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0. Introduction

This report contains the analytic description of the seven case studies
selected in the Youth research: Denmark, Germany, Italy, United Kingdom,
Czech Republic, Romania and Hungary.'

The report begins with a brief introduction, followed by the description
of the methodological approach adopted in the analysis of the flexicurity
policy measures and in the preparation of case studies. For each of the
seven contexts surveyed, two types of documents have been prepared:

- The synoptic table, in which the measures follow an individual’s
lifecycle and the various conditions he/she has to face (e.g. leaving
general education, return to training, access to work, career
development, creation of a family, etc.);

- The descriptive case-study report, in which the chosen flexicurity
measures are analysed and described with reference to the
institutional, political, social and demographic context of their
adoption and implementation in the country in question.

Finally, a bibliography at the end of each chapter takes account of the
theoretical and programmatic input to support the data as well as readings.
It also provides an assessment of the significance of the information
collected.

1. Methodological Preface

The combination of policies to increase labour-market flexibility and at
the same time security of employment and income, is generally called
'flexicurity'. This empirical concept - first coined in the Netherlands in the
mid-1990s - is currently the most popular for employment and labour
market reforms in the European Union.

This is clearly demonstrated by the March 2006 European Union
Presidency Conclusions inviting Member States to pursue reforms in
labour-market and social policies under an integrated flexicurity approach,
and committing the European Commission to establish a common set of
principles on flexicurity jointly with Member States and social partners.

According to the European Council, the benefits of such a flexicurity
approach are improved adaptability of workers and enterprises, more open
and responsive labour markets, more productive workplaces and positive

! The 7 Case Studies were drawn up by expert researchers chosen from each of the 7 survey
contexts.



interdependencies between competitiveness, employment and social
security.

In July 2006, the Directorate-General for Employment, Social Affairs and
Equal Opportunities (DG EMPL) of the European Commission set up an
expert group to investigate practical and applicable flexicurity solutions
within EU labour markets. During the Stakeholder Conference on
Flexicurity (April 2006) the report by the expert group was presented
stating — inter alia - that “practical flexicurity solutions must reflect and
respect diversity, related to the way in which Member States’ legal systems,
labour-market institutions and industrial relations have developed in the
course of history”’(Expert Group, 2007:38).

In November 2006, the European Commission launched a broad open
public debate on reviewing labour laws and adapting them to the modern
world of work, proposing the flexicurity model as the social model of
reference.

Some key issues of the Green Paper were the deregulation of
employment contracts (in particular lay-off provisions), employees’ rights
and protections (against dismissal) and their mobility to facilitate firms’
restructuring processes for improving efficiency and competitiveness.
Within this framework, particular attention was given to the role labour
laws could play in promoting flexicurity for a more inclusive and fairer
labour market.

The consultation ran over a period of four months and produced very
extensive responses (European Commission, 2007).

In June 2007, the Communication “Towards Common Principles of
Flexicurity: More and better jobs through flexibility and security” was
published, where the flexicurity approach is considered useful and
necessary to achieve the objectives of the renewed Lisbon strategy and in
particular more and better jobs with flexibility and security not being
contradictory but mutually supportive. Thus the Commission and EU
Member States have established (European Commission, 2007) that
flexicurity policies comprise the following four policy components:

e Flexible and reliable contractual arrangements through modern
labour laws, collective agreements and work organisation.

e Comprehensive lifelong learning strategies to ensure the continual
adaptability and employability of workers, particularly the most
vulnerable.

e Effective active labour market policies that help people cope with
rapid change, reduce unemployment spells and ease transitions to
new jobs.



e Modern social security systems providing adequate income
support, encouraging employment and facilitating labour market
mobility. This includes broad coverage of social protection
provisions (unemployment benefits, pensions and healthcare) that
help people combine work with private and family responsibilities
such as childcare.

Furthermore, flexicurity common principles have been defined so that
Member States are supported in their implementation and adoption of
National Reform Plans in consideration of the respective challenges,
opportunities and circumstances (Council of the European Union, 2007).

