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PART I.    INTRODUCTION

Background

1 Heads of State and Government of the Member States of the Council of Europe, when they met in October 1997 for the Organisation’s Second Summit, identified social cohesion as ‘one of the foremost needs of the wider Europe and an essential complement to the promotion of human rights and dignity’ (Final Declaration). They went on to instruct the Committee of Ministers ‘to define a social strategy to respond to the challenges in society and to carry out the appropriate structural reforms within the Council of Europe’.

2 The first step taken by the Committee of Ministers was to set up a new intergovernmental steering committee, the European Committee for Social Cohesion (CDCS), bringing together several formerly separate areas of work. The Committee’s terms of reference state that ‘the first task of the Committee will be to prepare a strategy for the development of social cohesion activities within the Council of Europe for consideration by the Committee of Ministers’.  It directed that this strategy should contain ‘a programme of work for the medium term’.

3 In launching a social cohesion strategy, the Council of Europe decided to integrate its work in a number of fields, which were formerly separate, namely employment, social security, and social policy. In addition, the same approach would apply to access to education and to health. Work on social cohesion is, therefore, based on a multidisciplinary approach. Just as governments have in many cases found it necessary to set up special taskforces to bring together the contributions of several different departments whose work has a bearing on social problems, so now at the level of the Council of Europe it is for the European Committee on Social Cohesion and the Directorate-General for Social Cohesion to integrate the work across a broad field.  

4 One of the key component activities of the Council of Europe’s social cohesion strategy is promoting access to employment for the many millions in the Member States who are unemployed and seeking work. A Committee of Experts on Promoting Access to Employment (CS-EM) was set up in Autumn 1999 to develop guidelines on how local development initiatives can help the integration of the long-term unemployed into the labour market with particular reference to the situation in Central and Eastern Europe. This activity drew inspiration from Council of Europe legal instruments such as the Social Charter that contains a right to work as a key element of social rights. 

Objectives and tasks

5 The European Social Cohesion Committee (CDCS) initially gave the following tasks to the CS-EM Committee of Experts:

- 
Many groups and individuals experience particular difficulties in gaining access to employment. Both the employment standards of the Council of Europe and the European Employment Strategy of the European Union share a common concern to promote access to employment for socially excluded groups and individuals and eliminate all forms of discrimination in employment.

-
On the basis of a review of good practice in Member States, and taking full account of the relevant provisions of the European Social Charter and of the European Employment Strategy of the European Union, the Committee of Experts on Promoting Access to Employment should identify and develop appropriate horizontal links and co-ordinated approaches between relevant good practice in the employment field and the other priority areas of the Strategy for Social Cohesion (in particular, social protection and education) designed to promote the integration of socially excluded groups and individuals into the labour market.

-
This activity will also provide a forum for Member States outside the European Union to share good practice with their partners in the European Union. The particular focus will be on those aspects of the European Employment Strategy which concern the promotion of equal opportunities in the labour market for all workers, and in particular the special needs of different groups and individuals who experience particular difficulties in acquiring relevant skills, gaining access, returning to and remaining in the labour market. 

Objectives of the work of the Committee of Experts were to:

· Provide a forum for national administrations to share information on good practice with regard to promoting the integration of socially excluded groups and individuals into the labour market, including those at risk of exclusion;

· Assist Member States in developing policies compatible with the employment standards of the Council of Europe (European Social Charter) in the fields of equal opportunities and non-discrimination;

-
Identify and develop appropriate horizontal links and co-ordinated approaches between relevant good practice in the employment field and the other priority areas of the Strategy for Social Cohesion (in particular social protection and education).  

6 The detailed terms of reference of the CS-EM activity as agreed by the CDCS are contained in Appendix 1.

PART II.  CS-EM ACTIVITY REPORT

7
At its first meeting (26-27 October 1999), the Committee agreed immediately and unanimously to focus its work on how local employment initiatives in particular at local level can combat and prevent long-term unemployment. This would complement, but not duplicate, work done by other international organisations on stimulating employment: the OECD through its economic policy recommendations to its member states, the EU through the Luxembourg process of compliance with employment guidelines in its Member States and the ILO on compliance with its own standards. All three organisations were closely involved in the work of CS-EM.  Following the Secretariat’s proposal, it was also agreed that the Member States submit to the Secretariat examples of ‘good practice’ on how development initiatives at local level can combat and prevent the problem of long-term unemployed through a horizontal and co-ordinated approach. These would be a basis for the Secretariat to draw up guidelines with the help of a consultant.  A consolidated list of all those who participated in CS-EM meetings is contained at Appendix 2.  
8 At its second meeting (4-5 May 2000), the Committee discussed a first draft of the guidelines based on the ‘good practice’ examples submitted by the members, and asked the Secretariat to produce with the help of an appointed consultant, Kevin P. O’Kelly, a redraft of the guidelines taking account of the comments made by members of CS-EM. 
9 At its third meeting (19-20 October 2000), the Committee agreed, in broad outline, the revised guidelines and associated report written by the consultant and agreed on changes to be introduced to the guidelines. It was agreed that the final report of the Committee’s work would also deal with the issue of barriers to employment in the context of the main headings agreed for the draft guidelines, i.e. local partnerships, entrepreneurship, equal opportunities, training and education. It was agreed to expand the section on equal opportunities into two parts: the first dealing with gender and the second with discrimination on other grounds, such as disability and age (young, older workers) and ethnic minorities. There was special agreement to add guidelines on older workers. It was also agreed to complement the guidelines with a paper on barriers to employment. 

10 During its fourth meeting (3-4 May 2001), the Committee provisionally adopted the guidelines and the explanatory report and discussed the report on barriers and obstacles to access to employment prepared by the consultant. It was agreed, in the light of the comments of members, that the barriers paper would be revised by the consultant. It was also agreed that the final report of the Committee’s work would integrate the guidelines, the barriers paper, the explanatory report and an annex of ‘good practice’ examples from the Member States.

11 This final report of the Committee contains five parts: An Introduction (Part I); this activity report (Part II); draft Guidelines on Access to Employment (Part III); an Explanatory Report (Part IV); and an accompanying report on Barriers to Access to Employment (Part V).  The Introduction describes how the Committee came to be established as part of the Council’s strategy of social cohesion and focusing of its work on access to social rights. This activity report describes the progress of the work.  The Guidelines and the Explanatory Report were formulated on the basis of twenty-one national papers, from the Member States, Observer Organisations and countries (summarised at Appendix 4 to the Report), and discussions during the CS-EM meetings.  These examples, while mainly from the countries of Central and Eastern Europe, were also provided by the EU Member States and by the Mediterranean countries participating in the CS-EM. Consequently, the resulting Guidelines are relevant to all Member States in their need to promote access to employment. The Guidelines are organised under six headings: Local Partnerships; Equal Opportunities between Men and Women; Non-Discrimination towards Disadvantaged Groups; Entrepreneurship; Education, Training and Life-Long Learning; and Monitoring and Evaluation. The section on Barriers to Employment is also organised under these same broad headings. It identifies the factors that contribute to placing obstacles or barriers in the way of these being effective or that hinder entry for socially and economically excluded groups into the labour market and is an important piece of research complementing the guidelines and underpinning the need for them.
At its final meeting, the CS-EM Committee decided to emphasise that although its guidelines focused on local initiatives their application and framework was national. Policies on partnerships, on equal opportunities and non-discrimination as well as developing entrepreneurship and training and education need to be set within a national vision for promoting access to employment.  The good practice submitted by the members of the CS-EM related to initiatives taken for the most part at local or regional levels and it is at these levels that partnerships can work best to tackle problems of labour market exclusion.  It is also at these levels that jobs are created, at which partnerships can often work most effectively and that programmes can best be adapted to local needs.

12 Nonetheless, such measures need to be set in a national framework, with clear and transparent linkages between local employment initiatives and national priorities and legal standards on labour market issues and employment conditions. Thus, these guidelines are also applicable at national level. They establish general principles on how initiatives with the purpose of improving access to employment should be designed and implemented to maximise access to employment and thus reduce social exclusion. In this way, they will contribute to the formulation of a possible recommendation on improving access to social rights.   

13 In this context, the work of the public employment services is highly important in ensuring the effective functioning of labour markets, in contributing to partnerships and in providing linkage to national level initiatives in the employment field.  

14  The Committee adopted the final report of its work during the fifth meeting (18-19 October 2001) with some amendments incorporated in this report. The Secretariat was instructed to submit it to the CDCS for examination and adoption.

PART III.  GUIDELINES ON LOCAL PARTNERSHIPS FOR THE 

                    DEVELOPMENT OF EMPLOYMENT

15
The following Guidelines on local partnerships for the development of employment were agreed by the Committee of Experts on Promoting Access to Employment (CS-EM). Their prime purpose is to address the problem of long-term unemployment effectively at local level but they are guidelines to be applied in a national context.  
LOCAL PARTNERSHIPS

1.
A multi-partite and inclusive approach to partnership in local employment programmes is essential. Partnerships should involve as wide a range of organisations as possible, including central, regional and local governments, bodies responsible for paying social benefits, social services, employer and business organisations, trade unions, NGOs, and civil society organisations and those representing the unemployed and ethnic minorities.

2.
Local partnerships should strive to promote a policy of integration and coherence between national, regional, and local job creation programmes, such as the co-ordination of employment and labour market policies together with business and infrastructure development.  

3.
Adequate and sustainable funding is fundamental for the success of any local employment partnership.

EQUAL OPPORTUNITIES BETWEEN MEN AND WOMEN

4.
Equal opportunities between men and women should be mainstreamed in all local employment initiatives.
5.
Where necessary, economically disadvantaged women, especially those with family or caring responsibilities, should have access to special training and other support programmes specifically designed to meet their circumstances, in particular affordable, accessible and good quality day-care facilities for children and other caring needs.

6.
The organisation of work should provide flexible working arrangements for women and men, such as part-time work and flexible working time, to facilitate their family or caring commitments.

NON-DISCRIMINATION TOWARDS DISADVANTAGED GROUPS

7.
Access to and participation in local employment programmes should be non-discriminatory on grounds of disability, ethnicity, age or other forms of discrimination. 
8.
While recognising the principle of non-discrimination, it is sometimes necessary to positively discriminate in favour of certain groups through targeted programmes in order to combat their long-term unemployment. In such targeted programmes, integrated approaches are essential between the various agencies involved, including social services, to ensure access to employment for such groups.

9.
A policy of equal opportunities in access to local facilities - training programmes, employment advice, housing, health and social services etc. - should be an integral part of the design and implementation of local employment initiatives.

ENTREPRENEURSHIP

10.
For those who wish to start a business, either alone or in association with others, advice and training on business, financial, legal, marketing and technical issues, as well as on management of personnel is essential to ensure success, as is the continued support of the relevant local and state agencies. This should be available at no or low cost to the start-up enterprise. 

11.
Voluntary and self-help projects should receive particular encouragement and support, including the possibility of fiscal incentives. Such projects are often closer to local situations and can meet the social and economic needs of local communities not fulfilled by the profit-oriented private sector or by public sector organisations.

12.
Access to adequate, affordable and sustainable funding is also vital for the long-term success of any business.  Such funding should be easily accessible whether through public sources, the commercial banking sector, credit unions or other alternative sources of finance or a combination of these.

13.
Entrepreneurs should be made aware of and have access to information on their rights and obligations regarding taxation, social insurance and labour laws.

14.
Programmes for entrepreneurship should be continually monitored and evaluated. This enables different approaches and methods to be adapted to changing needs and problems and possibly to be used in other locations, the so called ‘multiplier effect’.  As a minimum, programmes should be reviewed regularly to ensure their effectiveness and to correct any problems or inefficiencies.

EDUCATION, TRAINING AND LIFE-LONG LEARNING

15.
Training and re-training in skills relevant to the demands of the local labour market are vital elements of any local employment initiative.  However, local education and training policies cannot be formulated in isolation from wider workplace and business developments.  Consequently, in providing such training or re-training, the changing nature of work has to be taken into account and a key consideration of education and training policies should be the need for training programmes to provide leadership, business and technical skills which are also marketable in the wider context of national and global labour markets.

16.
In responding to the need to provide sustainable long-term employment opportunities, greater co-operation is required between the local educational and training institutions, local employment agencies, local government including both elected representatives as well as officials, local enterprises and the representatives of the social partners in the development of education and training policies, in line with the available resources and the labour market demands within the locality and/or region.

17.
All education and training programmes should include modules on personal and social skills, job hunting and career planning and development, in line with the principles of ‘life-long learning’ and non-formal education.

18.
Opportunities need to be provided to workers to ensure that their skills and qualifications continue to be relevant to the ever-changing demands of the labour market. This should be done, through national training policies, supported by local partnerships and local enterprises. The objective of life-long learning should be to enable workers and those wishing to enter the labour market to keep up with the constant changes in technology and markets, and thus to have a place in the labour market.

19.
All education and training programmes should include an element of ‘on the job’ placement and work experience as a means of assisting the integration/ re-integration of participants into the workforce.

20.
It is essential that public works and community employment programmes include an element of skills training, so as to provide participants with the opportunity to find further employment at the end of the programme.
MONITORING AND EVALUATION

21.
As part of the design of a local employment programme, an agreed monitoring system should be included.  This process should be based on realistic targets; it should be quantifiable, providing data and information which will have added value in the design and implementation of future programmes. It should be embedded in the policy making process. 

22.
A process of ‘benchmarking’ of the results of programme evaluations against other projects at a national level, and/or trans-nationally, would provide useful data on the effectiveness of the programmes and lead to the more efficient use of scarce financial and manpower resources. 
23.
In undertaking an evaluation of local employment programmes, the views of the target groups and participating individuals should be sought and taken into consideration in any assessment of the effectiveness of the programmes.

PART IV.    EXPLANATORY REPORT 

Introduction

16
At its first meeting on 26-27 October 1999, the Committee of Experts on Promoting Access to Employment (CS-EM) agreed to focus on how local employment initiatives can be used to prevent or reduce levels of unemployment among vulnerable and excluded groups in the labour force.  Each member country represented on CS-EM undertook to submit at least two examples of cases of ‘good practice’, with a view to sharing experiences that could be used to combat long-term unemployment.  

17 It was also agreed that the cases should concentrate on local community employment programmes, socio-economic projects or projects to assist in self-employment and to encourage the setting up of micro-firms. Some emphasis might be placed on a number of disadvantaged groups, such as the long-term unemployed, people with disabilities, ethnic minorities, economically vulnerable women or young people. Older workers were subsequently added to this list. In the case of long-term unemployment, this was defined as any person who was without work and seeking employment for 12 months or more.

18 The underlying idea for this approach is to see how each member country of CS-EM might learn, from the cases presented, how to reduce unemployment and create sustainable, quality employment in economically deprived areas and for those excluded from the labour market. Representatives of the participating countries, in drafting the cases, were encouraged to identify elements and factors that might be extracted from the particular local or regional context and applied at a wider transnational level. It was agreed, therefore, that the case study examples would be drafted with an emphasis on transferability, rather than on comparability.  

What can we learn from case studies?

19
As already stated, the projects covered in the national papers concentrate, by definition, on ‘good practice’ programmes. They have a richness of ideas and a variety of approaches and a number of key lessons can be drawn from them.  For example, one of the reasons for being long-term unemployed is that people very often lack the skills to obtain and keep a job. Their problems can result from a number of disadvantages, such as early school leaving, literacy problems, low self-esteem, family commitments linked to a lack of childcare facilities, or simply where they live (‘unemployment blackspots’). These problems can be compounded, for the individual, by a negative view of life and of one’s own potential. Other, less tangible skills, which others take for granted, can also be missing, for example, time management, the ability to work with others and the ability to take direction or to make decisions.  

20
In getting back into the workforce, training based on classroom type learning can also be difficult, especially for those whose experience of formal education might be negative, which leads to problems of commitment, detachment and drop-out.  When other exclusion factors are added to this equation, such as disability, first-time access to the labour market (young people), responsibility for family and other dependents (mainly women), or if one’s skills become redundant (older workers), the problems of finding employment increase substantially. So where an individual faces such multiple problems, liaison between the relevant support agencies is necessary to keep the person involved and to help them progress in terms of training and into employment.

21
Moving from unemployment to work does not automatically solve these problems and, indeed, can present the individual with new hurdles to get over. Post-placement support for workers and for employers might be necessary to address any difficulties and to ensure that more jobs are long-term and sustainable.  

22
Taking all these factors into consideration, ‘good practice’ examples can point the way to success in the design and implementation of local programmes and helping those responsible for such programmes to identify local needs. They can also establish links between training, work experience and sustainable employment, to foster a culture which believes that people can have careers, progress, prosper and contribute to the wealth of the local community and, therefore, bridge the gap between unemployment and the world of work.

Overview of the Case Studies

23
As stated in the Activity Report section (see page 6), a total of twenty-one national papers, with almost sixty examples of programmes and initiatives designed to stimulate employment were returned and information about them can be found in Appendix 4.  Papers were submitted from the following countries: Albania, Belgium, Bulgaria, Croatia, Cyprus, the Czech Republic, Estonia, Finland, Georgia, Hungary, Italy, Latvia, Lithuania, Luxembourg, Poland, Romania, the Russian Federation, the Slovak Republic, Slovenia, Turkey and Ukraine.   

24 In addition, a number of Observer Organisations and countries, participating in CS-EM, also submitted examples and observation papers – these were the European Committee of Migration (CDMG); the International Council on Social Welfare (ICSW); the Association of International Charities (AIC); the Congress of Local and Regional Authorities of Europe (CLRAE). Human Resources Development Canada (HRDC) also submitted a paper outlining three Canadian ‘good practice’ initiatives and these are also included in Appendix 4. In addition, representatives of the Organisation for Economic Co-operation and Development (OECD), the International Labour Organisation (ILO), the Commission of the European Communities, the Holy See and the European Committee for Inter-Governmental in the Youth Field (CDEJ) played an active part in the discussions.  

25 A bibliography listing additional documentation considered by CS-EM is at Appendix 5.

26 The ‘good practice’ examples submitted covered a wide range of approaches to dealing with the problems of socially excluded groups in a number of economically deprived locations within each country.  The locations focused on were, in many cases, rural.  A number of cases also concentrated on old industrial and mining areas where employment is in decline and on the problems involved with the re-generation of these areas.  

27 Many of the projects focused on the particular needs of the more vulnerable groups that are more susceptible to long-term unemployment.  Other programmes were of a more general nature, designed to implement national employment policies at a local level. 

28 Most cases contained an element of training and/or re-training, work experience and career advice for the target group and, in this context, adequate funding emerged as an issue of concern for the effectiveness and sustainability of the projects.

Funding

29 It is generally agreed in the case studies that funding is a crucial issue if programmes are to have long-term and sustainable success.   Most papers, which refer to funding, indicate that programmes are, in the main, jointly financed by Public and Private resources, with local enterprises contributing to training programmes or work placement schemes.  Others were dependent on funding from international sources, such as the EU PHARE Programme, European Social Funds or the World Bank.

30 A number of novel approaches are also highlighted, such as the refurbishment and provision of advance premises in Emmaste, Hiiumaa (Estonia), a town of 1500 inhabitants,  as an additional incentive to attract inward investment, and the provision of public transport to serve workplaces with job vacancies where only private transport operated before. Another example of innovative funding is the involvement of the local church authorities and voluntary organisations in the setting up of a social centre in Sibbo/Sipoo (Finland).

