad-
ministered IEFP (representation ratio
8:4:4) has its own occupational training
centres in which, unlike in Ireland, fur-
ther training measures focus on adults.
Yet overall, the IEFP spends only
approx.30% of itsresources on measures
that it implements itself. The remaining
70% is used to finance programmes im-
plemented in the semi-state-controlled
“protocol centres for vocational train-
ing” or with the help of co-operation
agreements or other forms of out-
sourcing.

In the main, the branch-specific pro-
tocol centres are based on agreements
between the IEFP and employer organi-
sations; some protocol centres, however,
are run by the trade unions or by the
social partners together. The position of
the chairperson of the administrative
council is reserved for the IEFP, which
provides almost 100% of the centres’ fi-
nances. In terms of both the number of
participants and the costs, however,
many times more important than the
protocol centres are the co-operation
agreements signed between the IEFP
and private initiators (primarily large
concerns, trade unions and co-opera-
tives). Since 1993 vocational training has
been provided within the framework of
these co-operation agreements for
young people under 25 and for the long-
term unemployed; training lasts for
more than a year and is based on a train-
ing contract between the enterprise and
trainees. Both forms of service delivery
may include programmes for the em-
ployed and the unemployed.

The characteristic feature of these
measures is the creation of a statutory

system in cooperation with private
firms, co-operatives, the trade unions,
employers’ federations and training or-
ganisations. In view of the fact that in
1987 almost 86% of the employed and
almost 93% of the unemployed had had
a maximum of six years of schooling
(even now this is the minimum duration
of compulsory general education), sup-
port for training measures enjoys top
priority. Even by 1987 almost 64% of the,
by Portuguese standards, substantial
IEFP funds were spent on training. Be-
tween then and the start of the 1990s the
IEFP’s overall budget was doubled, with
almost all the additional resources dedi-
cated to training measures (CEDEFOP
1991). The measures focus on adult em-
ployees and support for apprentice-
ships. In terms of both spending (as a
percentage of GDP) and the number of
entrants Portugal has been at the top of
the OECDrankings in the past few years,
whereas training for the unemployed
has played a very much more subordi-
nate role. Such comparisons must take
account of the fact that Portugal, after
Luxembourg, has the lowest unemploy-
ment rate in the EU.

The introduction of apprenticeships
(1985) and Portugal’s accession to the EC
(1986) represent milestones in this
“training offensive”, much of which has
been financed by the ESF. Employers
and employees are involved only indi-
rectly in financing labour market and
vocational training policies via the gen-
eral social levy, introduced in 1986,
which in 1991 amounted to 25% of the
wage bill for employers and 11% of
wages for employees.

The influence of the social partners
has institutional roots in the form of the
“Permanent Council for Social Coopera-
tion” (CPCS) and the “Economic and
Social Council”, including the levels of
policy planning and formulation for eco-
nomic, labourmarketand social policies.
Although these bodies have a purely
consultative function, the exchange of
ideas between the various positions fre-
quently leads to agreements between the
government and the represented collec-
tive organisations which are subse-
quently enshrined in law. The depart-
ment of labour, employment and social
affairs at the CPCS canintervenedirectly
in questions of labour market policy.

Countries characterised by
centralised-fragmented organisation

Afragmented organisational structureis
to be found in such varied countries as

5 Since 1993 CERT has been subordinated to
the Ministry for Tourism and Trade;
Teagasc has always been a part of the agri-
cultural ministry.
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France, Italy and Greece. As in the first
group of countries, state control is very
considerable in all areas of labour mar-
ket policy in France and Greece, whereas
Italy has been marked by a partial decen-
tralisation of vocational further training.
At the same time there are also major
differences in other areas between
France and Greece.

France

Fragmentation within the Frenchsystem
follows the lines of the various catego-
ries of labour market policy. In other
words, there are separate (self-adminis-
tered) institutions for unemployment
support, active labour market policy and
vocational training (UNEDIC with its
regional branches, ASSEDIC, ANPE and
AFPA). The level of state control is high
for all three institutions; in addition to
these institutions, the French state main-
tains departmental offices within the la-
bour ministry. However, tripartite ad-
ministrative councils exist at the various
levels (national and regional) and in re-
cent years responsibility for further
training has increasingly been devolved
to the regions.®

This fragmentation is exacerbated by
the existence of a special placement
agency for managerial staff (APEC),
which is completely independent from
the labour market authority (ANPE) and
is financed by contributions paid by em-
ployers and managerial personnel them-
selves. APEC was founded in 1966 by the
employers’ federation and the trade un-
ions and is administered by them. Since
1987 non-commercial ~employment
agencies have been permitted, provided
that a number of conditions are fulfilled
and the approval of the ANPE has been
sought. Local authorities lacking an
ANPE employment office, in particular,
frequently perform a placement func-
tion.