The Joint Employment Report 2007/2008 also stresses the importance of
the comprehensive flexicurity approach to improve the functioning of
European labour markets and to facilitate transitions with the aim of
eliminating barriers to employment.

The aforesaid four flexicurity components were the underlying theme for
all research stages, beginning with a cognitive survey of youth policies in
force and of measures adopted in the national and local situations of the 27
countries studied. Schedule A’ gave an overview of the policies, tools,
measures and intervention methods for promoting the labour-market
integration of young people in these countries. Subsequently, the survey
field was then narrowed down to seven national case studies, chosen in
close cooperation with the European Commission — DG Employment,
Social Affairs and Equal Opportunities. The analysis focused on how the
flexibility and security elements are identified and incorporated in measures
and provisions which, in their different combinations, help to define the
national governance approach to social and labour market policies.

The survey covered implemented measures in their national contexts,
which can be considered as the result of a complex balance of factors.

These factors represent regulatory approaches and also reflect — inter alia
— a country’s social and economic development, its demographic patterns,
its productive specialization and the formation of its welfare system as well
as the relationships between political actors, social and economic partners
in a given historical moment and geographic context: all elements were
analysed transversally in the case studies.

Flexicurity policies were studied by identifying and analysing measures
or policy learning units. This analytical approach is useful not only for
description but also for policy learning and above all for a potential policy
transfer that informs national and local political options on flexicurity

2 Schedule A “Overview of measures for the integration of young people in the labour
market” (see Annexes to the Youth Research Report).



(recommended by the EU). The methodology chosen for the empirical
research enabled us to define the components of measures and helped us to
evaluate their specific weight, and, where possible, their impact. This
approach required a further level of analysis that would shed light on
interconnections and interdependences between the different measures. The
idea is that the system connecting the various measures and, at a more
complex level, the various policies will help us to understand and define the
different flexicurity models for young people. This follows the lines of the
European recommendations by social partners and stakeholders (October
2007) and the recognition that there is no single flexicurity model
according to a one-size-fits-all logic and that none of the principles can be
considered as more important than the others (European Council, 2007,
European Council 2008). It is instead essential to outline models and
strategies that respect diversities (institutional, socio-political, economic
and historic contexts).

This in-depth examination is provided by the case studies in the Youth
research. Their task is to identify measures characterising national policies,
to examine them on the basis of predefined descriptors (Schedule B*) and
analyse them transversally together with their historic, economic and
cultural contextualization. This kind of analysis also enables us to examine
the correlations between the different measures and how they correspond to
the aforesaid four components of the European flexicurity model. These
latter, together with the objectives of European youth employment policies,
constitute the criteria for defining and evaluating the effectiveness of the
various flexicurity models in the different countries.

In this research, the case studies provide an analytical and transversal
overview of employment policies promoting the employability and
integration of young people in the labour market and the improvement of
quality and productivity at work as well as the current trends in the systems
investigated. For example, the United Kingdom has high external flexibility
combined with medium internal flexibility, high mobility of the work force,
moderate recourse to vocational training and low expenditure on activation
policies; Denmark has advanced forms of internal flexibility, combined
with moderate levels of external flexibility and security measures for the
unemployed. With the case studies we can thus analyse in depth the
measures and provisions in seven EU Member States from an integrated
viewpoint corresponding to the policy components of the Community
model. To this end, the necessary quantitative and qualitative information

? Schedule B “Grid to be used for the description of the selected measures” (see Annexes to
this Report).



was acquired for the description each case, respecting the indicators given
by the various analysis tools (Schedule A and Schedule B). The data
gathered was then processed on the basis of an index provided for the
description of the case study (Box 1). The respect of the layout provided
and the organization of the information has enabled us to obtain data that is
to some extent comparable.
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Box I —Index used in the Report on Case Studies in the Youth Research