31 A number of projects in Lithuania and the Slovak Republic were assisted by contributions from the EU PHARE Programme.  However, in the case of the TYR Citizens Association, Nižná (Slovak Republic), concern was expressed about the ongoing difficulty of funding getting scarce and demands on its resources increasing - it only remains operational due to the ‘self-sacrifice, modesty and enthusiasm’ of its members.

32    Three other points on funding which should be noted are 1) the Polish cases are the only ones that are self-funded by the farming families through their own resources or through bank loans; 2) the Albanian case, which is a national project operated through the Local Labour Offices, was originally designed and funded by the World Bank, which also contributed to the funding of the Regional Initiatives Fund for socially disadvantaged groups in Bulgaria; and 3) in Georgia, agricultural credits are provided for up to six months, through over 200 credit unions.

Policy Guidelines

33 
Following an assessment of the case studies and of the papers submitted by the member countries and observer organisations, CS-EM identified a number of common trends running through the projects.  Within the context of these trends, it also discussed a range of other issues not directly covered by the national papers but which it considered relevant to the debate, important for the success of local employment programmes and the development of its guidelines.  The following are some of these additional issues discussed by the CS-EM in the course of its five meetings: 

· The importance of developing social capital for the sustainability of long-term employment, through measures which will provide employment in the locality or region; 

· Building of local partnerships is necessary for the development of jobs and to enhance social capital at the local level.  The usefulness of partnerships is key to the long-term effective functioning of local programmes; 

· The conversion of ‘passive’ employment measures and subsidies, such as social protection payments, into ‘active’ instruments for employment creation, such as training and work experience programmes; 

· Investment in the training of those with business ideas and entrepreneurial drive, such as third-level graduates, providing them with the skills and funding to become entrepreneurs who can set up successful businesses and, possibly, provide employment for others;

· The need to co-ordinate policies on local development, local housing and other elements of infrastructure, with policies for local employment creation;

· The need to provide incentives and the conditions to convert those operating in the informal, ‘shadow’ economy into legal enterprises; 

· Providing ‘safety nets’ for entrepreneurs who do not succeed or for those who fail to find employment;

· The need to mainstream equal opportunities in access to employment initiatives and training programmes;

· The need to encourage inward investment and foreign capital in areas of high unemployment;

· Programmes should include a system of monitoring and evaluation to measure their medium to long-term effectiveness.

34 
As outlined in the Activity Report (page 6) and in the light of its discussion on these key points, CS-EM identified five essential factors which it recommends should be incorporated in the design and implementation of local employment initiatives: Local Partnerships; Equal Opportunities between Men and Women; Non-Discrimination towards Disadvantaged Groups; Entrepreneurship; Education, Training and Life-Long Learning.  Recognising the importance of Monitoring and Evaluation of programmes, CS-EM agreed to include a final section covering this topic.  

LOCAL PARTNERSHIPS

35
The CS-EM consider that local partnerships are a valuable response to dealing with problems of poverty, workplace and social exclusion but should be seen as complementary to and not a replacement for mainstream national policies. It also agrees that the involvement of local organisations in local employment programmes is important for their medium and long-term success. These partnerships should include as wide a range of relevant organisations as possible, such as the local/regional authorities, voluntary organisations, training agencies, funding institutions, social benefits agencies and the local representatives of employers and trade unions.  They should be supported by central government, the national organisations of the social partners and of civil society.

36 The Local Enterprise and Economic Development (LEED) Programme of the OECD initiated a study to identify how such local partnerships can contribute to the development of more effective policies.  Eight countries have participated in this study so far
 and ranges of diverse approaches have been examined, from those focusing on economic development to others dealing with problems of long-term unemployment and social exclusion.  

37
The study established that, because of the unsatisfactory results from policies using a top-down approach, the role that local partnerships can play has become more and more recognised in recent years. They are now being integrated increasingly into new public service structures (e.g. decentralisation of the public employment service, changes in approach in welfare systems, and new rules in the allocation of economic development funds). More generally, partnerships are at the centre of efforts to improve the effectiveness of local governance. In the current context of globalisation, the concerns of competitiveness often seem to be in conflict with concerns over working and living conditions.  Partnership organisations can help to reconcile both types of concerns, as they provide opportunities for representatives of civil society to express their views and participate in the development of their area; foster co-ordination of actions and policies by providing an integrated approach to development; and help to prioritise programmes and services to reflect local concerns. Where they are effective, partnerships significantly improve the quality of local democracy
.

38
The CS-EM also took into consideration the work of the Congress of Local and Regional Authorities of Europe (CLRAE) on the local dimension of employment creation and the need for effective partnerships and delivery of services at local level, thus ensuring that programmes developed at national level can better reflect local labour market conditions and the characteristics of the local population. In its Recommendation 52 (1998), the Congress stated that the region is the most appropriate level for partnerships between public and private sector organisations. These partnerships should mainly involve employers’ and trade unions representatives, local and regional authorities and agencies and non-government organisations involved in the local labour market. “The aim of the partnerships is to identify the specific difficulties facing the region and to formulate an overall, multi-sector strategy in order to work together at local and regional level in a co-ordinated, multi-disciplinary manner”. 

39  The case studies contain many good examples of local partnerships set up to deal with particular local problems or directed at specific groups.  A selection of the more successful local partnerships outlined in the case studies are: 

· In Italy, a partnership was formed across a number of regions (Umbria, Tuscany and Marche), which included the regional, local and city administrations, ministries and local committees to develop employment in tourism in rural and mountain areas of these Regions.  

· A local partnership was formed in the Varena area of Lithuania between the employment office, the agricultural school, forestry centre and the national training authority to tackle the problem of unemployment by organising training in woodcutting to fill existing jobs in the local logging industry.  

· Also in Lithuania a Government sponsored and funded programme was set up in 2001 to promote local employment initiatives. Its objective is to create new jobs, provide local communities with greater opportunities to participate in economic activities and to help communities to actively solve their socio-economic problems themselves.

	SECOND CHANCE EDUCATION FOR DISADVANTAGED YOUTH

A British-Czech pilot programme in the town of Most (Czech Republic) formed a local partnership, which included local government, local voluntary organisations, employers and the educational institutions, to deal with the problem of youth unemployment, particularly amongst the Roma population.  Its objective was to get young people back into the educational system, allowing them to obtain a first-level certificate in a vocational skill.  The second objective was to assist them to find a job and to gain work experience, with the assistance of the local Employment Service, or a place on a further training course.

The full programme lasted fourteen weeks and depending on the type of group and the vocational orientation, any module can be expanded, or even dropped, by agreement of the project development team but the basic objective of social integration of the young person, must remain. The district of Most employment office, which developed this project in 1995, recommends ten months as the optimal duration for participation in the programme because of the scarcity of jobs for young people, thus delaying their entry into active employment.  So the longer they are involved in the project, the higher the quality of vocational training and the better they will assimilate working habits.




Guidelines On Local Partnerships

40 
Arising out of the analysis of the case studies and the discussions of CS-EM on local partnerships, the following Guidelines were agreed:

1 A multi-partite and inclusive approach to partnership in local employment programmes is essential.  Partnerships should involve as wide a range of organisations as possible, including central, regional and local governments, organisations responsible for paying social benefits, social services, employer and business organisations, trade unions, NGOs and civil society organisations and those representing the unemployed and ethnic minorities.

2 Local partnerships should strive to promote a policy of integration and coherence between national, regional and local job creation programmes, such as the co-ordination of employment and labour market policies, together with business and infrastructure development. 

3 Adequate and sustainable funding is fundamental for the success of any local employment programme.

EQUAL OPPORTUNITIES BETWEEN WOMEN AND MEN


41
In its discussions, CS-EM agreed that equal opportunities between men and women are a vital element of any local employment initiative and must be mainstreamed in such programmes.   

2 The European Social Charter has always contained a provision on equal pay for equal work (Article 4, paragraph 3) and since 1988 on non-discrimination between the sexes in matters of employment and occupation (now Article 20 of the revised European Social Charter)
.  The Council of Europe opened for adoption in November, 2000, a Protocol on non-discrimination (no. 12)
 to the European Convention on Human Rights.  This new Protocol guarantees that no one shall be discriminated against on any ground by any public authority.  

3 Equality between men and women in the workplace was also recognised as an important issue when the principle of equal pay for equal work was incorporated into the Treaty of Rome in 1957, which established the European Economic Community (Article 119).  During the 1970s, this Article was given legislative standing through a number of equal opportunities directives which prohibited discrimination on the basis of sex, such as equal pay and equal treatment
 and through anti-discrimination legislation in the Member States.  Indeed, equal opportunities have remained to the fore of EU policies for the past twenty-five years, through successive Social Action Programmes and are included as one of the four pillars of the European Employment Strategy.

4 Article 13 of the Amsterdam Treaty takes this policy a step further by incorporating new general non-discrimination treaty obligations.  It sets out six named grounds which are protected from discrimination – sex, racial or ethnic origin, religion or belief, disability, age and sexual orientation.  

5 Women are nonetheless generally considered to be in most Member countries at a greater disadvantage than men, with a more limited range of job opportunities available to them and this is particularly true of those living in economically deprived areas or with family or other caring responsibilities. The integration or mainstreaming of a gender perspective into labour market policies, such as more flexible working arrangements where possible, greater flexibility in working time and the use of part-time arrangements designed to meet the circumstances of the individual worker and the development of support facilities, such as crèche and other care services, would enable the (re-) entry of more women into the labour market. 
46 The Council of Europe has addressed the issue of 'mainstreaming' gender equality in its report on the topic in 1998.
 It defines ‘mainstreaming’ as:
Gender mainstreaming is the (re)organisation, improvement, development and evaluation of policy processes, so that a gender equality perspective is incorporated in all policies, at all levels and at all stages by the actors normally involved in policy-making.

The European Commission also adopted a definition for ‘mainstreaming’ in its 1996 Communication which sets out its equality programme.
 This definition complements that of the Council of Europe:  
Not restricting efforts to promote equality to the implementation of specific measures to help women, but mobilising all general policies and measures specifically for the purpose of achieving equality 

47 
In integrating such an approach into its policies and activities, the Commission comments in its interim report on the implementation of its equal opportunities policies that ‘mainstreaming’ requires the mobilisation of all policy areas and actors, including those not familiar with equality issues and it also requires a cultural change in mentality and behaviour.
 For example, barriers against access to local initiatives for women with family responsibilities can include working hours, the hours at which training courses are run, the cost of and/or lack of access to childcare and the physical problem of getting to the workplace and/or the training centre when low levels of access to private transport means dependence on the availability of convenient public transport.

48 
Gender equality, therefore, in local labour markets is of particular concern and many of the case studies outlined initiatives to integrate, or re-integrate, economically disadvantaged women into employment.  This was particularly the focus in the Polish cases, but also of ‘good practice’ examples in Latvia. The International Council on Social Welfare (ICSW) gives a good example of the Mannerheim League for Child Welfare in Finland, which is promoting a local initiative to assist women into such jobs as childcare and other social, non-professional work.  The target group for this programme are women over 40 years old who have dependent children. They usually have previous work experience but have been unemployed for over a year.

	FEMMES EN MOUVEMENT

Based in four locations in France, this is a training and placement scheme designed for women living in urban areas who are seriously socially and economically disadvantaged. The programme is organised and run by the Équipes St Vincent and was presented to CS-EM by the Association of International Charities of which the Équipes Saint Vincent is a member.  The target group are single parents and many of them are immigrants with very wide cultural variations from illiteracy to university level education, the only grounds for selection of participants being their motivation to find employment.  

The training was given to several groups of 15 participants.  It comprised 2 modules each of four months duration. The first module of social support had the following objectives:

· the improvement of personal competences of the women;

· the development of an employment related personal project using a Canadian method of personal and vocational activation known as ADVP; 

· the development of a link and of social relations in the framework of the group. 

The second module allowed participants 

· to acquire a realistic perception of the world of work;

· to identify possible barriers to their employment integration;

· to test out their employment related project,  developed in the first module, through 3 periods of work experience;

· to learn techniques of active job search. 

The national level project, financed in part by the European Social Fund,  cost 220,000 € and allowed 70% of participants to find a job. 
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Guidelines on equal opportunities between women and men

4      Equal opportunities between men and women should be mainstreamed in all local employment initiatives.

5      Where necessary, economically disadvantaged women, especially  those with family  or caring responsibilities, should have access to special training and other support programmes specifically designed to meet their circumstances, in particular affordable, accessible and good quality day-care facilities for children and other caring needs.

6      The organisation of work should provide flexible working arrangements for women and men, such as part-time work and flexible working time, to facilitate their family or caring commitments.

NON-DISCRIMINATION TOWARDS DISADVANTAGED GROUPS

50 
The European Union has followed the ratification of the Amsterdam Treaty by adopting two new Directives to cover grounds for discrimination, other than gender, set out in Article 13 of the Treaty.  The first, which was adopted in June, 2000, introduced the principle of equal treatment between persons irrespective of racial and ethnic origin. 
  The second, adopted by the Council in November 2000, establishes a general framework for combating discrimination on grounds of religion or belief, disability, age or sexual orientation. 
 These Directives propose a general framework for equal treatment in employment and occupation for all people. They address direct and indirect discrimination across a range of areas, such as: access to employment and to promotion; access to training and retraining; and employment and working conditions, including dismissals, pay and membership of and involvement in workers’ or employers’ organisations. The Directives also adjust the burden of proof in cases of alleged discrimination.

51 
The Social Affairs and Labour Council of Ministers of the EU meeting in November 2000 also approved an Action Programme to combat discrimination, to run for the period from 2001 to 2006. 
 Activities, such as studies and analysis, to improve knowledge and understanding of issues related to discrimination; raising awareness; and providing support for organisations working to combat discrimination by encouraging an exchange of information and ‘good practice’ and by setting up networks.  These activities will be funded out of an annual budget of €14.2 million.  Programmes will, wherever possible, deal with a number of forms of discrimination at the same time and should be transnational, involving at least three EU Member States.

52
Reflecting the principles set out in the Amsterdam Treaty, CS-EM agrees that gender equality is a particular issue in the debate on equal opportunities. However, it also considered the equality issue from the viewpoint of other economically excluded groups - people with disabilities, ethnic minorities and discrimination based on age, both young and old.  It agreed that these socially diverse groups should be recognised as having different employment needs and should be covered by equal opportunity policies, especially in local partnership programmes.

People with Disabilities

53 
One group who are subject to multiple disadvantages and, are therefore, proportionately over-represented in the ranks of the unemployed, are people with disabilities.  As discussed at a multilateral seminar held in Budapest, June 1999,
 on productivity developments and employment strategies to promote social cohesion, jointly organised by the Council of Europe and the Japanese International Co-operation Agency (JICA), it is important to establish what we mean by ‘disability’ in the context of the labour market. In the European context, a generally accepted definition was that used by the EU HELIOS Programme:

Disabled people means people with serious impairments, disabilities or handicaps resulting from physical (including sensorial) or mental impairments (including psychological) and restricting or making impossible the performance of an activity or function considered normal for a human being

54
 According to an ILO report
, disabled people suffer a combination of labour disadvantages related to age, education and location.  First, much disability is linked with ageing and in many countries older workers with impairments are socially and economically marginalised, forced into early retirement on inadequate pensions.   

55
Second, disability and poor education are often linked.  Due to a lack of access to formal education and training or the inability to maintain acquired skills, the disabled population’s educational and skill profiles are generally below those of the average non-disabled job-seeker.   

6 The report goes on to state that in Central and Eastern Europe disabled workers ‘have often been placed in low-skill, low-status jobs often in the lowest-productivity workshops of a factory, often in the worst working conditions and with the most obsolete conditions, bringing additional hazards’. This report stresses that this tendency is not unique to the CEE countries and is also found in EU countries.  On the issue of training, it states that ‘little attention has been paid to the question of regular skill enhancement and career advancement.  Disabled workers deserve skill-enhancing security just as much as other workers…’

57  The CS-EM also took into consideration a) the report of the Study Group set up by the former Council of Europe Steering Committee for Employment (CD-EM) which reported in 1995
 and b) a recent report of the Committee on the Rehabilitation and Integration of People with Disabilities (CD-P-RR).
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This latter report makes a number of recommendations regarding the employment of people with disabilities in an ordinary working environment, such as the importance of raising their level of education; the availability of support techniques, alongside financial and technical support, for those who need and wish to have such employment support; that management, trade unions and organisations of and for people with disabilities should be consulted when measures concerning the employment integration of people with disabilities are being put in place; and that greater efforts should be made to  raise awareness among the social partners with a view to their greater involvement.
  

59 
In this context, many case studies have specific projects aimed at training, re training and integrating people with disabilities into the workforce.  One such example is in the City of Jurmala (Latvia) where people with disabilities are also the focus of a special rehabilitation programme.  The approach adopted in this case was to aim at the social integration of those with disabilities by providing distance learning training in entrepreneurship for 75 people with disabilities or people at risk. 

60 
On Hiiumaa Island (Estonia) a special partnership programme, which includes local enterprises, NGOs, the local council and the national government, is designed to help 50 young disabled people (15 to 30 years) into designated public and private sector jobs in accessible workplaces. This programme is assisted by partners from Åarhus (Denmark).

	UNIVERSAL PIEŠT’ANY, DISABLED PERSONS CO-OPERATIVE

Tesla Piešt’any was a Slovak State-owned enterprise which produced electronic components.  Employees in the production hall lived in nearby company apartments and worked on mounting and trimming printed circuit boards.  At that time, forty, out of a total of seventy doing this work, were workers with disabilities.  

In 1990, Tesla terminated their employment because of economic difficulties.  Consequently, former employees had to look for new jobs, which was not easy in the economic conditions in Slovakia at that time.  In 1993, a group of seven disabled workers came together and pooled their resources to form the Universal Piešt’any Disabled Persons’ Co-operative.  The co-operative provided a wide range of services – data processing, accounting, administration services, printing (including business cards, headed paper and promotional materials), full colour scanning and simple assembling work – to local enterprises, which included the Japanese electronics firm, Sony.

The co-operative was supported financially through the EU PHARE programme and the District Employment Service. The funding was used to adapt workplaces to the individual needs of the people with disabilities, providing them with ‘barrier-less’ access and the capacity to do the job they were allocated.  

Starting with seven workers in 1993, it reached its maximum levels of employment in 1997, employing up to thirty-two workers.  Because of the withdrawal of contracts by Sony, the numbers employed by the co-operative fell to seventeen by early 2000, sixteen of whom are people with disabilities.




Ethnic Minorities

61 
A second disadvantaged group is that of ethnic minorities.  In 1994, the European Foundation, Dublin, investigated measures against racism and discrimination in employment in the fifteen Member States of the EU, plus Norway.  The study showed that migrants and visible minority populations are disproportionately represented in poor and insecure work and among the unemployed, even the second and third generation migrant-descended population who were born, raised and educated in a Member State.  

62
The report made eight recommendations for action at EU and national levels to tackle discrimination against ethnic minorities and migrants, such as a directive on racial discrimination (now adopted), a code of practice, extending the right to citizenship, as well as social policy initiatives, including equal opportunities programmes, positive action, information, education and training.
 

63
In the ‘good practice’ examples considered by the CS-EM, the projects that deal with the problems of access to employment for ethnic minorities focus, in particular, on the Roma/Gypsy population.  In Romania, for example, a national fund was established to support local initiatives that provide employment and incomes for Roma people.  Ten such initiatives are in place and operating, providing training and activities in such areas as agriculture, building materials, printing, transport and other small businesses, a medical care centre and out of school education for young Roma who left the formal education system illiterate.  Roma farming families are also the targets of a project in Sarkad (Hungary) designed to assist them to become economically self-sufficient.   