The mode of financing labour market
policy is equally fragmented. The unem-
ployment insurance scheme adminis-
tered by the social partners was origi-
nally supposed to draw its revenue
largely from employer and employee
contributions, although it had become
increasingly dependent on government
subsidies in recent years. As a result, in
July 1993, after years of negotiations, an
agreement was signed between the so-
cial pariners and between the social part-
ners and the state according to which
state grants to UNEDIC/ASSEDIC are
limited to one third of the deficit; at the
same time contribution rates were
raised. Given that the ASSEDIC also ad-
minister a “solidarity system” financed
solely by the state for those not partici-
pating in the unemployment insurance
scheme, the role played by the state is

considerable in this area also. Active
policy measures are largely financed out
of tax revenues.

Further training measures for adults
and the integration of young people into
the labour market play a central role in
French labour market policy. The Law
on Vocational Training was passed in
1971 and setsaregulatory framework for
agreements between the social partners.
For the employed, an important aspect
of French vocational training policy is
the (statutory and collective) obligation
on employers to spend at least 1.5% of
their overall wagebill on further training
for their employees. Of particular inter-
estis the recent development of a modu-
lar system which regulates further voca-
tional training on the basis of training
vouchers (crédit formation). The increas-
ing importance of this modular system
has also had an impact on the range of
services offered by the training centres
and psycho-social centres of the adult
training authority (Association nationale
poitr la formation professionelle des adultes,
AFPA), all of whose training schemes
are to be offered in modular form. At the
same time, the AFPA conducts only a
small proportion of overall further train-
ing activities (just 8.6% of all publicly
financed measures in 1990, according to
the Ministere du Travail 1992, cited in
Muhlak 1993); a significant number of
other training providers exist.

It is on the basis of this relatively
complex institutional system of labour
market policy implementation that
France has been placed in the group of
centralised-fragmented countries. At
presentaround 500 different agreements
are in force between the various labour
market policy actors, in which the prac-
tical questions of institutional coopera-
tion are addressed. Within the context of
the reform of the “grand service public
del’emploi” the co-ordination problems
inherentinsuchanorganisational model
were emphasised and proposals made
onways in which co-ordination could be
improved. Among other things this has
led to a co-operation agreement between
the ANPE and UNEDIC. Further im-
provementsin theservices offered by the
ANPE (such as the introduction of self-
service elements, job clubs and the
planned one-stop — “guichet unique” -
offices) have been brought about within
the context of so-called “Progress Con-
tracts” with the state.

Greece

The fragmentation characteristic of the
organisation of Greek labour market
policy is primarily sectoral in nature. A
number of different ministries are in-
volved, each of which pursues its own
active labour market and vocational
training policy within its area of respon-

sibility. The most important labour mar-
ket policy measures are administered by
the labour ministry, but the ministries of
the economy, industry and culture all
offer measures of their own. The minis-
try of education and religious affairs is
responsible for co-ordinating the transi-
tion now under way towards a more
uniform public sector vocational train-
ing system.

Although there are a number of
corporatist bodies of varying composi-
tion, it is government that is the main
steering agent in all areas. The “Su-
preme Council for Employment” (ASE)
performs a consultative function re-
garding the planning, co-ordination and
evaluation of employment and social
policy programmes. Although this
council includes representatives of the
employers and employees, the majority
of seats are held by the state. A similar
function, but restricted to the area of
vocational training and employment, is
performed by the “National Council for
Vocational Training and Employment”
(ESEKA) and the regional and prefec-
tural committees (PEEKA and NEEKA).
The latter organisations are expert com-
mittees attached to the regional councils
and the prefectures; they play an impor-
tant role in regional planning and thus
in the distribution of ESF resources (see
below).

The labour market authority (OAED)
is subordinate to the labour ministry,
although at national level it has an ad-
ministrative council consisting of three
representatives of the government, three
each of the employers and employees,
onerepresentative of the OAED and two
experts. The chair is held by the director
of the OAED.# The OAED is financed by
employer and employee contributions.
However, in 1992, only just over half of
the OAED budget was covered by such
contributions: the large deficit had to be
met out of the government budget.

6 Jean-Claude Thoenig takes the view, how-
ever, that ministerial external administra-
tive departments are to be seen less as ex-
ecutive and control bodies of central gov-
ernment, than as “lobbyists” for the regions,
whoseimpactis “bottom-up”. Smooth hori-
zontal and interdisciplinary co-operation
with other administrations at regional level
is, for these external departments, an essen-
tial precondition for smooth vertical rela-
tions. This view was expressed in a lecture
given on 20 October 1992 at the WZB, Berlin.