Country Case Study — Table of Contents

1. Conceptual framework of flexicurity approach
a. General overview using the four policy components
b. Youth-related overview

2. Analyze single policies/measures (P&M) addressed to the social
integration of young people:
i.  Background
ii.  General overview
iii.  Scope of the single policies and measures
iv.  Approach adopted for single policies and measures
v.  Demand or supply side
vi.  Compliance with flexicurity approach
vii.  Lifecycle connection
viii.  Level of implementation (national, regional, local
etc.)
ix.  Expected outcomes
Xx.  Results
xi.  Monitoring and evaluation procedure adopted
xii.  Expected impact
xiii.  Public consideration of P&M and debate (experts,
social partners, political groups, institutions)
xiv.  Sources (web sites, documents etc.)

3. Selected combination of policies and measures with relevant
compliance with flexicurity approach:
i. Indication to which policy component the
policy/measure belongs
i1. Effectiveness, conditions of success and
sustainability of the combined/integrated policies
and measures

11
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2. Czech Republic

2.1. Synoptic Table of flexicurity measures

Flexicurity areasin consideration Simple/Aggregated measure(s) selected and described in the Source: Any additional
of thelifecycle approach national case study report YOUTH measure(s) you consider
Schedule A/B relevant for the YOUTH
research although not
included either in
Schedule A or in
Schedule B*
(Measure/Short abstract)
1. 1.1 Counselling services at schools and special facilities Schedule A

Leaving the general education

1.2 Counselling services at guidance centres of labour offices

Schedule A, Schedule B

1.3 Information System on the Labour Market Success of School-
Leavers (ISA)

Schedule A

1.4 Project “VIP Kariera”

Schedule A

1.5 “Career pathway selection”

Schedule A

1.6 Curricular reform

Schedule A, Schedule B

1.7 ICT policy in education

Schedule A, Schedule B

1.8 Gate to languages

Schedule A, Schedule B

2.
Setting up social life

3.

3.1 Curricular reform

Schedule A, Schedule B

* Authors of the synoptic table are required only to mention the relevant measures not included in the Youth research, where considered important for a better understanding of flexicurity trends and
measures, as well as a very short related abstract. No other information is requested at this stage.
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Flexicurity areasin consideration
of the lifecycle approach

Simple/Aggregated measure(s) selected and described in the
national case study report

Source:
YOUTH
Schedule A/B

Any additional
measure(s) you consider
relevant for the YOUTH

research although not
included either in
Schedule A or in
Schedule B*
(Measure/Short abstract)

Entering a professional learning
process

3.2 ICT policy in education

Schedule A, Schedule B

3.3 Gate to languages

Schedule A, Schedule B

3.4 Reform of final examination of VET (ISCED 3C programmes) Schedule A
3.5 Child allowance Schedule A
3.6 Scholarship for students of higher education institutions (HEI) Schedule A
3.7 “Introduction to the world of work” Schedule A
3.8 Counselling services at schools Schedule A

3.9 Counselling services at guidance centres of labour offices

Schedule A, Schedule B

3.10 Information System on the Labour Market Success of School- | Schedule A

Leavers (ISA)

3.11 “VIP Kariera” Project Schedule A
4. 4.1 Minimum wage Schedule A

Entering the labour market

4.2 Unemployment benefits

Schedule A, Schedule B

4.3 Retraining

Schedule A, Schedule B

4.4 Individual Action Plans (IAP)

Schedule A, Schedule B

4.5 Jobs for social purposes

Schedule A, Schedule B

4.6 Publicly beneficial jobs

Schedule A, Schedule B

4.7 Contribution for introductory on-the-job training

Schedule A

4.8 Targeted programmes to address employment

Schedule A, Schedule B

5.1 Part time and distance study

Case Study
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Flexicurity areasin consideration Simple/Aggregated measure(s) selected and described in the Source; Any additional
of the lifecycle approach national case study report YOUTH measure(s) you consider
Schedule A/B relevant for the YOUTH
research although not
included either in
Schedule A or in
Schedule B*
(Measure/Short abstract)