	BUILDING A COMMUNITY

In Slovenia, most Roma live in separate settlements with only minimum infrastructure and in very poor living conditions.  Many Roma houses are built illegally.  In the Municipality of Novo Mesto,  a project was organised to assist the local Roma community, working with the local Social Work Centre and the local Employment Service,  to build forty-two houses and a nursery school in the village of Brezje.  There are 350 Roma living in this settlement, on what was a municipal waste dump.

The Employment Service trained thirty Roma as auxiliary construction workers and by May 2000,  twenty-three of the houses of 56 square meters, the nursery school, a shop and bar had been built and construction is underway of the rest of the buildings. 

The land was bought out of the Building Land Fund and the settlement was connected to the water supply system free of charge.  A local construction company designed the houses free of charge and an electrical company provided the electrical installations also without charge.

One group of construction workers has now secured work in a neighbouring area, providing longer-term employment opportunities as a result of this project.




Age Discrimination

64 
During the 1980s and early 1990s the problems of assisting young people into jobs through special training and work experience programmes was a central pillar of employment policies in many European countries. While this problem is still a factor in labour market policies, increasing attention is being given to the problems of those workers at the other end of their working life.  Consequently, while recognising that unemployment among young people is still an important issue, the CS-EM decided to also address the issue of older workers.

65
Very often young people, who leave school early, without obtaining a qualification or skill, end up in ‘dead-end’ jobs with little or no prospects of advancement.  Recognising the challenges they face in getting a qualification and their first job, a number of case studies focused on the particular difficulties they have in access to relevant vocational training, work experience and assimilation into the world of work. This is why young people (under 30 years) are the main emphasis of the Luxembourg cases where the objective is to help those who have been searching for work for at least one month, to find employment and to start a new independent life. As part of this scheme, the National Youth Service organises vocational and general training programmes and ‘on the job’ training, at the end of which the participants obtain an officially recognised certificate.

66 
In Most (Czech Republic), young people are also the key target group, through a project with British partners ‘Aid to Disadvantaged Youth in the Czech Labour Market’ (see page 18).  

67
In Finland, the Isku Partnership, made up of local enterprises, NGOs, representatives of the social partners, local government, etc., set up a Youth Aid/Development Co-operation Workshop where an older person works as a supervisor/mentor for a young person to assist him/her to acquire a useful skill.  The project is also targeted at the long-term unemployed and ex-offenders.

68  Older workers, on the other hand, were not the specific focus of any of the examples submitted by the member countries of the CS-EM.  However, the problems of this group of workers are the subject of increasing concern among policy makers. There is a growing recognition that the policies of encouraging early retirement, which dominated the approach to workplace restructuring during the 1980s and early 1990s, need to be reversed as the changing demographic profile of the workforce in European countries indicates that the skills and expertise of older workers will be necessary in the years to come. These problems have been the subject of a number of recent studies. 
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During the European Year of Older People and Solidarity between the Generations in 1993, the European Commission studies showed that there was a perception that older workers were discriminated against in relation to recruitment (79%), promotion (61%) and training (67%). However, there are more recent indications from European Commission studies 
 that the decline in labour force participation of men aged 55 and over is reversing in a number of European countries – for example, in Germany, Italy, Portugal and the UK – and in Italy and Germany early exit policies have been withdrawn. In an effort to speed up this trend, the European Commission has proposed that the participation of older workers in the labour market be increased by reinforcing their employability, reviewing rules and practices and adapting the workplace to an ageing workforce. 
  Already a number of countries have introduced legislation or other measures such as Codes of Practice, against age discrimination. 
    

70
Possible flexible work options which can assist older workers include phased retirement in which the employee works part-time or job-shares in the lead up to full retirement; doing contract work at times of peak demand; and training or mentoring younger workers, thus cutting the costs of training, as used in the Isku Partnership (Finland).
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Guidelines on Non-Discrimination

7
Access to and participation in local employment programmes should be non-discriminatory on grounds of disability, ethnicity, age and other forms of discrimination.

8
While recognising the principle of non-discrimination, it is sometimes necessary to positively discriminate in favour of certain groups through targeted programmes in order to combat their long-term unemployment. In such targeted programmes, integrated approaches are essential between the various agencies involved, including social services, to ensure access to employment for such groups.


9
A policy of equal opportunities in access to local facilities – training programmes, employment advice, housing, health and social services etc. - should be an integral part of the design and implementation of local employment initiatives.

ENTREPRENEURSHIP

72
Another pillar of the European Union’s Employment Strategy, agreed by the European Council in Luxembourg (November, 1997), is entrepreneurship. Recognising that it is difficult for workers to enter the labour market, this pillar is given high priority in the Guidelines adopted to implement the Employment Strategy.  It sets the objective of creating a new environment that would stimulate more and better jobs by encouraging new activities and an entrepreneurial culture in all areas of the economy, including the social economy.
   The Commission’s 1998 Employment Report developed this theme by stating that: ‘Providing a stable macroeconomic environment is a critical element in reducing uncertainty and creating the conditions for enterprises to flourish.  Self-employment and successful small businesses are crucial to the future development of employment in the European Union’. 
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In exploring practical ways to implement this pillar, the High Level Group on Economic and Social Implications of Industrial Change (the Gyllenhammar Group) in its Interim Report 
 states that Europe needs to encourage ‘the emergence of entrepreneurs with projects that meet new needs for products and services, using new technological solutions’. For example, ‘red tape’ for people starting up and building small and medium-sized enterprises needs to be minimised and entrepreneurs need to have access to finance without ‘excessive bureaucracy and higher costs’ and, in its final report, it stresses the need for ‘educational systems … to inspire entrepreneurship and provide entrepreneurs with the tools they need to succeed’ 
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Many of the case studies recognised the need for this link and demonstrated how both training and the promotion of entrepreneurship can be combined as a means of tackling unemployment. With the changing structure of enterprises and the contracting-out of non-core aspects of their operations, the CS-EM agree that many new opportunities now exist for those with the flair and temperament for self-employment or to set up small enterprises to provide contracting services to larger firms. The demise of the old state-owned companies in the former planned economies and the privatisation of these enterprises also provides many opportunities to fill the gap in goods and services resulting from rationalisation and/or closure. An example of workers taking advantage of such an opportunity is to be found in Piešt’any (Slovak Republic) (see box on page 24).

75 
Many of the programmes put the emphasis on ‘self-help’ as a way of developing a spirit of entrepreneurship and excellent examples of this can be found in the four cases from Poland, where farming families saw opportunities for ‘added value’ activities in agri-tourism, catering, crafts and poultry processing.  These family-run enterprises, using the raw materials available from their core farming activities, provided additional income and, in one case, substantial extra employment in poultry production. Development and marketing of agricultural products is also the focus of a project in Mežiška Dolina, Slovenia. 

76
A programme to stimulate entrepreneurship in Croatia run by the Croatian Employment Service offers focused help to those who want to set up, or put on a legitimate footing, their own business through advice from a consultant, participation in seminars and a bank loan which might not otherwise have been available. The Bulgarian Ministry of Labour and Social Policy JOBS Programme, set up with the assistance of UNDP, is designed to assist SMEs, micro-firms and to promote entrepreneurship.

77
A national programme in the Slovak Republic aims to assist the re-development of handicrafts and skills, in the rural areas of the country, which have died out or are close to extinction and in danger of being lost. The project is based on a network of existing craftspeople and small businesses and seeks to identify the commercial requirements to make these craft jobs viable. A survey of the registered unemployed was carried out to find those with some of the old skills and to establish where these people live, with a view to offering them employment in small community based enterprises close to home, following (re-) training. In Prekmurje (Slovenia) a craft workshop teaches pottery and wickerwork to local women. The participants receive a qualification and their products are marketed by the workshop.

	A SOCIAL LAND PROGRAMME TO PROVIDE ENTREPRENEURIAL OPPORTUNITIES

Sarkad, Hungary, is an agricultural area near the Romanian border.  In 1992, the unemployment rate was 25% and 100% among the local Roma, who constituted 12% of the local population.

This project, which begun in 1993, was designed to assist families with members who are long-term unemployed, or with more than three children, or below the average income.  It was initiated by the local Family Support and Assistance Social Centre and supported by CERES Foundation and the Békés County Employment Service.  The Békés County Enterprise Development Foundation provided advice while the Ministry of Public Welfare provided funds and the National Savings Bank made production credits available to interested participants.

The programme dealt with a mix of economic, employment and social policy issues.  It operated an employment assistance programme and provided the participants with training in new forms of agriculture, entrepreneurial skills, job seeking skills and even personal empowerment.  Material and tools – seed, chemicals and equipment – as well as land, were provided.  The objective was to ‘enable families to work for their own financial benefit and to help them become independent producers and entrepreneurs’.  By 1996 some 300 families had taken part in the project

The experience of this programme has been extended to 300 other municipalities, villages and settlements, with more than 12,000 families now taking part across Hungary.
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Guidelines on Entrepreneurship
10
For those who wish to start a business, either alone or in association with others,  advice and training on business, financial, legal, marketing and technical issues, as well as on management of personnel is essential to ensure success, as is the continued support of the relevant local and state agencies. This should be available at no or low cost to the start-up enterprise.

11
Voluntary and self-help projects should receive particular encouragement and support, including the possibility of fiscal incentives. Such projects are often closer to local situations and can meet the social and economic needs of local communities not fulfilled by the profit-oriented private sector or by public sector organisations.

12
Access to adequate, affordable and sustainable funding is also vital for the long-term success of any business. Such funding should be easily accessible whether through public sources, the commercial banking sector, credit unions or other alternative sources of finance or a combination of these.

13
Entrepreneurs should be made aware of and have access to information on their rights and obligations regarding taxation, social insurance and labour laws.

7 Programmes for entrepreneurship should be continually monitored and evaluated. This enables different approaches and methods to be adapted to changing needs and problems and possibly to be used in other locations, the so called ‘multiplier effect’. As a minimum, programmes should be reviewed regularly to ensure their effectiveness and to quickly correct any problems or inefficiencies.

EDUCATION, TRAINING AND LIFE-LONG LEARNING

79 

The Congress of Local and Regional Authorities of Europe’s Explanatory Memorandum accompanying its Recommendation 52 (1998), states that: ‘The link between unemployment and inadequate qualifications is becoming more and more obvious.  Accordingly, training is not only an important measure for social re-integration, it also actively helps companies develop in that it provides them with skilled and competitive staff’.
  The Explanatory Memorandum goes on to stress the importance of education and training – ‘Education and training are one of the cornerstones of employment policy. … the accelerating rate of change in technology and the market make further training much more important than in the past’.
  

80

It is clear from the case studies submitted to the CS-EM that training is an integral element of any local programme.  Some aspect of training is found in almost all of the programmes, ranging from training and re-training in such skills as shop management, wood processing and computer operating to motivational training, job seeking skills and self-improvement, which are also mentioned as key modules in many programmes.  For example, in the Ukraine, the State Employment Service’s Personnel Training Institute has developed an education programme on the techniques of ‘job-finding’, which is designed to assist unemployed people to identify sources of vacancies and to teach them methods of systematic job hunting.  In other case studies, training was accompanied by counselling, careers advice and advice on coping with family problems and how to become integrated into the local community.  

81 
The need for training is also linked to the need for industrial re-structuring in a number of cases.  Mining is a sector that is in an employment crisis, in particular in Romania, the Russian Federation and Bulgaria, and the problems of this industry are addressed through re-training and employment programmes in these countries. For example, in Tulskaya Oblast (Russian Federation) a partnership of local authorities, NGOs, trade unions and employment agencies have worked together to assist coal miners who have become redundant, or are about to lose their jobs, by offering positions on public works programmes or to set up their own business with the help of credits and other business support. In the Jiu Valley, Romania, where the closure of coalmines resulted in a very high increase in unemployment, re-training and employment programmes were introduced, as part of a package, to provide new employment opportunities in an area almost totally dependent on mining. Also in the Pernik region, Bulgaria, training programmes for unemployed miners are funded by the EU PHARE programme and the State budget.

82 
Another example is in the Crotone industrial zone (Calabria, Italy) where the decline of ‘sunset’ industries resulted in a pro-active approach to the growing unemployment problem, training and career guidance for young people are provided and re-skilling for new job opportunities are matched to identified skill shortages in the local labour market.

	EMPLOYABILITY OF REDUNDANT STEELWORKERS

Due to the re-structuring of the metalworking industry, some 40,000 steelworkers were made redundant in Romania.  The re-structuring programme was accompanied by an agreement to provided support for the redundant workers to find steady employment as soon as possible through re-training, temporary recruitment of redundant workers for community projects, the encouragement of small business start-ups and the encouragement of mobility to other areas where jobs were available.

A National Union for the Re-training of Metalworkers (UNIRMET) was established.  It is a tripartite body with representatives of management, workers and of the regional training centres.  A national metalworkers’ solidarity fund, to finance these support measures, was set up.  The income of this fund was made up of contributions from firms that had signed the agreement, from employees and donations from a range of other sources.

Redundant workers signed a one year contract with UNIRMET to participate in the programmes, which consisted of 

· free vocational training in an alternative skill, with the possibility of a subsequent job offer; 

· participation in community projects while UNIRMET identified suitable employment for those involved;

· advice on starting a business, supported with a non-repayable grant for the start-up phase;

· removal expenses for a participant who has an offer of permanent employment in another region.

These measures, implemented with the active involvement of the trade unions and management, made it easier for those who had lost their jobs to find new employment or to start their own businesses.
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Training is also dealt with through national programmes in a number of case studies and examples of these are found in Albania (the Training, Enterprise and Employment Fund); in Belgium (active programmes for training and re-training); in Cyprus (training support for graduates); and in Luxembourg (tackling youth unemployment).

84

The CS-EM agree that a further dimension to education and training is the need for the development of ‘life-long learning’ and ‘non-formal’ education programmes, that would provide opportunities for those in insecure employment to up-date their skills and change careers as the labour market and technology demands and to be employable in an ever-changing labour market.

8 Guidelines on education, training and life-long learning 
15
Training and re-training in skills relevant to the demands of the local labour 
market are vital elements of any local employment initiative.  However, local education and training policies cannot be formulated in isolation from wider workplace and business developments.  Consequently, in providing such training or re-training, the changing nature of work has to be taken into account and a key consideration of education and training policies should be the need for training programmes to provide leadership, business and technical skills which are also marketable in the wider context of national and global labour markets.

16 In responding to the need to provide sustainable long-term employment opportunities, greater co-operation is required between the local educational and training institutions, local employment agencies, local government including both elected representatives as well as officials, local enterprises and the representatives of the social partners in the development of education and training policies, in line with the available resources and the labour market demands within the locality and/or region.

17 
All education and training programmes should include modules on personal and social skills, job hunting and career planning and development, in line with the principles of ‘life-long learning’ and non-formal education.
18 Opportunities need to be provided to workers to ensure that their skills and qualifications continue to be relevant to the ever-changing demands of the labour market.  This should be done, through national training policies, supported by local partnerships and local enterprises. The objective of life-long learning should be to enable workers and those wishing to enter the labour market to keep up with the constant changes in technology and markets, and thus to have a place in the labour market.
19 All education and training programmes should include an element of ‘on the job’ placement and work experience as a means of assisting the integration/re-integration of participants into the workforce.

20 It is essential that public works and community employment programmes include an element of skills training, so as to provide participants with the opportunity to find further employment at the end of the programme.

MONITORING AND EVALUATION

86
The CS-EM agrees that local employment programmes should include a requirement for monitoring and evaluation to ensure the longer-term sustainability of programmes.  Evaluation provides an opportunity for a critical and detached look at the objectives and how they are being or have been met.  For an effective process of evaluation, measurable, observable and realistic objectives should be agreed and written into the programme specification.  It should be possible, within a given timeframe, to see tangible results that provide clear evidence of what has been achieved.  Evaluation should address important issues, including the relevance of the programmes and their effectiveness, thus providing decision-makers, and those funding the projects, with information on the use of scarce resources and the opportunity to assess the value of the programmes to the participants, target groups and local communities.  The results of evaluation should be embedded in the policy making process. 
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In the context of local employment initiatives, such monitoring and evaluation might include built-in targets to achieve long-term employment for participants, a measurement of skills acquired through training programmes and the relevance of these skills to the local, national and global labour markets. It might also include an evaluation on the level of wealth creation in the local communities, resulting from the projects, and the establishment and survival of new micro / small enterprises in a locality.  A system of comparisons with similar programmes nationally or in other Council of Europe Member States would also provide ‘benchmarking’ for the success/failure of programmes and a sharing of experiences and information.

88
Guidelines on Monitoring and Evaluation
21  
As part of the design of a local employment programme, an agreed monitoring system should be included.  This process should be based on realistic targets; it should be quantifiable, providing data and information which will have added value in the design and implementation of future programmes. It should be embedded in the policy making process. 

22        A process of ‘benchmarking’ of the results of programme evaluations against other projects at a national level, and/or trans-nationally, would provide useful 
data on the effectiveness of the programmes and lead to the more efficient use of scarce financial and manpower resources.

23  In undertaking an evaluation of local employment programmes, the views of the target groups and participating individuals should be sought and taken into consideration in any assessment of the effectiveness of the programmes.

PART V.     BARRIERS TO EMPLOYMENT

INTRODUCTION
89 
Having investigated local employment initiatives and drafted guidelines on ‘good practice’, the CS-EM decided to focus the second part of its work on identifying the factors that contribute to placing obstacles or barriers in the way of these initiatives being effective or that hinder entry for socially and economically excluded groups into the labour market.  This section of the report is based on a review of these local and national employment programmes covered by the almost sixty national case studies and the related programmes and the information from the observer organisations, on a short review of documentation from other sources, such as the Council of Europe, ILO, OECD, the European Commission and the European Foundation and on an exchange of information and views at the 4th and 5th meetings of the CS-EM on 3 and 4 May, 2001, and 18 and 19 October, 2001.

90
 
The CS-EM considered barriers to employment, in particular in the context of the often difficult economic and labour market situation in the Central and Eastern European (CEE) countries.  These barriers are examined within the framework of the five headings adopted for Part IV, the explanatory section of this report – Local Partnerships; Equal Opportunities Between Women and Men; Non-discrimination Towards Disadvantaged Groups; Entrepreneurship; Education, Training and Life-long  Learning.  
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The points are discussed under the appropriate headings but the main barriers or obstacles identified with particular relevance to the CEE countries were, above all, the large and often pervasive scale of the black or gray economy and the lack of a coherent approach to address the inter-linked problems of the black economy, low wages and poorly targeted social benefits.  In addition, a lack of effective regional and local development policies and the levels of corruption can be barriers to successful partnerships.  Cultural barriers to the employment of women and the stereotyping of occupational roles, as well as a lack of childcare facilities, flexible working opportunities and inadequate public transport, no doubt, contribute to the often higher rates of unemployment among women.  Another obstacle is the greater inflexibility of the housing markets in many CEE countries, in comparison to Western Europe.  This reduces the mobility of job seekers who would be willing to move to take up or look for employment opportunities in areas other than where they live.
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As with the findings of the main study, as a whole, the barriers identified are inter-dependent and overlapping.  They can also be classified under a number of categories which are transversal across the five headings, such as funding, excessive bureaucracy, infrastructure or, indeed, education and training.

LOCAL PARTNERSHIPS

93
The CS-EM considers that for local partnerships to be successful, a co-ordinated national policy and commitment from central government, in terms of funding and resources, are essential.  It identified a number of reasons for barriers to the effective operation of local initiatives and principle among these is the absence of a political will to facilitate and delegate decision-making to the local level.