7 The borders between initial training and
further training are fluent. The trend to-
wards a uniform training system encom-
passing both initial and further training
with a single set of certificates can be ob-
served in most countries.

8 At decentralised level there is no such self-
administration.
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The responsibilities of the OAED are
very wide-ranging. In addition to active
labour market policy in the narrow
sense, it is responsible for supervising
the training system, and maintains voca-
tional training centres of its own. All
recruitments and dismissals must be re-
ported to the OAED. As far as transfer
benefits are concerned, it is responsible
notonly for unemployment support, but
also for paying child allowance and a
number of other social benefits (e. g.
“birth grants”). At 6%, though, the de-
gree to which the unemployment sup-
portprovided by the OAED covers those
outof work is extremely low. Implemen-
tation is the responsibility of a number of
offices subordinate to the OEAD, lead-
ing to further fragmentation according
to categories of labour market policy. Job
placement is administered in 16 special
regional offices, whereas 120 local em-
ployment offices are responsible for the
other measures.

Greek labour market policy focuses
on vocational further training and on
employment promotion by means of
wage subsidies. Large-scale training
measures for both the unemployed and
the employed are offered by the “Greek
Centre for Productivity” (ELKEPA), the
“National Organisation of Small and
Medium-size Industrial and Craft Enter-
prises” (EOMMEX), the “Greek Welfare
Organisation” (EOP) and the Ministry of
Culture, tonamebut a few. Most of these
measures last between three and twelve
months. Many of them are co-financed
by the EU structural funds.

The current labour market policy de-
bate in Greece centres on the introduc-
tion of uniform curricula, examinations,
nation-wide certificates and the recogni-
tion of vocational training (basic train-
ing, retraining, further training). In
1992 /93 18 new vocational training insti-
tutes were set up, together with new
planning, administration, monitoring
and control structures within a new state
vocational training system (ESEEK); in
the course of the changes responsibilities
were transferred from the labour to the
education ministry. The new system en-
compasses both vocational initial train-
ing, further training and retraining, and
offers flexible forms of teaching to meet
the needs of the relevant target groups
(dual, alternating, modular, part-time,
etc.). Vocational training funds were set
up in collective agreements signed in
1992 (Bekrikaki 1994, p. 3). Thus the first
steps have been taken to reduce the frag-
mentation characteristic of the Greek
system.

Political and administrative reform
conducted between 1982 and 1984 led to
a partial decentralisation of labour mar-
ket policy. Since then regional (self-)ad-

ministration has been constituted by the
52 prefectures, each of which has been
assigned a regional council as an organ
for the representation of local interests.
Inaddition to the citiesand local authori-
ties, economic interest groups (boards of
trade and industry, agricultural organi-
sations, trade unions, etc.) are also repre-
sented on these regional councils. The
extension to the competence of cities and
local authorities at this general political
level has allowed them to become in-
volved in the field of job creation meas-
ures and vocational further training, as
their key role in regional planning gives
them access to ESF funds. Their own
resources, by contrast, are very limited,
as is their funding from central govern-
ment (cf. Getimis 1992, p. 228). Thus this
decentralisation has had the effect of in-
creasing the country’s labour market
policy capacities, although these still re-
main limited.

Italy

Fragmentation in Italy is due primarily
to the large number of administrations
and corporatist bodies involved in la-
bour market policy, together with the
complicated regulations concerning job
placement and support for the unem-
ployed. In addition, a decentralised ap-
proach has been adopted to vocational
training (both initial and further); the
regions are responsible for this area.

As in France, labour market policy
occurs at four levels. Atall of these levels
the employment offices are accompa-
nied by tripartite “employment commit-
tees” which have their own areas of re-
sponsibility. At central and regional
level special bureaux exist for planning
and monitoring. Theregional level plays
a major role, particularly in the field of
enterprise or sectoral restructuring. Pro-
vincial and district employment offices
are responsible for standard pro-
grammes, whereby the employment of-
fices and employment committees re-
sponsible for the agricultural sector are
organised on a separate basis. With a
very limited number of exceptions for
specific target groups, private job place-
mentagencies, even those operating ona
non-profit basis, are prohibited. As in
Spain, employers are obliged to register
vacancies. A given proportion of the va-
cancies to be filled by an employer (be-
tween about 12 and 20%) is to be re-
served for the particularly disadvan-
taged on the labour market. The various
forms of support for the unemployed
and the short-time working allowance
(CIG), on the other hand, are adminis-
tered at national level by the social insur-
ance institute (INPS). Benefits are
granted and paid out either by INPS
provincial offices or by district employ-
ment offices.

The vocational training system is
characterised by great regional hetero-
geneity; since 1972 the regions have been
responsible for this area. Despite the de-
centralisation and the further restriction
on government activities in 1978, voca-
tional further training is delivered
jointly by regional and central govern-
ment offices, whereby both the social
partners and EU directives exert a sig-
nificant influence (Forlani 1993, p. 67).
Frequently the regions have passed their
responsibility for implementing the
measures to provincial and local govern-
ment, the only functions remaining to
them being those of co-ordination. They
also maintain a number of vocational
training centres. Young people wishing
to take an apprenticeship, however,
have to report to the local employment
office. Policy measures focus strongly on
initial vocational training for young peo-
ple.

In general the social partners appear
to exert a considerable influence. Yet
they have often served to block the intro-
duction of urgently required and funda-
mental reforms of labour market policy.
In addition, the instability of political
conditions in Italy has made it difficult to
gain parliamentary approval for pro-
posed government legislation and de-
crees. With the framework agreement
between the state and the social partners
signed on 3 July 1993 the government
achieved a break-through in this area;
this agreement sets a number of corner-
stones for collective bargaining and la-
bour market policy. It is only being par-
tially implemented, however, while
some aspects have yet to be rendered
concrete by specific legislation. Financ-
ing occurs via an employment fund
(Fondo per I'occupazione) set up in 1993.

To an extent virtually unknown in
other countries, Italian labour market
policy concentrates on maintaining em-
ployment levels by means of a wage
compensation fund (CIG). Once it be-
came clear that an ever-growing propor-
tion of the short-time workers, many of
whom were on “zero hours”, havein fact
been made redundant for structural
rather than cyclical reasons, measures
had to be created for the external place-
ment of short-time workers (who remain
dejure employees of their firm). This led
totheintroduction of the “mobility lists”,
to further training measures for short-
time workers and other changes. All the
same, the rigid rank order (graduatoria)
withinjob placement prevented employ-
ers from recruiting the unemployed per-
sons they considered most suitable for
thejob; thisinturnled totheintroduction
of the so-called “named placement” sys-
tem. In order to combat high initial un-
employment levels among young peo-
ple, work and training contracts were
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created. Taken together, these measures
have increased the flexibility of the Ital-
ian labour market.

Countries characterised by
decentralised organisation

Belgium, Denmark and the Netherlands
have made the greatest efforts in recent
years to decentralise their labour market
policy organisation structures; in these
countries regional and local bodies often
enjoy substantial powers. With some de-
viations this is also true of Great Britain,
the only EU country to have so far priva-
tised the planning and implementation
of parts of active labour market policy.

Denmark?®

During the past ten years Denmark has
broughtabouta staged reorganisation of
its labour market policy, one combining
decentralisation with theintroduction of
commercial elements within public in-
stitutions. Labour market policy is di-
vided into three areas: financial support
for the unemployed and for participants
in policy measures; active labour market
policy measures; and adult training.

Administration of the (non-compul-
sory) unemployment insurance scheme
is the responsibility of the “A-funds”.
Although these have strong links to the
trade unions, they mustbe recognised by
the state, which also provides substan-
tial financial support and monitors their
activities. Other financial benefits such
as support for training or early retire-
ment payments are also paid out by the
A-funds although they are reimbursed
for this expenditure by the state. Despite
its voluntary nature, the Danish unem-
ployment insurance scheme achieves
the highest coverage rate in the EU.

For the insured unemployed, active
labour market policy is implemented by
state labour market authorities sup-
ported by influential corporatist organi-
sations atboth central and regionallevel.
Until 1993 the central labour market au-
thority (AMS) was supported by a tripar-
tite National Labour Advisory Council
(LAN); since 1994, however, this organi-
sation has been responsible for advising
the labour ministry directly and is thus
now more closely involved in the legisla-
tive planning process. In additional to
the social partners, theregional and local
authorities are represented within this
organisation, as they had previously
been in the regional labour market ad-
visory councils. Thus decentralisation
consists not only of a delegation of com-
petence from central to regional level,
butalso permits regional and local levels
to have a say in important central deci-
sion-making bodies. In addition, it is
local authorities that are responsible for
the uninsured unemployed.