94
In its study of job creation programmes 
, the Council of Europe noted the change in national labour market policies which had started to show an interest in new types of initiatives ‘that could create new jobs, expand the labour market or facilitate the placement of the hard core of the unemployed.  However, there are some problems related to the traditional labour market policies that hinder the developments.  Finance is, of course, one of the basic problems … One of the main themes on national labour market policies in Western Europe seems to be how to transform the passive benefit system into a more activating one’.   The study goes on to list a number of other, deeper, obstacles.  For example, local initiatives ‘do not always fit well into the existing labour market programmes’ or ‘into strictly defined categories’ and even where there are policies to support local initiatives ‘administrators handled the initiators from a ‘top down’ attitude. They had to adapt themselves to the bureaucracy rather than the other way around.’ 
 

9 This study identifies the problems with the existing structures, traditions and cultures of labour market policies, which are not adapted to facilitate local initiatives.  Consequently, ‘a new policy culture is needed’ and new agencies to act as links between local initiators and policy bodies. 
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This view is confirmed by the OECD in its policy brief on Local Development and Job Creation where it says that ‘One of the main reasons for [government support to create local partnerships] is that national policies implemented using a top-down approach have often obtained unsatisfactory results in the past. … Similarly, active labour market policies that have not sufficiently targeted, or that have been weakly adapted to local labour market conditions, have been found to incur considerable substitution and deadweight costs’.  
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While a number of issues can lead to failure of any local initiative, from this study, the over-riding barrier is the lack of commitment to make the initiative work.  This can be at any level - national, regional and local – and from any of the many actors whose commitment is key for success – European/national/regional/local administrations. It can include funding, education and training and social welfare bodies; employer and business organisations; trade unions; organisations of the civil society and NGOs; and the groups which the programmes are designed to assist. This is further confirmed by the OECD report on partnerships which states that ‘the main obstacle to partnership effectiveness is the inconsistency of national policy frameworks with regard to the local objectives pursued. Governments have often supported networks of partnerships and given them goals to achieve, but without ensuring that the prospective partners could take an active and consistent part in the activities to reach those goals’. 
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It should be the clear understanding of all those involved that all parties are equally responsible for the success of the partnership and that inconsistencies in co-operating between the parties should be avoided.  In this context, the ‘most important factor for success appears to be whether the public authorities have developed programmes which encourage and fund local partnerships’, 
 bearing in mind that local initiatives might be based in both urban and rural areas, the requirements of and support needed by local partnerships will differ in each circumstance.  
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Complementary to the commitment of the public authorities, the CS-EM also considers the involvement and commitment of existing private sector firms as very important for the long-term success of local partnerships. Not involving the management of local enterprises ignores a pool of existing experience and support which, if tapped into, could contribute to the entrepreneurial development of the participants, opportunities for work experience and on-the-job training. In the same way, local trade union organisations should also be involved in the planning, organisation and implementation of partnerships. However, where the social partners are committed to local partnerships, this commitment should be matched by local authorities.
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Even where there are policies in place and there is a political commitment to make them work and to support the local initiators, other issues might militate against the success of local partnerships. These could be considered under two further headings – organisational and structural.  The quality of management and leadership of a local partnership is critical for success and there is a responsibility on the management team to set clear and achievable objectives, build alliances and to manage the resources available in an efficient way.   Second, management need to put in place an effective organisation for the implementation of the programme, in terms of resources, budgeting, personnel and skills capacity, an effective system of review and monitoring, and an evaluation of the results measured against the aims of the programme, ensuring transparency and accountability in the use of public funds.  The OECD found that ‘partnerships have failed to have their work monitored and evaluated properly’ and that ‘rarely have partnerships been evaluated by their constituencies in terms of how the latter actually benefit from working in partnerships’. 
 The issue of accountability is a major obstacle to the effectiveness of partnerships.  
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Third, in the CEE countries, where a centralised/collective organisational ethos was the norm under the former system, the additional challenge exists of changing attitudes and overcoming a culture of dependency, in particular on state institutions, and often of corruption.

	BARRIERS TO THE SUCCESS OF LOCAL PARTNERSHIPS

Political:

· Lack of political commitment or an unstable political climate;

· An ethos of centralisation in the national or regional public administration, resulting in an unwillingness to delegate decision-making to local communities;

· Lack of effective links and good communications between local, regional and national levels;

· Treating local partnerships as short-term, temporary, interventions, rather than permanent, long-term programmes;

· A culture of dependence by local communities and local governments on central government, coupled with an absence of a local tradition of co-operation and self-help;

· A lack of involvement of existing local private sector enterprises, management and employee representatives.

Organisational:

· Lack of clear objectives in the planning and start-up phases and of a commitment to the objectives adopted;

· Lack of a clear vision of what should be achieved at the end of the programme;

· Lack of an effective organisational structure with trained and skilled management; 

· Lack of adequate reporting and monitoring systems or of effective budgetary controls;

· Lack of a leadership which can build, and keep together, alliances between all the appropriate actors;

· A less than full commitment to co-operate by all the parties and actors involved;

· Lack of an effective communications system between the management, individual participants and participating organisations.

Structural:

· Poor management structures for the design, operational and implementation stages of the programme;

· Poor monitoring and evaluation systems which hinder the exchange of experiences and an assessment of the level of effectiveness;

· A lack of guaranteed funding or a reliance on short-term, intermittent funding for training, equipment, infrastructure and other costs;

· Lack of trainers, of adequate training facilities and of local employers making available opportunities for ‘on the job’ placements;

· Problems of changing a culture of dependency and corruption in local administrations and communities.


EQUAL OPPORTUNITIES BETWEEN WOMEN AND MEN
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While most Council of Europe Member States have in place legislation to prevent discrimination on grounds of gender, there are still many factors which militate against women having opportunities in access to employment, on an equal basis with men.  These apply, in particular, to women with families, especially lone parents with young (pre-school or junior school) children.   In a recent study by the Irish employers’ organisation, IBEC, into the extent of flexible workplace policies, three reasons were given for the low female participation rate in the labour force: the lack of affordable quality childcare; unsuitable hours of work; and skills deficiencies.  These three barriers are inter-linked and are the key obstacles to women having access to the labour market. 
  The CS-EM considered that problems created by low pay and cultural barriers are additional obstacles to equal opportunities.
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The first two barriers can be linked to the traditional responsibility of women for childcare and family management.  The lack of adequate caring facilities for pre-school children and for children after school is found in almost every country.  Even if such facilities do exist, there is the additional problem of a convenient location or the availability of such facilities close to centres of employment. A second, emerging, problem is the ‘graying’ of populations in all European countries and the growing numbers of dependent elderly people.  This is placing a further responsibility on women who find that they have to make arrangements to care for older relatives.  
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The second barrier – unsuitable working hours – also militates against women entering or re-entering the labour force.  Inflexible working hours and the absence of a system of ‘flexi-time’ is a problem for women taking up employment while still coping with family responsibilities.  For many women, the challenge of balancing a full time job with caring responsibilities can be too much of a burden and presents an important barrier to their full participation in the labour market.  There is the further, related, problem of low pay in the many jobs which are often the only ones open to women and which results in good quality caring facilities being too expensive in relation to these low pay levels.  This can prove to be a particularly difficult problem if women wish to return to work before their children have reached the age at which there is free nursery schooling. 
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When it comes to acquiring the skills and qualifications which might equip them for employment, or a return to the workforce, it can also be difficult to participate in relevant training courses, as these are, very often, inflexible in their organisation and, therefore, do not allow participants flexible learning opportunities. Coping with the problems of finding a work-life balance, therefore, can also be a problem for women in accessing training programmes. 
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Finally, there are the deep-rooted cultural barriers against women playing a full role in the labour market or in reaching their full potential through education and training. While this prejudice is found, to some extent, in all communities, it is more apparent in rural areas. 
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Resulting from these barriers is the fact that many women seeking employment are restricted to taking up part-time, unskilled, low paid employment.  Even when they have the opportunity to participate in local partnerships, the European Foundation study on local partnerships found that ‘women play active roles in many local partnerships, but are more likely to be found as community representatives and in project teams than on management boards or committees, i.e. in decision-making roles’. In the design of many local partnerships a commitment to equal opportunities for men and women, and other disadvantaged groups, is not built in, in respect of the local strategies, structures and working methods. 

	BARRIERS TO EQUAL OPPORTUNITIES IN EMPLOYMENT

· Lack of affordable and quality childcare and eldercare facilities;

· The absence of flexible working hours and working arrangements;

· Having inadequate or no formal education, qualifications or skills;

· Continued discrimination and obstacles in access to training and to employment;

· The absence of work place policies which allow for the balancing of family and work responsibilities;

· The challenge of overcoming cultural attitudes to women in access to education, training and to pursuing sustainable careers;

· Many jobs available to women are part-time, unskilled, poorly paid and with less than desirable physical working conditions.




NON-DISCRIMINATION TOWARDS DISADVANTAGED GROUPS
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Barriers to access to employment for people with disabilities, ethnic minorities, and based on age can be found in existing attitudes and labour market situations.  As in the previous section, first among these is education – having an education and training in relevant skills, is a person’s ‘passport’ to employment.  While a lack of education and training is a barrier to employment common to all three groups, there are problems of access, however, which are specific to each group.

People with disabilities
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People with disabilities, for example, are subjected to a triple form of discrimination in gaining access to employment – age, education and training and location.  First, many disabilities are linked to age and many older, disabled, workers are forced into early retirement on inadequate pensions; second, people with disabilities do not have the same access to education or to training facilities as able-bodied persons, in particular to training in new technologies, which could be a means of facilitating their entry (re-entry) into the workforce; and third, a lack of accessibility to premises for education/training or, indeed, for work militate against taking up employment opportunities, when offered.  Because many people with disabilities see these as insurmountable barriers they are not prepared to seek training and employment but remain outside the labour market and dependent on social benefits. 
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In its report on the employment of people with disabilities in small and medium-sized enterprises, the European Foundation identified a number of factors that could be considered barriers to employment 
 and these could be considered as applying to all sectors of the economy.

	BARRIERS TO EMPLOYMENT FOR PEOPLE WITH DISABILITIES

From an administration point of view:

· A lack of financial assistance on incentives to assist employers with adapting workplaces to help people with disabilities, for example, for access, aids or the adaptation of technology;

· Lack of enforcement of anti-discrimination legislation, employment quotas, and protection against dismissal;

· Education and training attainment is low among people with disabilities;

From an employer’s point of view:

· Health and safety and insurance regulations are perceived as an impediment to recruitment;

· Recruitment practices seldom recognise the value of including an equal opportunities policy when hiring;

· The attitude of employers to people with disabilities can display a lack of understanding or social awareness;

· There is often a reluctance to invest in adaptations (accessibility, technology etc.) to facilitate the employment of people with disabilities.

For the workers:

· The level and severity of the disability and the age of the person are additional barriers to employment;

· Difficulties in getting access to education and training programmes which are relevant to their ability and mobility;

· Many people with disabilities suffer from low confidence and self-esteem and, consequently, are not prepared to face the substantial problems of integration into the workforce;

· Families and others close to a person with a disability can be over-protective and, consequently, discourage that person from availing themselves of training or employment opportunities;

· When in employment, the attitude of fellow workers and of management can limit the degree to which an employee is integrated and progresses within the workplace.




111
NGOs and mediating organisations working with people with disabilities have a pivotal role to play in promoting a positive awareness of both disabilities and the legislative framework, in providing training or identifying suitable training programmes and in giving personnel support to the person with a disability. The absence of such organisations or support can be a key obstacle to access to the labour market.

Ethnic minorities
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In 1994, the European Foundation, Dublin, investigated measures against racism and discrimination in employment in the fifteen EU Member States, plus Norway. 
 The study showed that migrants and visible minority populations are disproportionately represented in poor and insecure work and among the unemployed, even the second and third generation migrant-descended population who were born, raised and educated in a Member State.  Related to this is the low pay such jobs offer and how these relate to unemployment and social benefits.  The study identified the following ‘obstacles to progress’: 

	BARRIERS TO EMPLOYMENT FOR ETHNIC MINORITIES

Administrative:

· Inadequate information and research on the employment circumstances of migrants and ethnic minorities; 

· The presence of overt racism towards migrants/ethnic minorities and direct exclusion, on grounds of race, from employment opportunities;

· Weaknesses in existing legislation against discrimination in employment in many countries and the absence of a political will to enforce the existing legislation;

· The existence of a ‘two-tier’ workforce within the EU, one which has the right to travel and work anywhere within the EU and a second in which a person is restricted to a single Member State;

· A lack of social, economic and political rights and a ‘discrimination in law’ which excludes non-nationals from certain jobs for example in the public sector.
Workplace:

· The practice of indirect discrimination in the workplace, such as in recruitment and promotion; 

· A lack of awareness of the problems of racism and discrimination in employment by many employers and trade unionists; 

· A lack of understanding by employers and unions about equal opportunities and equal treatment policies as well as misconceptions about the nature of racism and discrimination;

· Management and workers’ resistance to anti-discrimination measures;

· Labour market structures which undermine progress towards anti-discrimination protection, such as illegal, undocumented work or structural unemployment;

· The low wages offered by those jobs available to ethnic minorities are sometimes not significantly greater than unemployment benefits, resulting in a ‘replacement ratio’ which can act as a disincentive to taking up employment.




Age discrimination
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With regards to access to employment for both younger and older workers, there is one common denominator – skills: that is skills and qualifications which are in demand in the local economy and which will provide sustainable employment in the medium to long term.  For young people who have left the formal education system without skills or qualifications, the prospect of finding worthwhile employment, which will provide them with a longer-term career, is substantially reduced.  In some countries this can be due to old, out-dated, curricula in the educational system which does not provide adequate preparation for the current world of work.  If they do find jobs, these are, inevitably, ‘dead-end’, low paid jobs with poor working conditions and no prospect of a career structure.  In addition, there are certain business sectors where jobs are available, such as agriculture and construction, but in which young people are no longer interested in working, thus reducing their scope and opportunities for employment.
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For older workers, very often those who have been made redundant, their skills are not in demand any more and the challenge of re-skilling, finding new employment or changing careers can be intimidating.  This is a particularly acute problem for the pre-retirement age group who still wish to work, or, for financial reasons, have to work, as re-entering the labour market becomes more difficult with increasing age.  However, for older workers who do want to take up this challenge, there are still many obstacles to overcome, such as gaining access to skills training, acquiring job search and interview techniques, dealing with negative attitudes to older workers and with organisational cultures which discriminate against older workers in recruitment and in access to training.  Working condition issues and the design of work organisation can also act as exclusion factors for older workers.  There is also the challenge of finding a job that is flexible, in terms of working hours, contract arrangements etc., and is compatible with their lifestyle.  Many countries and enterprises also lack an integrated approach to linking income from work and pensions into a policy of gradual retirement by, for example, a transition from full-time to part-time work and then to full retirement.

	BARRIERS TO EMPLOYMENT BASED ON AGE DISCRIMINATION

For young people

· Leaving formal education before completion and, consequently, a disillusionment with education and reluctance to take up opportunities for ‘second chance’ education;

· Out-dated curricula in the formal educational system can result in a lack of preparation for the current world of work;

· A lack of skills and qualifications which are in demand in the local or national economy, for example in new technology or automation;

· Difficulties in finding opportunities for worthwhile and useful work experience. 

For older workers

· Finding there is no demand for their skills and facing the prospects of re-skilling/re-training;

· A reluctance on the part of employers and training authorities to allocate resources to the training/retraining of older workers;

· An absence of jobs which are suitable for older workers in terms of flexibility and lifestyle;

· A lack of company policies on the integration of older/senior workers and on a gradual approach to retirement.

Common obstacles

· A lack of training in job search and interview techniques and of local facilities to support job seekers in the transition from unemployment to work;

· The absence of a co-ordinated national/local plan for an active approach to integration/ reintegration into the labour market;

· Negative attitudes of employers and recruitment agencies to a) young people who are inexperienced and b) to older workers who lack the skills required by the labour market.




ENTREPRENEURSHIP
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An absence of entrepreneurs in an economy would mean no innovation, no growth in employment and an over-dependence on the State as a source of work. Therefore, entrepreneurs are essential for the development and expansion of the labour market.  In his analysis of the importance of entrepreneurs to job creation, Sergio Arzeni of the OECD says that they ‘are essentially agents of change in a market economy, fuelling the drive for the increasingly efficient use of resources and facilitating trade between parties with different preferences and endowments’. He goes on to say that entrepreneurial behavior is a key to the development of innovative ideas and that ‘the entrepreneurial function will affect both the rate at which new firms are created and their chances of survival and growth as well as the fate of already existing firms’.  He notes that self-employment and enterprise creation can help turn around a local economy affected by economic decline. 
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Consequently, the entrepreneurial spirit is essential for job creation but what are the factors that can work against this spirit and drive?  Arzeni notes a number of barriers, such as those resulting from governments through taxation and regulation. ‘When taxation is too burdensome and reporting requirements too complex, entrepreneurs take refuge from the fiscal system, expanding the underground economy and the illegal labour market’.  Paul Paradis and Almorò Rubin de Cervin illustrate this in their article on entrepreneurship in Russia 
 which points to a ‘high degree of informal entrepreneurship by individuals trying to escape heavy regulation, taxation or simply to survive through the black-market economy in periods of high inflation and recession’.  In this context, the CS-EM considers that taxation policy should be ‘employment friendly’, in particular for small and medium sized enterprises.   The Committee would also add to this obstacle other financial pressures, such as excessive insurance and rents for micro-businesses.  The absence of advanced factories or available, suitable office space designed for the self-employed or small enterprises at reasonable costs also contribute to these financial burdens.
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Second, Arzeni identifies problems with late payments from administrations as a common problem for small-scale enterprises.  Indeed, ‘late payment is the cause of mortality of a number of firms which would otherwise still be on the market’.  Because of late payments, firms are forced to borrow, resulting in their profits going on interest payments to banks. 
   Cash flow is the life-blood of any business, so late payments by customers and administrations can result in an enterprise ceasing operations and, the smaller the enterprise, the greater the possibility of closure.

118 On the issue of funding he says that the difference between Europe and the USA is the availability of venture capital – ‘in Europe most venture capital goes for management buy-outs or for the development of existing medium sized firms; in the USA a much larger share is allocated to seed capital for new ventures’. 
  Paradis and de Cervin also found that the lack of capital ‘renders the creation of enterprises a difficult task, particularly in manufacturing’. 
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In their report for the European Commission on obstacles to the creation of small businesses in seven EU Member States, MEDEF, the French Employers’ Confederation identified a number of key barriers. 
  It found that an environment exists which is not conducive to entrepreneurship, that training for future entrepreneurs, problems with the preparation of realistic business plans and difficulties in securing finance, are all obstacles to setting up in business. Further problems, highlighted by the report, are the relationship between the newly self-employed person and the government agencies he/she has to deal with, which can often be difficult, and the social security implications of changing one’s occupational status, in particular in the ‘start-up’ phase of the business.  Entrepreneurs and the self-employed interviewed for the report considered these as major barriers, ‘restricting free enterprise and affecting, at a given moment, the actual decision whether or not to launch the business’.  
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The CS-EM identified a number of other barriers, first the complexity of regulations and the multiplicity of bodies which an entrepreneur wishing to set up in business has to deal with. There is also a big difference between countries in the steps required to establish a business. Second, the problem of location and of generating sufficient demand in the local community or catchment area to make the business viable and sustainable and third, there is the lack of access to new information, communication technology which could be considered essential for the success of a modern business.
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So for a person with a business idea and the entrepreneurial flair to see it through, there are a number of barriers to getting started and to survival.