With the exception of the so-called
“labour market training schemes”, adult
training is primarily the responsibility
of the education ministry and local au-
thorities. Nevertheless it is of great im-
portance for labour market policy, as its
training opportunities are used a great
deal by the unemployed who, during
training, retain their entitlement to un-
employment support. The labour mar-
ket authorities provide detailed infor-
mation on such training opportunities,
although, since they are open to the
population as a whole, they are not
treated as labour market policy pro-
grammes in the narrow sense. Charac-
teristic of adult training in Denmark is
the very flexible way in which it is or-
ganised; the system is based on modules
whereby each individual course is certi-
fied and recognised throughout the
country. By passing a series of such
courses a participant can obtain a recog-
nised general education or vocational
training certificate. There are very few
non-modular forms of adult training.
The so-called labour market training
schemes, in particular, are largely ori-
ented to the low-skilled. Training pro-
viders are largely public or semi-public,
self-administered facilities with cor-
poratist administrative councils. Pri-
vate, purely commercial service provid-
ers are rare.

There has been no change in this
three-fold structure of labour market
policy and in the dominance of public
institutions in recent years. Major
changes have occurred, however, in the
relationships between the various la-
bour market policy actors and in the
design of the labour market policy pro-
grammes. At central level, for instance,
the two state directorates responsible for
active labour market policy and labour
market training were brought under one
roof, with the aim of improving co-ordi-
nation between these areas. At the same
time both areas were decentralised and
market economic principles were in-
creasingly introduced to steer relation-
ships between the public institutions.
Theseinstitutions are also allowed to sell
their services to private bodies; indeed,
since 1990 even the employment offices
are allowed to offer certain services ona
commercial basis (e. g. personnel man-
agement consultancy); they are also able
to purchase services (e. g. television ad-
vertising times). Since 1990 Denmark
has also permitted private job placement
activities without any restrictions what-
ever, the only EU country to have done
s0.

As far as implementation is con-
cerned, since 1993/4 it is the regional
labour market advisory councils that
have performed the key role, as it is they
that determine labour market policy ob-

jectives and measures at regional level.
Since the mid-1980s the emphasis of
these measures has moved away from
subsidised employment offers to train-
ing schemes. Until 1993 these labour
market policy measures (in the narrower
sense) concentrated on the long-term
unemployed, whereas the short-term
unemployed were able to participate in
the training schemes more generally
available. Now, however, the labour
market advisory councils define re-
gional risk groups for which measures
areintroduced atan early stage. A safety
net remains in the form of national mini-
mum standards under which the long-
term unemployed are legally entitled to
policy measures lasting a total of one
year. In spite of this strong “social” ori-
entation of labour market policy pro-
grammes, the Danish labour market au-
thorities are traditionally at least just as
strongly oriented to providing a service
for the employers, and also perform sys-
tematic monitoring of regional economic
developments.

The Netherlands™®

The reorganisation of labour market
policy in the Netherlands is in many
ways similar to the Danish system, al-
though in the former, as in most of the
other EU countries, the social partners
aredirectly involved in the relevant pub-
lic bodies. The contribution-financed
unemployment insurance scheme is ad-
ministered separately fromactivelabour
market policy by the social partners in
sectoral social insurance funds.

As far as active measures are con-
cerned, in 1991 the labour market bodies
responsible underwent fundamental re-
structuring, in the course of which the
central employment office was removed
completely from the Ministry of Labour
and Social Affairs. The medium-term
framework budget of the new tripartite
employment office (CBA) is financed out
of taxation, ensuring its independence.
The new labour promotion law pre-
cludes the possibility of parliamentary
intervention or control. The regional em-
ployment offices enjoy a very autono-
mous position within the system and
have wide-ranging powers. They have
their own vocational training centres
and great store is laid by vocational (fur-
ther) training. An employment office is
able to earn additional resources by sell-
ing training courses to local employers:
as in Denmark, the same applies to a
number of other extraordinary services.
Besides the standard measures of active
labour market policy, an additional
function of the employment office is to

9 Cf. Hocker (1994).
10 Cf. Moraal (1994).
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approve dismissals (even individual
dismissals). Since 1991 commercial job
placement activities have been permit-
ted; they do, however, require a licence
from the public job placement service.
For the hard-to-place unemployed the
non-profit “START” job placement
agency, which co-operates closely with
the employment offices, plays a signifi-
cant role.

National minimum standards are de-
fined in the form of performance-ori-
ented success ratios; they stipulate, for
example, that certain groups of the un-
employed (women, long-term unem-
ployed, ethnic minorities, etc.) must be
placed in accordance with their share of
total unemployment.

As a counterweight to regional au-
tonomy, a quarterly reporting system
has been developed for the measures
implemented and the further training
opportunities offered. The already exist-
ing regular evaluations of regional la-
bour markets have been developed fur-
ther, the aim of such monitoring being to
support planning in, and budgetary re-
source allocation between the regions. In
addition the regular budgetary allow-
ances paid to theregions (based on “hard
facts” such as unemployment, participa-
tion rates, proportion of workers from
ethnic minorities in a region) are to be
supplemented by performance-depend-
ent grants. The aim here is to institution-
alise an incentive system for the employ-
ment offices, one enabling efficiency to
be raised while at the same time main-
taining national minimum standards.

Great Britain'!

The labour market policy reorganisation
implemented by Great Britain between
1987 and 1990 marks an, in many ways,
atypical development path within the
EU. Here, the wide-spread European
trends towards decentralisation and pri-
vatisation were linked to the abolition of
tripartite administrative structures and
the strengthening of the position of local
employers giving only minority repre-
sentation to trade unions and local au-
thorities.

From directorate level down, labour
market policy is organised in two sepa-
rate systems. Prior to reorganisation, ac-
tive labour market policy was imple-
mented by the tripartite Manpower
Services Commission — MSC - which
had its own training centres (Skill Cen-
tres). Payment of unemployment ben-
efits was totally separate; since 1981 ben-
efit recipients have not even been
obliged to report to the MSC.

Now, however, unemployment sup-
portand job placement are implemented
together by the public Employment

Service (ES). Atboth centraland regional
level the planning and implementation
of active labour market policy (except
job placement) are the responsibility of
the Employment Department and at re-
gional-local level of privately organised
“Training and Enterprise Councils”
(TECs"). Local employers account for at
least two thirds of the seats on the boards
of these bodies; the remaining third are
filled by representatives of public and
voluntary organisations. In order to en-
able them to fulfil their tasks, the TECs
have taken on a large proportion of the
former MSC personnel.

The Employment Department con-
clude contracts with theindividual TECs
on the measures to be implemented. Ini-
tially these were subject to annual bar-
gaining; since 1994 the measures last
three years. In turn the TECs conclude
contracts with a complex network of pri-
vate training consultants, training place-
ment agencies, providers and enter-
prises. Originally, co-operation between
the job placement agencies and the TECs
was not subject to any regulation what-
ever, and was hampered by differences
in regional structures. Since April 1993
the Employment Department requires
the two types of institutions to reach
formal agreements; both sides are
obliged to perform a number of funda-
mental and mutual services.

Public financial monitoring of the
TECs and their subordinate contractual
partners is closer than the control usu-
ally exerted over public institutions.
This means that the TECs must docu-
ment their spending and results, includ-
ing those of their contractual partners, in
a more detailed way than is required of,
for instance, the Employment Service.
The procedures are extremely bureau-
cratic and are in contradiction to the
rationalisation and increased efficiency
which privatisation was supposed to
bring about. Because success indicators
constitute important criteria for the dis-
tribution of resources to the TECs, there
is an incentive for “creaming” (i. e. fa-
vouring the more easily placed unem-
ployed), although only within the group
of the “difficult to place”, as labour mar-
ket policy programmes tend to be con-
centrated on labour market risk groups
(youth, long-term unemployed).

Inaddition to the TECs the 60 training
centres run by the MSC and the special-
ised employment agencies were priva-
tised.!® Since 1985 responsibility for fur-
ther education colleges has steadily been
removed from the local authorities. De-
cisions regarding the funds provided by
central government are now taken by the
newly established further education
funding councils, on which the TECs are
also represented.

Financing of labour market policy
was not altered. Support for the unem-
ployed continues to be financed out of a
general social insurance contribution;
active labour market policy is tax-fi-
nanced. Inrecentyears, however, spend-
ing on active labour market policy has
been continuously cut back. An excep-
tion here is spending on administration,
which due to reorganisation rose from
0.14% (1990/91) to 0.21% (1993/94) of
GDP, and thus now absorbs more than
40% of the resources set aside for active
labour market policy.

Belgium

In some aspects Belgium is even more
highly decentralised than the Nether-
lands and Denmark. Here, too, the social
partners arein a strong position. In addi-
tion to the principle of bipartite repre-
sentation of the social partners, it was the
transition to a federal system based on
the linguistic communities that was the
decisive factor behind the institutional
reorganisation of labour market policy
in 1989. Until then both active and pas-
sive labour market policy were concen-
trated within a central tripartite labour
market authority similar to the German
BA — the ONEM. In 1989 labour market
policy responsibilities were redistrib-
uted. Now, central government (and
thus ONEM) are only responsible for
passive benefits and a number of mon-
etary support benefits, including subsi-
dies for programmes offered at a na-
tional level (e. g. training support for the
long-term  unemployed). Vocational
training is the responsibility of the lin-
guistic communities (the Flemish com-
munity and the French-German speak-
ing community), while placement and
other elements of active labour market
policy are the task of the three regions
(Flanders, Wallonia and Brussels). This
means that the bipartite regional em-
ployment office in Brussels (ORBEM) is
primarily responsible for placement ac-
tivities within its region, whereas the
Flemish and the Walloon employment
offices (VDAB and FOREM,; also admin-
istered by the social partners in bipartite
fashion) have a wider field of responsi-
bilities, one which takes in vocational
training. Both the VDAB and the
FOREM have regional offices in Brussels

11 Cf. Mosley/Degen (1994).

12 In Scotland these are termed Local Enter-
prise Companies (LECs), which exhibit
very slight differences in organisational
structure.