	BARRIERS TO ENTREPRENEURSHIP

Administrative:

(    The absence of local support structures, for example, advice and training on how to 

      address administrative, management or personnel issues;

(    The absence of readily available, low cost funding and credit in the ‘start-up’ phase of 

      the business, for premises, equipment, marketing, etc, and to fund fluctuations in 

      income;

(    The absence of readily available, inexpensive premises to assist in the ‘start-up’ phase 

      of the business;

· The extent and complexity of administrative regulation and government ‘red-tape’ which discourages business start-ups;

· Excessive levels of various forms of taxation on the self-employed and on micro, small and medium sized enterprises;

· The lack of modules in understanding business and entrepreneurship in the educational system militates against the development of an entrepreneurial culture.
Management:

· The absence of networks of firms to share and address together, through joint representation, the common problems of infrastructure, of regulation and other bureaucratic obstacles to their operations;

(   The lack of effective credit control, resulting in a cycle of late payments and excessive 

interest on borrowings, which affect cash-flow;

· The lack of a comprehensive business and financial plan, even for the smallest business;

inadequate investment in training and re-skilling to keep up to date with market demands and technical advances.




EDUCATION, TRAINING AND LIFE-LONG LEARNING
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As quoted in the explanatory report, ‘education and training are one of the cornerstones of economic policy’ 
 and, as noted at the beginning of this paper, training is also the vital link between the four other headings which are the focus of this report.  Failure by individuals to complete formal education without qualifications or without attaining skills which will equip them to compete in the modern labour market, places them at a distinct disadvantage in terms of job prospects, career development, living standards and inclusion in the economic and social life of their communities.  Furthermore, for those who are in employment, who have a skill or are semi-skilled, the lack of access to occupational training programmes to update those skills and to remain employable in a rapidly changing market can be a threat to their continued participation in the workforce.  
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This is a universal concern and, for example, in its report on dealing with long-term unemployment, the Dublin Employment Pact in Ireland also identifies training as a key to access to employment.  Its outlines a number of barriers, some that can be easily dealt with, such as the organisation of courses at times which suit the target group. Others are more complex, for example, the low self-esteem and low expectations resulting from years of unemployment and a lack of belief which the long-term unemployed have in their ability to find work. 
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The report outlines a number of linked barriers to getting work and taking up training opportunities, including a lack of self-confidence and, if linked to literacy problems, making a person more reluctant to take up an offer of training. The study found that poor education is a barrier to training - those who are least qualified face greater difficulties in accessing mainstream training programmes and, if they do enter a training programme, many will not complete it.
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It is the clear message from the case studies and in the contributions to the discussions in the CS-EM that training programmes must incorporate elements of career guidance, interview and job search skills, counselling on self-improvement and coping with family problems – training should be holistic and not just focused on technical skills training.  Training should also include an element of ‘on the job’ experience and thus the involvement and co-operation of local enterprises is essential.
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There is also the challenge of bridging the social need for work placement and/or training with that of business efficiency.  In the comprehensive Council of Europe report, Expanding the labour market for social cohesion, a study of job creating initiatives, it is recognised that ‘the least employable are most in need to be supported socially and to be motivated, trained and employed.  This may prove lengthy and costly and the results of re-integration may be meagre in a labour market situation which is characterised by an overall job deficit.  Moreover, the least skilled long-term unemployed tend to be less productive. Thus business efficiency will be more difficult to achieve’.  

	BARRIERS TO GAINING ACCESS TO TRAINING AND EDUCATION

· A lack of a coherent, integrated, national policy on education, vocational training and life-long-learning;

· Non-completion of the formal education system makes it more difficult to acquire 

qualifications or skills and gain access to employment;

(    Low educational attainment makes it more difficult to participate in and complete training 

      programmes;

· A lack of access to information technology and commitment to providing it, especially in rural areas

(    A lack of a holistic approach, which includes technical training, counselling, self-         

development, career advice and work experience contributes to a less than effective 

      programme;

(   The non-cooperation of local employers in making available opportunities for work 

     experience and work placement;

(   An over-emphasis on the business, rather than the social, needs of those seeking  training.




OTHER TRANSVERSAL ISSUES

Funding
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As stated on page 14, ‘funding is a crucial issue if programmes are to have long-term and sustainable success’. In organising a local partnership, in setting up education and training programmes, in encouraging entrepreneurs to start up small businesses or to become self-employed, to provide equal opportunities in access to employment and to eliminate workplace discrimination, funding is the key. The absence, therefore, of adequate, continuous and reliable funding in any of these areas is a major barrier to successful employment initiatives.

Excessive Bureaucracy
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Centralised administration and the excessive use of ‘red-tape’ to control the work of local employment initiatives or the organisation of training programmes can hinder these initiatives getting started or create a situation where the self-employed person or small entrepreneur is forced into the shadow economy.  For the efficient operation and success of job creation programmes, the elimination of unnecessary bureaucracy and a large degree of de-centralisation of decision-making to local communities is required.  Mutual trust is a key ingredient of such de-centralisation and administrative rules should be supportive of the work of local communities. National, regional and local policies should be complementary to each other, rather than at odds, as is often the case.
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On the other hand, in other elements of providing access to employment and protection to those in employment, legislation and regulation, which is strictly enforced, should be in place to combat, for example, discrimination, poor working conditions and the lack of other recognised fundamental workplace rights and to create the environment for equal opportunities, social inclusion and a better quality of working life.

Infrastructure
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Finally, it is difficult for local partnerships and other employment initiatives to be successful if supportive infrastructures, such as telecommunications, road or rail transport, are not in place.  To take advantage of consumer demands, to fill orders for goods or services, to market one’s products and seek out new customers, or to have access to equipment and raw materials, the necessary facilities must be available to the local community, to the entrepreneur or to those organising and taking part in education and training programmes.  
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Inflexible housing markets in many countries are a further key infrastructural obstacle to those seeking employment or moving to where jobs or training programmes are available.  The absence of adequate, affordable housing close to necessary social facilities, such as shops, schools and an efficient and affordable transport system, can be a major barrier to the movement of people, to the establishment of local partnerships, of new businesses and to those trying to remain in, enter or re-enter the labour market.
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1. Name of the committee: 
Committee of experts on promoting access to employment (CS-EM)

2. Type of committee: Committee of experts

3. Source of terms of reference: European Committee for Social Cohesion (CDCS)

4. Specific terms of reference:

The Committee of experts on promoting access to employment shall examine and evaluate good practice with regard to the integration into the labour market of disadvantaged groups, promoting equal opportunities and eliminating all forms of discrimination with particular reference to the situation in Member States outside the European Union.

On the basis of its review of good practice in Member States, and taking full account of the relevant provisions of the European Social Charter (Articles 1, 2, 9, 10 and 15), the Revised European Social Charter (Articles 15 and 27) and of the European Employment Strategy of the European Union, the Committee of experts on promoting access to employment shall identify and develop appropriate horizontal links and co-ordinated approaches between relevant good practice in the employment field and the other priority areas of the Strategy for Social Cohesion (in particular, social protection and education) designed to promote the integration of socially excluded groups and individuals into the labour market (including people with disabilities).

In particular, the Committee of experts shall consider the following specific issues for promoting access to employment:

(i) 
developing life-long learning policies aimed at the needs of the long term unemployed and promoting their re-integration into the labour market;

(ii)
developing policies to improve the co-ordination between the different services in the public and private sectors, including the voluntary sector, responsible for integrating the long term unemployed into the labour market, and in ways which take account of their needs and interests;

(iii) 
developing preventive policies aimed at re-integrating the short term unemployed into the labour market

(iv) 
developing policies to assist the long term unemployed in an active job search;

(v)
 developing policies for the non-market sector aimed at promoting both secure employment, where appropriate, and opportunities to enter the primary labour market.
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b. The following 17 Member States will be entitled to the reimbursement of their travel and subsistence expenses incurred by participating in meetings of the Committee:

Albania, Bulgaria, Croatia, Cyprus, Czech Republic, Estonia, Hungary, Latvia, Lithuania, Moldova, Poland, Romania, Russia, Slovak Republic, Slovenia, "The former Yugoslav Republic of Macedonia", Ukraine

c. An additional Member State which is also a member of the European Union will also be entitled to the reimbursement of its travel and subsistence expenses incurred by participating in meetings of the Committee.

d. One representative of the Commission of the European Communities will be entitled to attend the Group’s meetings, without the right to vote or to defrayal of expenses by the Council of Europe.

e. Similarly, without the right to vote or defrayal of expenses, observers from the following states or organisations may attend the Group’s meetings: 

-
Canada

-
Holy See

- 
International Labour Office (ILO)

- 
Organisation for Economic Co-operation and Development (OECD)

- 
European Trade Union Confederation (ETUC)

- 
Union of Industrial and Employers' Confederations of Europe (UNICE)

- 
Specialised Non-governmental organisations

f. 
One member from each of the following Council of Europe bodies:

- Congress of Local and Regional Authorities of Europe

- European Committee of Social Rights

- Governmental Committee of the European Social Charter

- European Committee on Migration

- Steering Committee for Equality between Women and Men

- European Steering Committee for Intergovernmental Co-operation in the

  Youth Field

- Committee on the Rehabilitation and Integration of People with Disabilities

6. Working structures and methods

The Committee may be assisted by a consultant.

7. Duration

These terms of reference will be valid until 31 December 2001. They shall, if necessary, be reviewed at the end of this period.
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APPENDIX 3

TEXT OF LETTER FROM SECRETARIAT OF 14 DECEMBER 1999  ASKING FOR EXAMPLES OF GOOD PRACTICE FROM MEMBERS OF CS-EM

Dear Sir, Dear Madam,

At the first meeting of the Committee of Experts on Access to Employment, it was agreed that the Secretariat would write to members asking for at least two examples of good practice (but not more than four) of finding work opportunities for long-term unemployed people involving local development initiatives.
The purpose is to compile a number of good practice examples from which, with the assistance of a consultant, the Committee could draw up a list of policy guidelines in this area, with a particular focus on long-term unemployment problems in Central and Eastern European countries.  

In commissioning such examples, the emphasis should be on transferability of good practice rather than comparability.  We would like members to select at least two examples of good practice  (or more if they wish) which demonstrate how a coherent strategy to local development, involving different partners can help provide solutions to long-term unemployment.  This could be through job creation in the real labour market or in the social economy or through self-employment opportunities, including for women.  More information about the examples sought and methodology is given in the attached annex.  

It is suggested that those preparing the examples should aim for no more than 3 or 4 pages of A4 in English or French, with supplementary information if available in Annexes. They should be submitted to the Secretariat by the end of March 2000. If possible background information on the unemployment situation should be sent at the same time but this can be supplied later but if possible before the second meeting of CS-EM on 4 and 5 May 2000. 

Please discuss with me any questions or difficulties you have. 

This letter is being sent to country representatives who attended the first meeting, to Observers to the Committee including the representatives who attended from the ILO, OECD and ICSW.  

Yours sincerely

ROBERT DRAKE

APPENDIX 3 (continued)

Local Development initiatives can combat long-term unemployment

Guidance on selecting good practice examples
General 

The intention is not to be prescriptive in the way that examples are selected. The criteria should be forms of local partnership that you have found useful in tackling problems of long-term unemployment linked to social exclusion and on which you think should be communicated to other Member countries of the Council of Europe.  In describing the initiative, concentrate on aspects which were innovative or previously untried and which produced results – for example on the ways in which skills were improved or on how the different partners involved worked together.

Focus on long-term unemployed 

It is suggested that two examples be provided.  Both examples should relate to the long-term unemployed or those at risk of becoming long-term unemployed.  One example should relate to the long-term unemployed in general and one to a specific group particularly liable to long-term unemployment such as the disabled, young people, graduates finding it difficult to use their skills in the labour market, older workers or women, ethnic minorities or Roma. They might also involve ex-military personnel or released prisoners, if interesting good practice involves these groups.  Again the intention is not to be prescriptive but to suggest areas on which you might wish to focus.

Special Emphases: on rural areas and on areas where single industries have closed down 

It was agreed that there should be an emphasis on local development initiatives in rural or physically isolated areas, reflecting the nature of many of the countries in Central and Eastern Europe.  In addition, some examples might draw on activities to promote employment in locations where a single industry had collapsed or closed leading to the need for urgent measures for the long-term unemployed. 

Checklist

It would be useful to look at the following checklist to assess how the good practice or initiative in question combats or prevents long-term unemployment.  However it is not necessary to respond to all the points, only those which you consider relevant: 

a) The Groups being assisted.  How does your initiative: 

· Help adults suffering long-term unemployment of more than one-year’s duration find employment and retain it.  

· Help those with low skills level to improve their skills

· Provide opportunities for well qualified people to use their skills whether through a job or self-employment 

· Assist younger workers in bridging the transition from education to work 

· Assist ethnic minorities, including, if appropriate, Roma, in integrating into the local labour market  

· Assist women and men with combining work and family or caring responsibilities 

· Assist people with disabilities to find and sustain employment for example through workplace adaptations to facilitate access

· Assist older workers, especially those made redundant, to find employment

b) The Partners 

· Describe the nature of the partnerships in the initiative and structures in place to achieve co-ordination 

· The particular role of the National Employment Service in co-ordination

· Roles of the social partners, local government (i.e. municipalities), non-governmental and voluntary organisations 

· How employers are involved in the initiative and how they are encouraged to take part  

c) Budgets and evaluation

In all cases it would be useful if you gave 

· an indication of the overall the budget of the activity and explain (if you wish) whether it is part of an aid package

· What arrangements are planned for its evaluation? 

Background information on the general unemployment situation 

To provide some contextual information on the general employment situation in your country, it would be helpful if background information could be given on unemployment in your country, percentage rates, whether it is growing or declining and the split between ages and sexes in employment and the composition by sex and age groups of the unemployed. You can alternatively refer to another source where such information is available, which you regard as recent and authoritative, for example, recent reports on compliance with the European Social Charter or Revised Charter or information provided to other international organisations such as the EU, ILO or OECD. 

Methodology and definitions 

The long-term unemployed are those out of work or seeking work more than one year.    

The meaning of the term “local”.  The intention is to provide examples focusing on a particular locality whether a town, group of villages or even a small region. The examples should have a focus on local development but do not need to have been instigated locally. Indeed in many cases they may be an example of local implementation of a nationally or internationally financed scheme but to qualify they should nonetheless have a local element in their application. 

Format, language and timescales 

It is suggested that those preparing the examples should aim for no more than 3 or 4 pages of A4 in English or French, with supplementary information if available in Annexes.  They should be submitted to the Secretariat by the end of March 2000.  If possible background information on the unemployment situation should be sent at the same time but this can be supplied later but if possible before the second meeting of CS-EM on 4 and 5 May 2000. 

APPENDIX 4

SUMMARY OF THE GOOD PRACTICE REPORTSSUBMITTED BY THE MEMBERS OF CS-EM

Good practice examples / Exemples de bonnes pratiques

	Date submitted/ Date d'envoi


	Country or organisation /Pays ou organisme expéditeur
	Title of document / Titre du document
	Language / Langue

	05.04.2000
	Albania/Albanie
	Examples of good practices
	English/Anglais French/Français

	11.02.2000
	Belgium/Belgique
	4 exemples de bonnes pratiques
	French/Français

	2001
	Bulgaria/Bulgarie
	6 examples of good practice
	English/Anglais

	31.03.2000
	Cyprus/Chypre
	University and other Third Level Education Graduates in the Labour Market 
	English/Anglais

	02.05.2000
	Croatia/Croatie
	Programme for facilitating self-employment
	English/Anglais

	31.03.2000
	Estonia/Estonie
	Designated jobs for Disabled Young Persons in Estonia

Promoting entrepreneurship in Emmaste
	English/Anglais

	27.03.2000
	Russian Federation/ Fédération de Russie
	On the positive experience of territorial employment service bodies of the Ministry in the work with long-term unemployed
	English/Anglais

	27.03.2000
	Finland/Finlande
	Examples of good practices on local employment initiatives combating long-term unemployment and social exclusion
	English/Anglais

	22.03.2000
	Georgia/Géorgie
	Promoting Access to Employment in Georgia
	English/Anglais

	08.03.2000
	Hungary/Hongrie
	Social Land Programme
	English/Anglais French/Français

	20.04.2000
	Italy/Italie
	Labour market and labour policies in Italy
	English/Anglais

	30.03.2000
	Latvia/Lettonie
	Information on Long-Term Unemployment in Latvia
	English/Anglais

	31.03.2000
	Lithuania/Lituanie
	Training of Woodcutters at the Varena Agricultural School
	English/Anglais

	14.03.2000
	Luxembourg
	Mesures pour accompagner les jeunes sur le chemin de l'emploi
	French/Français

	060.4.2000
	Poland/Pologne
	Examples of good practices
	English/Anglais

	29.03.2000
	Slovak Republic/

République Slovaque
	Project of small business optimisation in the Slovak Republic
	English/Anglais

	30.03.2000
	Czech Republic/  République Tchèque
	Les exemples de bonnes pratiques de la République Tchèque
	French/Français

	10.04.2000 
	Romania/Roumanie
	Modalités d'emploi et de protection sociale pour les chômeurs de longue durée – Vallée de Jiu
	French/Français

	01.05.2000
	Slovenia/Slovénie
	Self-employment in rural areas

Public works programme on Roma housing
	English/Anglais

	29.03.2000
	Turkey/Turquie
	L'institution nationale de l'emploi
	French/Français

	05.05.2000
	Ukraine
	Good practices in Ukraine
	English/Anglais

	OBSERVERS / OBSERVATEURS



	29.03.2000
	European Committee on Migration/Comité Européen sur les Migrations (CDMG) 


	Work and Income – Programme for the Promotion of Roma-Initiatives in Romania
	English/Anglais

	29.03.2000
	International Council on Social Welfare (ICSW) / Conseil International de l’Action Sociale ISCW
	Welfare Mix and Peer Support (examples from Finland)
	English/Anglais

	22.02.2000
	Association Internationale des Charités (AIC)

(NGO/ONG°
	Femmes en mouvement (examples from France)
	French/Français

	27.06.2000
	Canada
	3 examples of good practice
	English/Anglais


ALBANIA

Three examples of measures taken by the Albanian government (Ministry of Labour and Social Affairs, National Employment Service) in order to lower unemployment. 

Groups helped

Unemployed in general (long-term unemployed).

Partnerships

Activity

The first measure is the Public Labour Programme, which aims to reduce poverty and  to create part-time work, principally in rural areas. In 1998, the goal of this programme was to provide 2400 persons with part-time work and as a result, in 1999, 15000 persons obtained part-time employment. 

The second measure is the Promotion of Employment Programme, which was established by the National Employment Service based on concrete projects presented by enterprises to the Local and Regional Employment Agencies. The programme pays minimum wages and subsidies to enterprises which have employed long-term unemployed persons, of which 50% must be covered by the scheme of economic assistance. Due to the financing of the budget of $ 2 million, 6000 persons were employed in 1999.  In 2000, the National Employment Service, in liaison with the Local and Regional Employment Agencies, carried out 417 Promotion of Employment Programmes, and as a result 11773 persons were provided with employment. The programmes have been established in all of the 36 Local and Regional Employment Agencies, carried out mainly in cities such as Tirana, Dures, Fier, Vlore, etc, and have been most favourable to the sectors of construction, clothing industry and services. 

The third measure is the Promotion of Employment Programme Through Professional Development, mainly carried out in public centres of professional training. The objective of the programmes is to provide workers with the possibility of professional development in order to adapt them to new labour market demands. 

Budgets

The programmes are provided by the state budget and they are carried out by the National Employment Service. The budget for 1999 was $ 2 million and for 2000 it was $ 3,5 million.

Background Data

The Ministry of Labour and Social Affairs was established in 1992, and the National Employment Service in January 1998.

BELGIUM
Three examples of measures taken by the Employment Services in Belgium in order to lower unemployment. 

Groups helped

Unemployed in general

Partnerships

Activity

Activating unemployment benefits creates jobs. This is done by financing services for individuals or non-profit organisations not offered by the private sector. (This system offered employment for 41.000 persons by 1998).

Other jobs are being financed within the private sector, these positions being aimed at improving working conditions, or the environment, or the quality of services. For these jobs, employers are freed from paying social costs for those employed (In 1999 there were 6200 jobs of this type).

The third measure is the Professional Transition Programme. This scheme is very similar to the two above, as it also aims to create jobs, which are of a public interest. However, here the Regions are also providing financial assistance. (In 1999, 4700 people obtained such jobs).

Budgets

Background Data

Unemployment is falling in Belgium, yet there are still around ¼ million people, who are long term unemployed. 

In early 2000, about 80.000 people participated in different employment programmes.

BULGARIA

1. National Council for Protection against Unemployment and Employment Promotion –established on tripartite principle.

Activity: The National Council cooperates with the Government in elaboration, co-ordination and implementation of the state policy in the following areas: unemployment insurance; employment promotion and assistance; vocational qualification and requalification; mediation information and labour placement services for Bulgarian citizens in other countries and Bulgarian and foreign citizens in the Republic of Bulgaria.

Partners: equal number representatives of the Government, employers’ organizations and trade unions.

2. Methodical guidance for decentralization and regionalization of employment policy

Activity: the Ministry of Labour and Social Policy (MLSP) has worked out methods for creation and assistance to local experts who can manage the processes of the Regional Labour Markets corresponding to their specific problems, economic condition, possibilities and strategies. Twenty-eight Regional Employment Councils are established and function at the moment. In result of this the Ministry of Labour and Social Policy has approved seventeen Regional Employment Programs; micro-projects for employment and training.

Partners: representatives of the State in the bodies of local government, representatives of the local structures of employers’ organizations, trade unions and non-government organizations.

Since the Employment companies have been started in 1997 till 30 September 2001, the average acquired recourses are EUR 7 333 325.

3. Regional Initiatives Fund (RIF) was established with resources granted as a loan to the Bulgarian Government by the World Bank and at present works mainly with the gratuitous support of USAID and resources from the State budget. 

Assisted groups: socially disadvantaged people at the Labour Market.

Partners: MLSP, Regional administrations, social partners. 

Beginning of the Program: 01.08.1998. Description of the Program activities included: to finance municipal and non-government micro-projects in order to create temporary employment and to alleviate the negative impact of the economic restructuring, to improve social and economic infrastructure and to create conditions for economic growth. The Regional Initiatives Fund is a pilot project and proceeds with establishing the Social Investment Fund (SIF).

Financing: World Bank, State budget. Since the beginning of the Fund on 01 August 1998 till 30 September 2001 the average acquired recourses for micro-projects are EUR 14 674 199.
4. “Beautiful Bulgaria” Project

Assisted groups: unemployed people.

Partners: the Ministry of Labour and Social Policy manages the Project with the help of UNDP.

Beginning and duration of the Program: The Program started in 1997 and the third phase of the Project will continue until December 2001.

Description of the Program activities included: The Program stimulates creation of conditions for micro and small business by organizing training courses “Start your own business”. It increases the level of managerial and technical capacity of the small and medium-sized construction firms through their participation in the courses “Improve your construction business”. “Beautiful Bulgaria” Program contributes to the enlargement of the experience of the small and medium-sized enterprises with respect to the competitive procedures of the European Union. Thus raising their capacity for receiving pre-accession funds.

Financing: “Beautiful Bulgaria” – 2 was financed by the European Union, and the participating municipalities. “Beautiful Bulgaria” – 3 is being financed mostly by the resources from the State budget and the participating municipalities.

Since the beginning of the project in 1997 till 30 September 2001 the average acquired recourses are:

· EUR 4 453 645 for the project “Beautiful Bulgaria One”;

· EUR 6 245 640 for the project “Beautiful Bulgaria Two”;

· EUR 4 941 560 for the project “Beautiful Bulgaria Three” till 30 September 2001.

5. Job Opportunities through Business Support (JOBS)

Assisted groups: unemployed, micro and small-sized enterprises, growers of agricultural products for their own consumption with entrepreneurial potential.

Partners: The Ministry of Labour and Social Policy implements the Project with the help of UNDP.

Beginning: The Project started in October 2000 after signing a project document by the Minister of Labour and Social Policy and the UNDP Officer-In-Charge within the period of two years.

Description of the Program activities included: promotion of entrepreneurship; assistance to micro and small-sized enterprises and to local producers; introduction of new techniques and technologies; providing of local and international consultants for development of projects; opportunities for business and business contacts; establishing contacts and active co-operation with national and foreign institutions, commercial organizations, donor programs and special funds; easier access to credits; activation of the social dialogue for encouragement of the entrepreneurship and strengthening the trust between the state and the private sector. Within the framework of the JOBS Project a network of 21 Agro Business Centers/Business Incubators (ABC/BI) and 3 Information Business Centers is being built. ABC/BI are non-governmental organizations, which support the development of the private local business. They offer information and consultation services, training and financial services; lend premises at preferential prices for small business. Through the JOBS Project ABC/BI ensure access to flexible financial mechanisms and contemporary information technologies. A loan guarantee or financial leasing scheme is being created.

Financing: mainly by resources from the State budget (98%) and donors.

The project has been started October 2000 with agreed 2-years project amount of EUR 7 684 620. The acquired resources till 30 September 2001 are EUR 1 933 447.

6. Project for integrated development of Pernik Region

Assisted groups: unemployed laid off from “Pernik Mines” and “Stomana” JSC and their subsidiaries; unemployed who are members of the families of the above mentioned persons.

Partners: The MLSP, The National Employment Service, municipalities and Regional Employment Councils.

Beginning and duration of the Program: The Project starts in 1998 and ends on 31.10.2001.

Description of the Program activities included: measures for recovering the environment, support for the development of new enterprises, provision of jobs and training of labour force from the mines in Pernik Region; establishment of an institutional structure at national and regional level, which may implement regional financing for the purposes of urban, national and ecological development and for creation of sustainable jobs, including a regional fund for creation of new jobs; support to partnership in the community.
Financing: The Project is financed by “Phare” Program and the State budget.

The average acquired resources till 30 September 2001 are EUR 652 304.


CROATIA

Example 1

Programme for facilitating self-employment

Groups helped

The unemployed who have good business ideas, and/or often working in the shadow economy

Partnerships

Public Employment Service (PES) 

Ministry of Economic Affairs

Activity

The programme aims to promote entrepreneurship among the unemployed. It involves creating proper businesses to replace illegal business activities. The programme is also a component of the local development strategy.

Instructors provide information on self-employment possibilities, and help participants to gather additional information, and decide if he/she is capable of becoming self-employed.

Seminars are held on entrepreneurship, on business planning, legal requirements, on administrative requirements, and on available credits. The applicants then draw up a business plan as a test. Upon the results, further consultations and evaluations are held. A team of trainers and instructors write a report on the candidate.

The selected candidates may participate in a loan programme of the PES. The consultants approve business plans that are found to be potentially successful. There is a separate seminar aiming to finalise the approved business plans – according to the requirements of the creditors. The bank then evaluates the applications. It is expected that most applications will be accepted due to extent of preparation.

The business activity then starts with the help of a business incubator providing cheap bookkeeping and legal services and advice. The PES monitors the businesses activities. 

Background Data

The privatisation process has generated high unemployment.

About 28% of the registered unemployed are believed to have an illegal job.

Present stage of realisation

The programme has started in 1999. From the 6800 people who have attended the information seminar, only 431 received a loan. The drastic selection process is intended to ensure a high survival rate among the start-ups. The average loan amount was 12,700 €. 5.5 million € was given in loans. The programme has resulted in 378 new jobs. The programme was most popular in the agricultural sector.

Example 2

Restructuring policies; how to increase labour productivity while achieving sensible labour reduction only where necessary.

Groups helped

Focus is on enterprises in trouble, especially at the start of the programme state enterprises. In other words, privatisation should be done with attention to sensible reduction in the number of workers. 

Partnerships

Chambers of Commerce, Ministry of the Economy and SMEs, trade unions, employers organisations, PES, privatisation agencies

Activity

The project aims to design a comprehensive restructuring strategy. This requires extended networking between the institutions and interest groups.

The idea is that trade unions signal trouble to the PES throughout the country. Consultant teams are sent to the firm – these help in sensible downsizing. They draw attention on the possibilities offered by the PES in retraining, job placement, self-employment, subsidised employment, etc. The PES teams give proposals for restructuring, thus educating the management.

This way, only surplus employees are channelled into the EA system. A member of the PES team holds interviews with these employees. 

 Background Data

The restructuring of the economy has resulted in mass layoffs, and unemployment is still running at a high level. Cutting of labour costs has helped consolidation but it did not provide further growth. There is a lack of managerial skills. A great problem is the absence of a streamlined restructuring policy – the relevant organisations do not co-ordinate their operations.The Labour Law requires trade union involvement in carrying out mass layoffs.

CYPRUS

Example 1

Self-employment scheme for unemployed and underemployed university and other high level education graduates through financial incentives

Groups helped

Unemployed and underemployed university and other third level education graduates.

Partnerships

Ministry of Labour – Employment Section - administration 

Activity

Loan assistance to set up business, in any sector of the economy. Amount - up to 21000 € usually in preferential projects. In the case of joint applications, a per capita loan is higher. 

Preference is given to innovative projects, and projects in the field of environment and culture; projects aimed at export, rural projects, etc.

Criteria: economic viability, permanent and productive self-employment of the applicant

Training is available on demand for the applicants for up to 3 months, with a monthly grant.

Budgets

State budget, until 1999 the full sum of the loans: 7 million. €.

Background Data

For both examples:

Unemployment is low (3,4% - 1998), yet it is quite high among university graduates – a lot of graduates have emigrated from the country. Education is valued very highly, yet many are not able to find a job in Cyprus.

Thanks to government programmes, the unemployment rate of university graduates, which used to be 4,5% in 1987, has fallen to 3%, below the national average for 1999.

Present stage of realisation

The results are very positive. Running since 1983.  By 1999, 474 projects had been approved. 

Example 2

Management training scheme for young graduates 

Groups helped

Unemployed university and other third level graduates, with none or less than 6-12 months working experience. Participants are selected by the enterprises

Partnerships

Human Resources Development Authority

Enterprises 

Co-operation through a Board of Directors

Activity

Theoretical and practical training in the functions of: Assistant to the General Manager, Marketing, Production and Construction Manager

Duration 6-12 months 

Budgets

The Human Resources Development Authority pays grants and training costs. Average total yearly expenditure: 330 000 €

Background Data

Present stage of realisation

Running since 1983, by 1999, 2000 graduates had benefited from the scheme.  Almost all of them are employed, 14% have remained with their initial employer, and most of them have changed employer only once since. They also receive higher than average salaries.

CZECH REPUBLIC

Example 1

Public works – an example of general employment policy.

Groups helped

Unemployed without any or with low levels of qualification or with qualifications that are not in demand. 

Partnerships

Activity

Short-term jobs are created, a maximum of 12 months, yet they are renewable.

The Employment Service has a contract with an enterprise or with a municipality. The employer receives partial or full compensation for the wages paid.

This system is particularly active in smaller settlements, which lack infrastructure, or with other disadvantages. Such jobs of public interest usually replace employment in the collapsed agricultural sector.

The public interest jobs usually mean gardening in public parks, cleaning of public places, or work on infrastructure improvements, or in social institutions.

The aim is to prevent the unemployed getting used to being unemployed, to prevent them being totally dependent.

Budgets

The amount of money spent on public works differs by region according to the gravity of the unemployment situation, and the number of available places.

Background Data

For both examples:

Active employment policy is combined with flexible measures. There is close co-operation with regional authorities and organisations. The director of the Public Employment Service has a consultative team with representatives of various organisations.

After a period of relatively low unemployment, the rate has been growing steadily since 1997. The difference between regions is increasing with regions with heavy industry especially badly affected.

The length of time unemployed is also lengthening.

Presently the rate of unemployment is 9.4 %.

Example 2

The Most project – helping to acquire additional education and subsequently to gain employment

Groups helped

Unskilled young unemployed

Partnerships

PES of the Most district (Northern Bohemia)

The project is a British-Czech partnership pilot programme.

A concept team is formed with representatives of municipalities, various organisations, employers, and educational institutions. They define the main course of the programme, objectives, deadlines etc.

There is also an implementation team, which does the actual work, and is comprised of members of the participating institutions and authorities. They receive training on how to consult and assist the unemployed.

Activity
First, the unemployed participants are selected with a combination of methods during a one-week internship. This is followed by a one-week introductory course, where the participants’ qualities and motivations are further explored.

After this comes the motivational course, with specialised professional orientations of 1-2 weeks. In this period, the participants choose the field of training. 

In the next part, the students are trained for 10 weeks. 80% of the time is spent on apprenticeships and 20% with theoretical education. After the completion of this training, the students receive a certificate of their studies. As a next step, the students may take an available job or return to the formal education system.

The system is flexible, and participants can take other preferred combinations of the above modules.

Budgets

The project is financed from the active employment policy budget.

The training sessions cost 5900 € for 15 participants, and the training of trainers costs 5200€ for 15 persons.

Background Data

In the district, a lot of socially vulnerable young people leave schools prematurely. A lot of them are Roma.

Present stage of realisation

Based on the results, the programme is to be extended by statute to all Employment Services.

cxiii.                                                    ESTONIA

Example 1

Designated jobs for disabled young persons on Hiiumaa Island

Groups helped

People between 15 and 30 with disabilities such as blindness, deafness, physical handicaps, light mental disabilities and psychiatric problems – about 50 people altogether.
Partnerships
8 local enterprises

NGOs, as organisers of social events for the participants

Hiiumaa County Government 

Partnership between Åarhus (Denmark) and Hiiumaa

Ministry of Social Affairs

Activity

19 permanent jobs are to be created with private and public employers with accessible workplaces.

Experience on employing disabled people was shared by the Danish partners

Budgets

Background Data

Present stage of realisation

Currently, 14 are already working and only 1 person has left the programme. The others are waiting for a job

Example 2

Promoting entrepreneurship in Emmaste (Hiiumaa Island) – various policies of the Emmaste municipality

Groups helped

Long term unemployed in Emmaste

Partnerships

Emmaste municipality

Activity

Public transport was arranged to serve workplaces with vacancies that were previously accessible only with private transport.

Unused buildings were bought buy the municipality and offered for purchase in Estonia and Scandinavia through a brochure. For example, an old building was bought and renovated for 4800€, and given to a Swedish firm which has opened a factory there. The condition of sale was that a minimum of ten locals should be offered work there.

The “business reference book of Emmaste” is published every year.

There is free training in business techniques.

There is a prize every year for the greatest individual taxpayer, and another prize for an enterprise with the greatest growth.

Budgets

18000€ was invested by the municipality

The municipality has set the maximum of spending on one workplace at 1000€

Background Data

Emmaste is a town of 1500, with 80 unemployed persons, and most of them long term unemployed.

Presently there are only 20 unemployed, the number of recipients of social benefit has decreased, and there is immigration to the town.

Present stage of realisation

35 have found employment due to better public transport

39 are working in the new factories

In 1997-1998, 119 new jobs were created altogether.

FINLAND

Example 1

The Isku partnership

Groups helped

Young unemployed, long-term unemployed, ex-offenders

Partnerships

There are 3 municipalities, one of them bearing the legal responsibility for the partnership.

Partnership meetings are held twice a year, with participants from companies, NGOs, social partners’ organisations, municipalities, etc.

Steering Committee has members from the Employment and Economic Development Centre, the Regional Council, the local Public Employment Service, the regional university, the forestry society, the association of the unemployed, NGOs, and social partners’ organisations.

The Management Committee is chaired by one of the mayors.  Members are drawn from the municipalities, the employment office, and the local development company. The Management Committee also has a working party, with frequent meetings.

There is a Partnership Office with a Manager and 2 staff members plus thematic committees with diverse memberships.

Activity

The activities are largely based on voluntary contributions from various organisations and individuals.

There is a Youth Aid/Development Co-operation Workshop. Work is done in pairs. An older person works together as a supervisor or mentor with a young person: and work and training is done together.

With the help of the Workshop, an education centre has also been set up in Tanzania (Africa) with 80 trainees.

The partnership has managed to create new job opportunities, and it is providing services that were previously not available. 

Budgets

Between 1997 and 1999, the full expenditure of the Partnership was 300,000€, 75% of which came from the EU, the rest from the municipalities.

The Workshop is able to produce 40% of its funds through its profits.

Background Data

For all three examples

Due to the highly autonomous nature of local government, the local development approach has always been strong in Finland. The Employment Service is also very decentralised. 

The Ministry of Labour has started local development initiatives in the eighties especially aimed at combating long-term unemployment and social exclusion. There are 36 local partnerships in Finland, partially funded by the EU. 

All the good practice examples are aimed at combating long-term unemployment and social exclusion. They are all in rural areas, and count as good and transferable practices.

On the Isku partnership:

Launched in March 1997, after a call for proposals from the Government, it covers a remote rural area in Eastern Finland with 3 municipalities, and a population of 34 000. Unemployment is very high, and the population is declining, and getting older. The dependency ratio is high.

Present stage of realisation

For all three examples:

All three partnerships have established forums for collective problem solving, and thus have strengthened local democracy. They managed to establish collaboration among local organisations (public, private or third sector).

For the Isku partnership: The Workshop now employs about 85 young or long-term unemployed, among them ex-offenders.

Example 2

The Kaustinen Region Partnership

Groups helped

Long-term unemployed, and the socially excluded

Partnerships

The Partnership has a management committee, chaired by a representative of the municipalities. Members represent the local Public Employment Service, employers’ and farmers’ organisations, and the association of the unemployed, a trade union, the Church, NGOs and forestry societies.  

There is a local committee in each municipality, with membership according to the local circumstances.

Each municipality has a partnership ombudsman who assists the Partnership and promotes employment issues in his/her municipality.

There is a Partnership Office with a Manager and 1 staff.

Activity

The partnership has 2 full time staff members.

There is a regional employment programme with various projects. An example is the Clean Region Project, which aims to clean up polluted areas. The areas were cleared by unemployed workers, during which they managed to produce a lot of firewood, which was sold. Here the association of the unemployed acted as employer.

Budgets

Total expenditure between 1997 and 1999 was 170 000 €, 50% of which came from the EU, a quarter from the Regional Development Centre, and the rest from the municipalities.

In the Clean Region Project, the association of the unemployed has received unemployment subsidies.

Background Data

The partnership was launched in 1997, following the initiative of the Government.

It is in a remote rural area of 7 municipalities, and with a population of 20 000. The population is declining, and unemployment is reasonably high.

Example 3

The Sibbo/Sipoo Partnership

Partnerships

The Association of the Sibbo/Sipoo Partnership is comprised of: the municipality, the parish, the employment office, the local association of the unemployed, a trade union, an entrepreneurs association, a bank, an insurance company, and several private companies. The municipality representative chairs the Board and the members’ representatives are involved. Under it is the Office with a Manager and 1 staff member.  