13 The largest provider of public training
measures (Astra Training), which bought
up many of the skill centres on privatisa-
tion, faces difficulties and is in administra-
tive receivership.
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for vocational training and co-operate
closely with the Brussels regional em-
ployment office. Inmany areas co-opera-
tion with local authorities is also signifi-
cant.

The reform also transferred responsi-
bility for implementing labour market
policy programmes to the political levels
of linguistic communities and regions;
national regulations remain in force only
until regional-level programmes have
been introduced. To some extent,
though, the various policies had to be co-
ordinated, a process which has proved
extraordinarily difficult. For this reason
the “College de fonctionnaires dirige-
ants” was founded by twelve national
and regional ministries affected; its aim
is to improve co-ordination by ensuring
a regular exchange between ONEM,
VDAB, FOREM and ORBEM. In the
Brussels region a bipartite committee
was set up in 1990, one of the tasks of
which was to harmonise the employ-
ment and training policies of regions on
the one, and linguistic communities on
the other hand. At national level the
bipartite “National Labour Council”
plays an important role, particularly in
labour market and unemployment
policy and in drawing up collective
agreements which extend beyond
sectoral boundaries. In certain set areas
the council has the right to be heard by
government and parliament. Although
in legal terms its function is merely con-
sultative, proposals made unanimously
by the council are generally accepted. In
addition to the council, branch-level
commissions are responsible for sec-
torally specific issues.

An additional characteristic of the
Belgian system is that compulsory
schooling lasts until the age of 18 (al-
though between 16 and 18 compulsory
school attendance is only for half days).
Adults can take advantage of the train-
ing offered at centres run by FOREM and
VDAB. The emphasis of Belgian labour
market policy, however, is clearly on job
creation measures.

Summary

An overview of labour market policy
and its delivery in the Member States of
the European Union shows that, with
the exception of Belgium with a strong
regional stance, the federal govern-
ments usually set the legal framework
for activities in all EU-countries. This is
true except for vocational training,
which has been effectively decentral-
ised to regional levels in some coun-
tries.

In almost all countries the social part-
ners participate in the planning and/or

implementation of labour market policy,
and the extent of such participation is on
the increase. At the same time participa-
tion by the social partners varies greatly
in degree and with regard to institu-
tional form. In most countries the social
partners are represented in the adminis-
trative organs of the labour market au-
thority itself. In some cases, however, it
is the labour ministry that exerts direct
administrative control over the employ-
ment offices, although the influence of
the social partners is institutionalised
and in some cases (e. g. in Denmark)
considerable. Anumber of countries also
have well-established corporatist bodies
which play a consultative role in the
legislative process of labour market, so-
cial or economic policies.

It is interesting to note that the
corporatist bodies of the more recent EU
Member States, Portugal and Greece,
are (still) dominated by the central gov-
ernment. [t seems that in countries creat-
ing fundamentally innovative struc-
tures the state prefers to retain more far-
reaching supervisory opportunities
than in systems which have been estab-
lished for many years, particularly as
corporatism itself must be seen as a
structure whose development requires
time." Here the trend towards decen-
tralisation is also still weak. Equally,
those countries which are already most
highly decentralised (Belgium, Den-
mark and the Netherlands) must be con-
sidered to be those with the most pro-
nounced corporatist structure. An ex-
ception here is Great Britain, which be-
tween 1989 and 1990 abolished tripartite
administrative structures, counter to
current trends within the EU. Moreover,
while the reorganisation strengthened
the hand of local employers it also re-
duced the role played by local authori-
ties in active labour market policy. To
this extent, Great Britain must be con-
sidered as a case of “restricted” decen-
tralisation; the predominant character-
istic here is privatisation.

Both decentralisation and the integra-
tion of the social partners is necessarily
accompanied by an effective reduction
in central government responsibilities.
This involves an adjustment of the fi-
nancing system, as decentralisation can
be blocked if financial steering and con-
trol remain in the hands of central gov-
ernment. Regulations providing for
long-term financial planning or which
tie spending on active labour market
policy to thelevel of unemploymentor to
spending on passive benefits for the un-
employed can help to ensure financial
continuity and security at regional level.
Clearly, both principles areequally valu-
able in an organisation that is steered
from the centre.