Activity

The partnership was started, when a hospital has closed in the area and 500 jobs were lost, yet the buildings of the hospital were vacant. A social centre was set up there to deal with the unemployed. Offices are provided for unemployed people who wish to set up an enterprise. The parish and several organisations have their offices there.

The centre has rehabilitation projects, which give preference to the most socially excluded people. Subsequently employment-training courses are planned.

Budgets

The Partnerships expenditures between 1997 and 1999 were 60 000 €, mostly spent on wages. The Regional Development Centre provided funding. Church and the local municipality have contributed roughly the same amount.

Background Data

Launched in 1998, as an entirely local initiative. It is in a semi-urban area near Helsinki, with 17 000 inhabitants, half of which are from the Swedish minority. The population is growing and unemployment levels are average. The strongest sector is services. 

GEORGIA

Promotion of Access to employment through various government policies

Groups helped

The long-term unemployed

Partnerships

National Employment Fund

Regional Employment Services

Municipalities

Activities

Agricultural credits are provided in order to foster commercial activity, through 232 credit unions. The duration of the credit is six months.

“Rehabilitation projects” provide public works employment, as a social aid.

Promotion of small enterprises is done through the Small Business Centre’s activities, which has subsidiaries in 54 places. The Centre supports the establishment of companies, provides advice and information.

Active labour market policy through social investment funds.

Training and retraining through Professional Orientation Centres.

Subsidiary farms where the disabled may find work. There is a Centre for training the disabled. 

Budgets

Agricultural credits: TACIS Programme, World Bank, France

Small Business Centres: State Budget (1998 – 738 000 €)

Background Data

In 1999, 48% of the unemployed were out of work for more than three years, 36% were unemployed for between 1-3 years, and 16% have been unemployed for 1 year.

56% of the families where the head of the family is unemployed are poor or extremely poor. Poverty level in Georgia is 54%.

Unemployment is higher in the cities. More than half of the active population is employed in the agriculture. Productivity is low; a quarter of the land is left uncultivated. Commerce in agricultural products is also small.

Present stage of realisation

The agricultural credit is to be modified, by making it longer term, and increasing the amounts made available.

HUNGARY

Example 1

Social land programme improving chance and reintegration programme of families with multiple disadvantages, promoting access to employment in micro-regions disadvantaged from a labour market point of view, with the assistance of managers.

Groups helped

Disadvantaged families, with members who are long term unemployed, or with more than three children, or with below average income.

Partnerships

At the outset, the initiator was the Family Supporting and Assisting Social Centre of the Sarkad Municipality – presently they are doing the social part of the programme.

CERES Foundation as organiser (equity capital provided by the Sarkad and Mezőgyán Municipalities).

Békés County Employment Service

Békés County Enterprise Development Foundation gave advice.

Activity

Operating in the form of a foundation, the programme mixes economic, employment and social policy aspects.

A complex employment-assistance programme, where the participants have a 50% financial interest.

The programme provides materials and utensils for agricultural production (land, seed, chemicals, and automation). The families work for their own financial benefit.

There are training courses on new branches of agriculture, entrepreneurial skills, or on job seeking, and even on personal empowerment. The aim is to help these people transform themselves into entrepreneurs. 

Budgets

The Ministry of Public Welfare has granted 27000 € per year

The Agrarian Chamber gave in-kind support

The National Savings Bank gave production credits

The Foundation has a positive balance, even after donating 45000€ as assistance. This is due to its agricultural activity on its own lands.

Background Data

Crisis management was initiated first in Sarkad, near the Romanian border – almost exclusively an agricultural area. In 1992, unemployment was 25%, and it was 100% among the Roma of Sarkad, who constitute 12% of the local population.

Present stage of realisation

In 1993, land sown with maize was given to 110 families, valued at 11700 €. By 1996, the number of assisted families was 300. 

Several municipalities have taken the initiatives over nation-wide. The programme operates presently in 300 settlements, and with more than 12,000 families.

Example 2

Improving chances and reintegration programme of families with multiple disadvantages.

Groups helped

250 families where both parents are unemployed or the single parent is unemployed, or where there are more than three children (400 unemployed people in total).

Partnerships

County Employment Service and NGOs as employers of the family supporters.

Assistance from Red Cross, the local Roma self-governments, the social security system, the Large Families Association, local schools, Society of Jobseekers and Unemployed Persons etc. 

Activity

Family supporters have prepared a social snapshot of their district.

Co-operation agreement with the families.

Empowerment courses, training course, employment sub-programmes.

Budgets

Total costs are 500 000 € from the Labour Market Fund (state fund). An amount of 1000€ will be spent on individual participants.

Background Data

1994, in Jász-Nagykun-Szolnok county had 2000 families with both parents long-term unemployed or with a single long-term unemployed parent. These people are not responsive to standard unemployment measures, as their problems are usually combined with social problems.

The programme started in 1999.

Present stage of realisation

The first year saw 415 participants, 

150 people took part in the mental hygiene sub-programme

30 enrolled in the training sub-programme

140 received subsidised jobs, 50 non-subsidised jobs in the employment sub-programme.

Example 3

Promoting access to employment in disadvantaged micro-regions with the assistance of village-managers in Tolna County.

Groups helped

Unemployed higher education graduates in remote rural areas that are to be employed as managers in public benefit jobs

Other jobless people in these areas

Partnerships

Tolna County Employment Service 

Local municipalities (and ethnic self-governments)

County chambers

Activity

The aim is that each manager should achieve employment for at least 15% of the unemployed in its district within three years.

In the first phase a village manager network is established, with people then trained for the assignment. The managerial jobs are public-benefit jobs of the local municipality.

The second phase will see the actual employment through the activity of the managers in public-beneficial projects. An estimated 600 people shall be employed this way.

An expert controls the work of the village managers, and there is a monitoring network

Budgets

Total costs: 780 000 €

Mostly covered by the Labour Market Fund

Specific sum spent on one participant: 1200 €

Background Data

Half of Tolna County’s settlements have a population of less than 1000 inhabitants. After the collapse of the traditional agricultural system, there is practically only subsidised work available in these villages. There are no entrepreneurs, and little infrastructure.

The County Employment Service has launched the programme in 1999. 

Present stage of realisation

The first phase has been finished, the placement of the unemployed is currently happening, 300 have already found employment.

ITALY

Example 1

Crotone Area Contract

Groups helped    

Long –term and young unemployed. 

Partnerships

Agreement Protocol is the core of the co-operation. Its signatories are: The Presidency of the Council of Ministers, the Employment Task Force, the Ministry of Labour, the Regional Government of Calabria, the Municipality of Crotone, various companies, and the social partners.

Social partners have signed an agreement on contractual flexibility.

All the parties involved have set up a development promotion consortium.

The Government of Calabria directs the contract. The signatories have a Standing Committee, which is monitoring implementation.

Activities

The aim is re-industrialisation, with experimental techniques in public policy, and with infrastructure development.

There is an intervention strategy aiming to activate social security “shock absorbers”.

A discount on labour costs of 25-30%, and other wage easements for companies. Working hours are made more flexible.

There are numerous initiatives, which are, if approved, given funding by the administration under the contract.

They hope to create 2,500 jobs.

There training aims to fulfil the needs of the local labour market. The training was given by outside professionals. Most participants were long-term unemployed, or young unemployed. The young people received guidance, and advanced training, whereas the older people received re-training. Most of the students have completed the courses, and 42% have found jobs.

Budgets

EU Global Subsidy

National Budget

Background Data

For both examples!

In Italy as a whole, there has been a slow decline of unemployment, and employment creation mostly in services, yet employment in large firms has declined markedly. Most new jobs are in the centre-north. The gap between unemployment in the north and in the south of Italy remains.

Labour market flexibility is growing, due to the labour market reforms. Problems still emerge from the high taxation of labour and strong employment protection. The number of fixed-term and atypical contracts are rising. 

Centralised national wage agreements cause a lot of problems in the South, and to date there is no final solution.

About 1% of the GDP is spent on income support for unemployed and other workers. There are various funds for allocating this sum, e.g. the Ordinary and the Special Wage Supplementary Funds. There are early retirement incentives.

Example 1

Italian Government Policy, called “New Planning”, tries to surmount the structural disadvantages in southern Italy. There are investment initiatives, and planning methods with strong involvement of the local communities. The Area Contracts are one of the tools of the New Planning, used in cases of crisis areas.

In Crotone, the large employers have closed, and it evolved into a crisis area. The area is one of the poorest in Italy; unemployment in the city is 25%, in the surrounding areas 30%. Youth unemployment is 50%. Problems are further aggravated by organised crime.

Example 2

Constructing tourist tracks in the Apennines.

Groups helped

The unemployed of the area

The project could generate real employment, and would create socially useful jobs.

Partnerships

Umbria, Tuscany and the Marché regions;

Regional, provincial and municipal boards

Ministries

A supporting committee takes care of the administrative tasks.

Activities

Once the routes of the tourist tracks are set, a number of jobs will open. One area is in environmental monitoring, and the recovery of woods and tracks, or restoration of other environmental sites or monuments.

The project will also be used for active labour policy, with a total of 279 workers involved.

Budget

From both national and regional sources: 2,463,000 €.

Background Data
Tourists usually go only to the cities.  This project aims to divert them to the rural areas.

More tourism would mean more and more jobs in the Apennine Mountains.

There is a great loss of cultural heritage in the mountain areas due to agricultural transformation.

LATVIA

“Socially Useful Work Projects” – some examples

Partnerships
Latvian State Employment Service (LSES)

Local Employment Offices

Activities

The aim is to ensure employment, especially in the Latgale Region in the East of the country.

There is a tender process where the approved projects are chosen. The applicants are both private and public institutions.

The unemployed are selected by the LSES – and usually it is difficult to involve the groups most at risk.

A. Kalnciems project

The town had high unemployment, and there was no employment nearby. The LSES supported the project of a private company with 45 000 €. The enterprise employed 30 persons on average every month. The Latgale Training Centre trained the necessary workers for the available jobs. 

As a second stage, they plan to create 54 new permanent positions.

B. Jurmala Project

The city of Jurmala, close to Riga, has low unemployment.

The project involved the unemployed in the repairs to the State Rehabilitation Centre. During the project, 20 persons were employed monthly, and six permanent positions were created. 

In the second stage of the project, 12 new permanent positions will be created.

Budgets

The state pays the wages and sometimes a part of the implementation cost

Kalnciems Project: 283 000 €, out of which 16% came from the state budget

Jurmala Project: 120 000 €, out of which 17% came from the State.

Background Data

Unemployment is stable at around 9%, with higher unemployment in rural areas. Long-term unemployed are 31% of all unemployed, most of them with low qualifications (58% have no profession), and a lot of them are over 50.

In the Latgale region, the percentage of long-term unemployed is 60%, due to low qualifications and the lack of language knowledge.

LSES uses various active labour market measures, such as job clubs, training, public works and individual action plans for groups at risk.

Present stage of realisation

These policies have resulted in the placement of 10,000 long term unemployed, which is 1/3 of all long-term unemployed

Since 1998, public works have created 3000 permanent jobs.

LITHUANIA

Example 1
Training of woodcutters at the Varena Agricultural School

Groups helped

10 long-term unemployed, 6 of them without a profession

Partnerships

Varena Agricultural School - implementation

Varena Labour Exchange – project co-ordination

Varena Forestry Unit – employer

PHARE Programme – co-financing, methodological assistance

Lithuanian Labour Market Training Authority – methodological guidance in preparation and the authorisation process.

Activity

Unemployed persons were trained in woodcutting locally.

Budgets

Co-financed by PHARE and the Ministry of Agriculture.

Background Data

The area mostly has a rural population; 2/3 of the territory is forested

There is an increase in logging, and thus an increase in demand for woodcutters. Training is not available in the region.

The project has started in 1998, then unemployment was 6 percent, of that 30 percent were long-term unemployed.

Present stage of realisation

All the participants have found a job. From 2000, a permanent training course is planned – with the aim of a complete secondary education.

Example 2

Organisation of public works in Akmene district – in order to create employment.

Groups helped

The long-term unemployed, and, among the most disadvantaged, 71 long-term unemployed, 39 women, 32 members of other vulnerable groups. 

Partnerships

Akmene Labour Exchange – co-ordination, defining the unemployment contingent

Akmene municipality

Social and charitable institutions as receivers of public help.

Activity
Public works are initiated through a tender procedure, whereby companies submit their plans and a committee chooses the ones to be financed

Public works at farms

Providing free food for children and adults

Building of a church.

Budgets

Akmene Labour Exchange provided funds between 50 and 100% 

Akmene municipality provided funds at around 20%

Employers, in the agricultural projects, around 50%

Background Data

Unemployment rate in the district: 21%, of which 40% is long-term unemployed. Most of them are unskilled, or their skills are not needed.

Unemployment has soared after the construction trade went mostly bankrupt in the wake of transition, or started streamlining their activities.

There is a migration of other unemployed into the district because of cheap housing
Present stage of realisation

The project is finished; the result was that over one hundred long-term unemployed have received employment for 3-5 months. Some employers have saved some labour costs and resources for building the church were made available. 

LUXEMBOURG

Example 1

Municipal Information Points

Groups helped

Young unemployed

Activity

An information point to provide access to information and individual help. The information points have Internet access and all necessary information. It also gives employment to some young unemployed.

The information points also intend to educate young job seekers – mostly with “on the job training”

Background Data

Recent legislation has introduced the temporary auxiliary contract, for people under 30 who have been registered with the Public Employment service for at least one-month. They are temporary contracts and cannot be longer than for 12 months. Training courses during job placement have become compulsory. For this purpose, the National Youth Service has set up the two initiatives one of which is presented below (Example 2).

Example 2

Marienthal Training Centre

Groups helped

Young people with few skills

Partnerships

NGO: “Objectif: Plein Emploi” – they undertake the most of the training

Activity

Offers vocational and general training, helps to develop self-confidence. The certificate given by the Centre is officially recognised. This also helps the socialisation of young people.

The participants shall make a temporary auxiliary contract.

A social follow-up ends the project, which helps the young people in starting an independent life.

POLAND

Example 1

Non-agricultural business activity, Żukovo commune

Groups helped

The family running the business

Partnerships

Advice and assistance: Agricultural Extension Centre Agro-tourism Chamber – promotes the farm as an agro-tourism centre, attracts visitors.

Activity

Rental of guest rooms (6 beds)

Operation of a retail shop

Recreational use of a lake

These are all additional activities to farming 

Budgets

Personal funds for the start-up

Background Data

For all four examples from Poland:

Żukovo commune: a prime agricultural area with better than average market conditions (close to three large cities and infrastructure is good). All the four examples from Poland involve farmers, who have started out with their own farm after the changes

Population: 20,000 inhabitants, 

Surface: 16,000 hectares (88% agricultural land or forest)

Non-agricultural business growth is strengthening.

Low technology levels and lack of co-operation impede agricultural growth. 

Present stage of realisation

Active since 1997, before the start, renovation of the building.

Presently the business is running smoothly – an upgrade is planned.

Example 2

Additional activity besides farming

Groups helped

The farmer, and her family of five.

Partnerships

Activity
Flowers are grown for drying, after drying, they are artistically arranged and sold.

Budgets

Background Data

The head of the business is a self-taught flower artist, who was forced to set up her individual business after the folk-art co-operative terminated her contract.

Main activity: farming and vegetable production

Present stage of realisation

Expansion is planned only on growth of demand.

Example 3 

Additional activity besides farming.

Groups helped

Farmer and family

Partnerships

Activity

Supplementary activity: bakery and a summer eatery

Products are delivered with the company’s own vehicles

Main activity: grains production

Budgets

Background Data

Business opened in 1993

Present stage of realisation

The business aims to enter into the agro-tourism business.

Example 4

Additional activity besides farming (slaughtering poultry, and selling it)

Groups helped

The farmer and his family

Partnerships

Advisory assistance from the local Agricultural Advisory Centre and the Poultry Breeders’ Association.

Activity

Additional activity: slaughtering poultry, and selling it

20 people are employed in the slaughterhouse and the farm including family members. Main activity: breeding of poultry, cultivation of poultry feed

Budgets

Expansion will be financed from own resources and credits

Background Data

The slaughterhouse began operating in 1996

Present stage of realisation

A sewage treatment facility is planned.

ROMANIA

Example 1

Jiu Valley Projects

Groups helped

Unemployed coal miners in the Jiu Valley 

Partnerships
National Committee on the Co-ordination of Active Measures against unemployment, and its regional committees.

The National Employment and Training Service, a tripartite organisation with national and regional levels.

National Agency for the Development and Implementation of Mining Area Reconstruction Programmes (Miners Agency). 

Activity

Miners are entitled to salary until up to 20 months after their dismissal.

The Miners Agency works out and implements the strategies and projects for reconstruction and employment. They also try to attract funds, and do monitoring.

The Jiu Valley has been declared a crisis zone, and its enterprises have received extensive tax breaks and government subsidies. 

As active measures, there are retraining courses, temporary public jobs (In the Jiu Valley, the value of public works contracts was: 564,000 €, with 1500 employees).

The region, where the Jiu valley lies, has received preferential credits in order to help new enterprises, of 1,200, 000 €. 

To help new entrants to labour market, enterprises are financially assisted in employing young people.

The Public Employment Service regularly organises job-clubs.

For the ones who have not found a job, social funds are open.  (41,000 € until 1999, and in 2000 already 72,000 €).

There is a lot of enterprise promotion, incubators, etc.

Budgets

State Budget (e.g.: Unemployment Fund, with the sum of 26 million €, for 1997/98)

European Union Funds (10 million € in credits)

World Bank

Background Data

The Jiu Valley is a mono-industrial area in the Southern Carpathians, comprising six municipalities. The economy is based on coal mining, with a rapidly shrinking market and rising exploitation costs. Reorganisation has become necessary. Until the end of 1999, 20 000 people have become unemployed. Other jobs are non-existent; a lot of workers have become long-time unemployed, the rate of unemployment being 23% in the region. (The national average is 11%). A further problem is that lots of the unemployed are close to retirement age, do not have other qualifications, and a lot are sole supporters of their families.

Present stage of realisation

450 of the temporary workers in the Jiu Valley have received a permanent position.

The preferential credits have resulted in the employment of 900 people, among them 550 long-term unemployed.

A new hydro-electricity power plant is planned in order to provide work for a lot of people.

Example 2

The restructuring of the metallurgy sector – promotion of bipartism

Groups helped

Partnerships

Employers' organisations

Labour unions

The partners have created a National Union for Retraining (Reconversion) in metallurgy, a bi-partisan organisation, with local retraining centres

There is a National Solidarity Fund in metallurgy.

Activity

Besides the sectorial restructuring programme, the partners worked out an accompanying social programme. This implied additional social measures. These are: retraining, the stimulation of mobility, or temporary employment on public works projects, stimulation of enterprise.

In the National Union, each employee may sign a contract for a maximum of 1 year.

Some may even get emergency donations from the Union for living expenses, but travel costs for working, or costs of moving may also be financed.

Budgets

Enterprises, employers, donations, and external sources finance the Solidarity Fund

Background Data

Between 1997-99,  40,000 employees have become unemployed in the metallurgy sector, and another 20 000 are expected to become unemployed soon.

The situation is very similar to the Jiu Valley and other mono-industrial regions in Romania.

RUSSIA

Example 1

Voronezhskaya Oblast - activities of the Employment Service

Groups helped

Partnerships

The Employment Service 

Activity

Work with long-term unemployed: Motivational and job seeking courses, subsidies for temporary employment, early retirement schemes.

Preventive measures in the groups vulnerable to long term-unemployment: - the least competitive workers (low skills or skills not in demand, too young, too old) are selected, and the group receives vocational or business training, guidance in job selection; they attend vacancy fairs and may participate in public works.