In order to provide sub-national bod-
ies with substantive room for manoeu-
vre, the centre must restrict itself, be-
sides setting a financial framework, toan
overall framework for labour market
policy, the individual items of which are
then determined by the regional actors
themselves. Specifically formulated in-
dividual legal entitlements of unem-
ployed persons to certain benefits tend
to be an element of central government
labour market policy, although decen-
tralised and flexible forms are also possi-
ble, for example by merely determining
the duration of minimum entitlement,
and not the type of entitlement (cf. Den-
mark). In the context of a decentralised
organisational form, such legal entitle-
ments can serve as a guarantee of na-
tional minimum standards and provide
a security net for the most vulnerable
among the unemployed.

A decentralised system also requires
awell-developed information and moni-
toring system as the basis on which pub-
licfunds can be distributed. Thisisall the
more important when it is not only “ob-
jective” criteria, such as the size of the
working population, the level of unem-
ployment, or economic growth of a re-
gion, which enter into the allocation for-
mula, butalsoindicators of success (such
as placement rates for risk groups) as an
incentive for the local labour market
bodies. In this way decentralisation can
be conducive to (and indeed requires)
transparency with regard to both imple-
mentation and finances.

In most cases, passive and active la-
bour market policies are organised sepa-
rately. As Ireland’s experience shows, it
might however be rational to integrate
income replacement schemes, such as
unemployment benefits and social aid.

Itappears that where they are permit-
ted to operate, private job placement
agencies are unable, contrary to fre-
quently raised fears, to pose a significant
competitive threat to public institutions.
Eventheunconditional admission of pri-
vate, commercial job placementagencies
in Denmark has had the effect of
strengthening the image of the public
labour market authority, while at the
same time facilitating a critical examina-
tion of public sector services. The OECD
comes to a similar conclusion with re-
gard to private agencies in Japan and
Great Britain (OECD 1992).

The increasing importance of advi-
sory services, particularly for the long-
term unemployed, is reflected in the
creation of job clubs and similar institu-
tions, and in some cases in an expansion

14 This role of the state as strongest actor can
alsobe observed in the East European coun-
tries during the current transition phase.
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of the personnel resources available to
the labour market authorities. In all the
decentralised countries, personnel re-
sources (with respect to the number of
unemployed) are high. No clear pattern
is exhibited by centralised countries,
however (see table on p. 35). Generally
speaking, countries in which the unem-
ployment insurance scheme covers a
large proportion of theunemployed tend
to invest significant personnel resources
in active labour market policy.'* The im-
mense differences in the costs of admin-
istration are very difficult to explain on
the basis of the available information.
The Netherlands and Denmark, for ex-
ample, require far fewer resources for
administration (expressed as a percent-
age of GDP) than Germany, although the
countries are similar in terms of staffing
levels. Great Britain is also an extreme
case in terms of administrative costs,
particularly in relation to total spending
onactive labour market policy. Thisis all
the more surprising given that privatisa-
tion might well be expected to enable
administrativecosts tobereduced. How-
ever, given that the transition has not yet
been completed, and that - like the Em-
ployment Service personnel - most TEC
employees are still civil servants, it is as
yet too early to draw conclusions in this
regard.

As far as the question posed at the
start of this article — the efficiency and
equity of labour market policy and its
organisation — it is the question of effi-
ciency that proves by far the more diffi-
cult to answer. The case studies of Den-
mark and the Netherlands conducted
within the framework of the project as a
whole suggest that these countries have
indeed found ways to raise the efficiency
of the public labour market authority
and to compete successfully with the
private sector, without losing sight of
social equality. Success-dependent fi-
nancing structures (where the criteria of
success are defined by central govern-
ment) and the restriction of central gov-
ernment activity to setting framework or
target values allow employment offices
on the ground to react relatively flexibly
to the free market, and, on the basis of an
improved image, react more appropri-
ately and more quickly than before to
problems that arise. Any comparison of

national efficiencies, however, proves
problematic due to the complexity of the
criteria to be taken into account, all the
moreso given that criteriawould haveto
be assigned different weights in line
with cultural and political differences
between countries. This clearly shows
that merely taking account of a single
pole (centralised versus decentralised)
or just one aspect of the reform efforts, is
nota promising approach:rather, itis the
task of distributing responsibilities be-
tween centralised and decentralised
units in the most effective way that
should represent the focal point of all
reform efforts.
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