Budgets

Background Data

On all three examples!

Since 1998, there has been reasonable economic growth (3%). In 1999, unemployment has receded by 3%. Now the unemployment rate is 12%.

Improved co-operation between employment service bodies has resulted in the doubling of job offers. 

Nevertheless, the average length of unemployment continues to grow. 40% are unemployed over 8 months.

In Voronezhskaya Oblast, the average term of unemployment is 8.3 months.

Present stage of realisation

After the implementation of these measures, the average unemployment time became shorter, and the number of unemployed has been reduced by 11.6%. Most notable was the success in the city of Voronezh.

Example 2
Tulskaya Oblast – activities of the Employment Service

Groups helped

Miners, a very narrowly specialised group that is now becoming increasingly redundant.

Partnerships

Local Advisory Board in every town affected. Members are the municipality, the Employment Service, trade unions and NGOs.

Activity

Consultations are to be held with the miners before or after dismissal, public works positions will be offered. Entrepreneurship shall also be supported with micro-credits and business-support establishments.

Budgets

Federal budget

Background Data

The biggest assignment in the region is the restructuring of the coal industry

Present stage of realisation

The measures taken have resulted in a drop in unemployment especially among the long-term unemployed ex-miners. Unemployment has decreased on a general level as well

Example 3

Yaroslavskaya Oblast – activities of the Employment Service

Groups helped

Long-term unemployed

Partnerships

The Employment Service 

Activity

The long-term unemployed are classified in groups according to their needs. There are groups on social adaptation, on active job search, motivation etc.

They are assisted in finding a job, given training and re-training. There are 5 day training sessions on the labour market, job-seeking skills, interview skills, CV writing, self-employment etc.

Young unemployed receive trainee positions, or subsidised positions

Budgets

From the Employment Service and various executive bodies

Background Data

Present stage of realisation

The average length of unemployment was reduced, and the number of unemployed was reduced by 40%.

SLOVAKIA

Example 1

Small business optimisation. 

Redevelopment of extinct or missing crafts – optimum distribution of small businesses.

Groups helped

Unemployed, or workers in the informal economy with marketable qualifications,

small business people

Partnerships

Municipalities

Ministry for regional development

Regional Office

District Office, small business department

District Employment Service

Ministry of Interior

District Small Business Association (where established).

Activity

Designation of possible employment and black employment activity

matching the qualified unemployed with free market niches in districts

Development of specific municipality action concepts.

Promotion, advertisement

Budgets

Resources from PHARE

Present stage of realisation

Malacky District – 22 unemployed have received a business licence. Only 2 were long term unemployed – more than 12 months. The new businesses operate in a wide range of fields.

A balance on: the number and kind of new small businesses, completion of existing small businesses, reduction in unemployment, the use of the possibility of doing public works and services is done by the District Small Business Association and municipality.

Example 2

Employment support by financing publicly beneficial works, aimed at stopping the growth of long-term unemployment – in preparatory stage

Groups helped

Long term unemployed in general

Partnerships

-Ministry of Labour, Social Affairs and Family

-Ministry of Finance

-National Employment Service – regional and district offices

-Deputies to the National Council of Slovakia

Activity

“Agreed-upon public-beneficial job vacancy”. The employer is reimbursed fully by the Employment Service for employing an unemployed person. Travel, accommodation, and insurance are paid by the Employment Service.

Budgets

Resources from the state budget, and Employment Service budget – mainly from unemployment insurance contributions.

The budget of the Employment Service is decreasing – social assistance expenditures are growing. A lull in these activities is expected, as funds are not likely to grow in the near future. What remains is the distribution of state funds, yet here the exact amount is yet to be determined.

There is a proposal to amend the state budget 2000 with SKK 2.3 billion (€ 55m.) for the Employment Service.

Present stage of realisation

Specification of possible public works, vacancies and wages. 

Amendment of certain statutes is underway, planning the introduction of “agreed-upon public-beneficial job vacancy for the long-time unemployed”, with somewhat modified regulations.

Example 3

TYR Centre Citizens Association, which aims to help disabled, disadvantaged unemployed people in obtaining employment, by creating the necessary conditions, social consulting, and making use of its contacts. 

Groups helped

Disadvantaged unemployed people

People with disabilities

Partnerships

TYR Centre (Nižna, Orava region)

Alternativa Foundation (Bratislava) as head organisation

District EA

Municipality

OTF Factory (biggest regional employer)

Activity

In the beginning – training activities were based on local requirements (tourism-laundry, arts-and crafts)

Laundry: 25 people involved altogether – after maternity, or the disabled

Confectionery: 27 people altogether – disabled too

Arts-and-crafts later a tailoring shop: 11 altogether have worked here (all disadvantaged)

Work in the TYR Office 

For some time: providing employment by training candidates on demand for businesses from the funds of the centre, albeit with little success

District Office of the Employment Service selected the endangered group, and financed their wages

1999 – 13 employees

Budgets

Employment Service

Municipality (free building lease)

Financial support from NGOs: foreign (40% of total) and domestic

Own revenues from road transport

Funds are steadily decreasing, own revenues are increasing

Background Data

In 1993 unemployment in Orava: 15%, in the area unemployed and has been on the rise since then.

Present stage of realisation

The Centre is working since 1993 

Altogether 76 people received help in improvement of their social and employment conditions – juveniles, long-time jobless and disabled.

Currently the centre has 78 clients and 63 of them are employed. 

Example 4

Disabled persons co-operative in Piešt’any

Founded in 1993, after their employer, an electrical-factory went out of business

Groups helped

Disabled workers, work experience in electronics 

Partnerships

Ministry of Labour helped in receiving PHARE funds

Slovak Union of Producer Co-operatives

Pieš’tany municipality

Activity

Initially retraining for computers, subsequently wide-ranging commercial activities, electronics, printing, data processing

Employment in the co-operative is decreasing steadily – due to the lack of contracts

Seven protected workplaces for persons with limited capacity

Budgets

PHARE assistance

Piešt’any municipality, the new owner of the factory premises, (which were accessible for the disabled) did not ask for rent 

EA – financial contribution for workplace development (10,000 €)

SLOVENIA

Example 1

Pilot-Project: Self- employment in rural areas – Prekmurje and Mežiška Dolina areas

Groups helped

Rural unemployed in farms of mixed profile, in the Prekmurje and the Mežiška Dolina Region

Partnerships

Ministry of Labour, Ministry of Agriculture

In Prekmurje, the Regional Museum and artists are contributing to product development.

Activity

A theoretical model of self-employment was tested in the two regions. In both cases, the local communities have then already outlined their initiatives, and identified the most promising area, that is local crafts and traditions. 

Besides testing the model, the pilot project also aims to create co-operation among the various institutions

Prekmurje

Workshops with an earthenware company to teach pottery and wickerwork. For pottery, the workshop is 18 months, for wickerwork, it is 6 months. The participants are enlisted in a public works programme. The workshop consists 90% of exercises and the rest is lectures. At the end of the workshop, participants receive a diploma of qualification. The participants are mostly women.

The products are to be marketed by the company holding the workshop.

Mežiška Dolina
An “incubator” is established for the development and marketing of farm produce. Parts of the product management, which cannot be done individually, shall be carried out here, e.g. packing, marketing, product development, consulting and training programmes. The incubator operates within a local developmental company. Its products have a brand name, managed by the incubator.

A public works programme was set up for the incubator.

The establishment of the incubator is under way; the participants are setting up equipment, testing products, and receiving vocational training.

Budgets

In Prekmurje, funds came from Ministry of Labour, the Employment Service, the municipality and the earthenware company itself.

In Mežiška Dolina, funds came from the Ministry of Labour, the Employment Service, and the company running the incubator and the local communities

Background Data

Due to the 90’s recession in the industrial sector, commuting villagers are now looking for employment at home, where there is mostly only agriculture.

A good example is the Prekmurje area.

The Employment Service was forced to take specific measures in the case this group of unemployed

There is an on-going self-employment programme since 1990, yet it was successful only in urban areas. It needs to be adjusted for rural areas.

According to a survey on self-employment in rural areas from 1997, the greatest room for self-employment would be found in basic agricultural activities. They should however start out on a part time basis. The following problems were pinpointed: lack of information, lack of funds, lack of skills, and too many regulations.

Present stage of realisation

In Prekmurje, 18 people are involved in the workshop, and the project is nearing its end. It is hoped that all participants will be able to start their own production in wickerwork.  In pottery, the company may provide employment.

In Mežiška Dolina, 11 unemployed are working on the incubator; some of them will become self- employed after completely setting up the incubator. 5 other unemployed are involved on a personal employment plan, who will become self- employed. 2 people shall be employed in the incubator itself.

Example 2

Public works: housing and re-development of the Roma settlement in Brezje-Novo Mesto.

Groups helped

The Roma of Brezje- Novo Mesto

Partnerships

Municipality of Novo Mesto

The Social Work Centre of Novo Mesto

The Employment Service (ES)

Activity

The municipality has adopted a building plan for 42 homes and a nursery school in Brezje. The settlement was connected to the water supply system.

The ES trained the 30 Roma as auxiliary construction workers.

The settlement was built in the form of public works, on a contract between the ES and the municipality. The public workers have done the unskilled construction tasks. The foremen are also unemployed.

Budgets

The ES 

The municipality

The Building Land Fund has bought the land

A construction company has designed the model house free of charge. 

An electrical company provided the electrical installations free of charge

The city works company has installed the water supply free of charge.

Background Data

There are around 7,000 Roma in Slovenia. There is special legislation aiming to improve the position of the Roma, which focuses on providing the basic conditions for life, ensuring proper education and facilitating contacts with their environment.

Most Roma live in separate settlements, which offer only minimum infrastructure, and extremely bad living conditions. Half of the Roma houses were built illegally.

The Roma have high unemployment, due to the lack of skills and the reluctance of the employers to hire them. Only 13 % have a full time job, and 74% receive social benefits. There are not too many incentives for the Roma to find work.

There is a government programme aiming to improve the situation of the Roma. 

There are 350 Roma living in the Brezje settlement, on a territory that was used for waste disposal. They lived mostly in huts and containers. Of the 800 Roma living in Novo Mesto, only 30 have full time employment.

The Municipality of Novo Mesto has a long history of Roma projects. Various programmes have been initiated since the 1970’s, in co-operation with the employment service.
Present stage of realisation
Presently 23 houses, each of which is 56 square metres in size and the nursery school are standing. A shop and a bar have also been built. Sanitary conditions have also improved. Construction of other buildings is still under way.

One of the Roma construction groups now receives outside jobs from the neighbourhood, too.

TURKEY

General information on the situation of the unemployed and state unemployment policies.

There are 231 000 long-term unemployed in Turkey, and they constitute 47% of the total number of unemployed.

Activities concerning the disabled and ex-offenders:

Companies employing more than 50 people are obliged to employ handicapped people or ex-offenders in 3% of their workplaces, or a face a fine, the sum of which is channelled into a fund for the disabled. If the percentage of ex-offenders or handicapped people is higher than 3%, the company receives a partial reimbursement

Professional training courses for the handicapped. Between 1993 and 1999, 2600 handicapped people have acquired a profession on these courses.

Activities concerning the long-term unemployed, and the unemployed in general

Training courses that assure later employment. 66,000 unemployed people have taken such courses.

Training to prepare the unemployed to start their own business. 15, 000 unemployed have participated in such courses and 85% have started their own businesses.

UKRAINE

Example 1

Business incubator in the City of Bila Cerkva (Kyiv Oblast)

Partners

State Employment Centre 

Groups helped   

Unemployed people who wanted to start their own business (which in turn employed more unemployed people)

Regional Employment Centre 

Ukrainian Association of Business Incubators 

Activity

Guidance and training on starting own businesses.  In first 7 months of operation of the business centre, 26 formerly unemployed people registered their businesses, employing 89 more that passed through the incubator centre. 

Other Examples

City of Rivne:  Initiative aimed at helping youth unemployed 

Form of aid: At the initiative of local city council, reductions in the amount of city tax are payable when enterprises employ recent graduates of local secondary schools.  In 1999, this promoted the employment of 107 graduates. 

Public works:  152,000 or 6% of citizens took part in public works programmes in 1999. More than 10% of unemployed people took part in such programmes in 9 Oblasts (Regional administrations), in the Autonomous Republic of Crimea and in the City of Kyiv. 

Modular training for job search and interview techniques 

Budget:  TACIS 

Of 1043 participants in 145 educational seminars in 8 oblasts, the Autonomous Republic of Crimea and the City of Kyiv, 183 obtained jobs, 229 wishes to undertake further study and 66 took part in public works programmes. Almost half of the participants made decisions about choice of occupation or professional training. 

Starting own businesses:  In the Nadija Job club in the Zhitomirskij City Employment Centre, individual work plans are prepared in co-operation with the Centre’s specialists with an emphasis on starting their own business through interest free loans form the State fund for the promotion of employment.  Business activities embarked upon included cultivating and selling flowers and vegetables and animal breeding, manufacture and retailing of furniture and religious objects. 

OBSERVERS

	THE ASSOCIATION OF INTERNATIONAL CHARITIES


Équipes St. Vincent Association: “Femmes en mouvement” – women on the move project, Versailles.

Groups helped

Urban women in serious economic difficulty, usually single parents with little or no skills, including many immigrants. The participants are chosen according to motivation, language capabilities, etc.

All expenses of the course are covered; the participants receive a training bursary.

Partnerships

The Association has a national and a local level, and acts as co-ordinator and manager

Technical support is provided by Prés aux Bois Social Centre.

Training support comes from the STARTER Association.

Activity

Active in Versailles and in other three locations in France, the project aims to find work for groups of 15 women per course. Most of them single parents.

Social assistance for a few months – family and social training, self-improvement, also general knowledge.

Assistance in finding a job – four months. Aims are personal fulfillment, definition of a personal project and the fostering of mobility.

Budgets

City of Versailles

European Social Fund 

Full expenditure for the first run was: 22 000 €

Background Data

Present stage of realisation

In Versailles, after the first run, 70% of the participants are now working and a new course is planned.

	EUROPEAN COMMITTEE OF MIGRATION


Programme to set up local income generating projects for Roma in Romania.

Activities

Setting up of a revolving fund to encourage Roma NGOs to develop their own financial instruments.

Setting up of a PAKIV Foundation both on national and European level.

Presently, there are several local business initiatives in Romania among the Roma. In some projects work and training is combined.

Budgets

The government shall contribute to the start of the PAKIV Foundation

Germany is expected to give support too

                          INTERNATIONAL COUNCIL ON SOCIAL WELFARE

Example 1

Spokesmen for the Unemployed – Northern Finland

Groups Helped

The long-term unemployed, who are endangered by exclusion

Partnerships

The network of spokesmen – run by the Finnish Federation for Social Welfare 

Association for the Unemployed 

Employment Service 

Municipalities

Church

Employers

Activities

The spokesmen provide peer group support in negotiating between the unemployed and the authorities, and give individual consultations. They help them in accessing the available services.

The spokesmen have around 20 consultations and 2-3 meetings monthly. The people using their service are usually over 40 years of age.

Budgets

250 000 € per year

Money comes from the Finnish Slot Machine Association

In-kind support is provided by the Employment Service, or the Association for the Unemployed

Background Data

Oulu region, with Oulu city, where there is high tech development and a university, etc. The region is one of the few growing regions in Finland. The population is younger than the average. Unemployment is 16%.

The biggest problem is structural unemployment. Long-term unemployment is at 26%

The spokesmen network was set up in the Hyve-project, which aimed to integrate into a network, the different social services available. 

Example 2
Creating New Paid Work for Women with Families.

Groups helped

Mothers over 40, usually with previous work experience, yet unemployed for more than one year.

Partnerships

Mannerheim League for Child Welfare – 22 local associations

Activities

The League managed to give employment to 347 long-term unemployed, mostly mothers over 40. 

The tasks performed by these people were not done previously by anyone, and usually it was new for the participants themselves. Most of the work was in childcare, or other social or non-professional assignments.  

Budgets

The Finnish Slot Machine Association gives 500.000 € a year. The Mannerheim League receives other donations from the Employment Service and municipalities.

Background Data

Combined labour market subsidy is a measure to encourage long-term unemployed. A person becomes entitled to this subsidy after being unemployed for more than 500 days. The subsidy is paid to the employer, about 830 €, half of which comes from social insurance, the other half from the EA. The subsidy lasts for a maximum of 12 months. 

CANADA

Human Resources Development Canada (HRDC) although not able to participate in the Committee provided the CS-EM with descriptions of three local development initiatives, which are examples of ‘good practice’ in Canada, and are very relevant to the work of the CS-EM.  Canada has Observer status on CS-EM. 

Example 1 

Community Capacity Building in Newport, Quebec

In 1999, HRDC launched a strategy to help the community of Newport, Quebec, manage the crisis that followed a moratorium (ban) on cod fishing, the principle economic activity.  The Community Capacity Building Programme was an innovative approach to local development.  The approach adopted was designed to encourage the community to take charge of its own socio-economic development.  The community was encouraged to launch long-term projects to create employment and to take advantage of the new Federal programme, Fishery Restructuring Adjustment Measures.

After a series of meetings, committees were formed to work on the problems facing the town and to develop ideas and proposals for alternative projects to re-kindle the local economy.  Through this process, energy was focused on what the community could do for itself.  A renewed sense of pride, hope and confidence returned and a number of major projects were undertaken, including:

· Twenty people, mostly women, formed a co-operative movement to manufacture clothing;

· Fourteen people set up an agricultural co-operative on land loaned by local people (in a community with no tradition of agriculture);

In sixteen months, Newport moved from a government dependent town to a town struggling to solve its own problems.  As a result, other agencies and levels of government have moved in to support this ‘self-help’ attitude.

Example 2

The Opportunities Fund

The Federal Government launched the Opportunities Fund in 1997 to assist people with disabilities, who are not eligible for employment insurance, to prepare for, find and keep employment or self-employment.  Activities which were considered suitable for funding are: encouraging employers to hire people with disabilities; support for self-employment; skills development; and the provision of personal supports and other services to assist integration into the labour force.  

Partnerships have been set up, involving the Local Human Resource Centres, disability organisations, community services and employers.  The Partnerships have created community-wide strategies to address issues related to entering or re-entering the labour market, for persons with disabilities.

Example 3

Aboriginal Human Resources Development Strategy 
HRDC developed the Aboriginal Human Resources Development Strategy in 1999 to enable organisations for the First Nation and Inuit people to obtain and maintain employment and to expand the employment opportunities for aboriginal people across Canada.  The Strategy also included labour market programmes for youth, people with disabilities and childcare in aboriginal communities.  The Strategy is flexible enough to ensure that local aboriginal organisations have the authority to make decisions that will meet the needs of their communities, while being accountable for clear performance results.

A number of examples of programmes under the Strategy are:

· A furrier programme to provide educational and employment opportunities for 46 people in two remote communities in the North West Territories of Canada;

· Training of a person suffering from multiple sclerosis as a water treatment plant operator with the Fishing Lake Works Dept., Alberta;

· Education and training programmes, organised by the Federation of Newfoundland Indians, to assist local people to obtain employment and to provide grants which subsidise workers’ wages while they gain on-the-job work experience;

· Flexible programmes designed to assist people to build education and employment skills for themselves and to provide training in a trade or profession, preparing them for the workplace, in Nova Scotia;

· The establishment of a commercial seedling nursery for the First Nation people of Golden Lake, Ontario.  The nursery provides full-time employment for five people and additional seasonal work for summer students.
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