Professional growth and mobility | 5.2 Part-time jobs, flexible working hours, lightening workload Schedule A

5.3 Validation and recognition of the outcomes of continuing | Schedule A

education
6. 6.1 Counselling Report “The
Re-entering education/training employment of young
pathways (full time) people in CR”

6.2 Transferability within secondary education Report “The

employment of young
people in CR”

7. 7.1 Low-interest credits for housing Schedule A
Starting autonomous life 7.2 Housing savings with state support Schedule A

7.3 Maternity benefits Schedule A

7.4 Parental allowance

Schedule A, Case study

8.
Transition to adulthood

9.
Re-entering labour market after
leaving the parental home

9.1 Active labour market policy measures (ALMP) Case study
9.2 Developing kindergartens, leisure and development centres and | Schedule A
babysitter services

9.3 Part-time jobs, flexible working hours Schedule A

15




2.2. Case Study Report Czech Republic

by Véra Czesana, Véra Havlickova, Olga Kofronova, Zdenka Matouskova

2.2.1. Conceptual framework of flexicurity approach

The term “flexicurity” has not yet become common in the Czech
Republic as evidenced by the following case study. The measures
adoptedtend to strengthen the flexibility component and weaken the
security component. This is influenced primarily by the fact that, during
transition to the market economy, it was necessary to stress security in
order to facilitate acceptability of social and economic reform. At present,
after the major structural changes have been made and the economy is
growing and facing shortages of people with appropriate qualifications, it
seems necessary to stimulate the flexibility of the workforce by again
reducing security.

2.2.1.a. General overview of flexicurity components

Contractual arrangements pillar

With regards to employment contracts, employers and trade unions do
not share the same view of flexicurity. While employers view it as a way
towards a higher level of openness and flexibility of labour markets and
modernisation of labour legislation, trade unions see it as a way towards
uncertain and unstable forms of employment (Drbalova, 2007). As a
consequence, there is a stronger emphasis on security as compared to
flexibility in Czech labour legislation.

Permanent employment contracts are the most frequent type of
contract in the CR. 90% of all employees and 88% of employees aged 15-
29 have a permanent contract (more details in Annex). Employers are
concerned about thisas they cannot dismiss employees who do not fulfil
their duties without notice. Conversely, trade unions are worried about the
possible abuse if employers are given this opportunity.

Temporary employment contracts are quite rare in the CR. 10% of
employees aged 15-29 and 8% of all employees have this type of contract.
The Labour Code protects all employees regardless of age against abuse of
temporary contracts by stating that any subsequent temporary contracts can
only last for a maximum of two years. A new temporary contract may not

16



be concluded earlier than six months after expiration of the last temporary
contract.

Contracts with employment agencies are very rare but more common
with young people than with other age groups. 1.1% of all employees and
1.3% of people aged 15-29 have such contracts. Employment through
agencies is an option taken mainly by large companies that cannot find
sufficient numbers of, usually low-skilled workers. Employment agencies
find these workers in foreign labour markets — primarily in Poland,
Slovakia and the Ukraine. Moreover, employment agencies often broker
short-term jobs for students.

All employees are entitled to the minimum wage with the exception of
young people and those receiving disability pensions.

According to the law, working hours in the CR are 40 hours per week.
The Labour Code allows for a relatively extensive flexibility within the
working hours. The use of the various forms depends, above all, on the
nature of the work performed and the willingness of the employer to adjust
the beginning and end of the working time to employees’ needs. A flexible
working time, where the start and end of work are set by the employee, is
particularly important for workers with small children — ie. young
employees. Certain problems concerning family care are related to an
uneven distribution of working hours and the use of the working time
account. Although the employee must be informed at least one week in
advance about a weekly working schedule in the case of a working time
account, and two weeks in advance in the case of uneven distribution of
working hours, this uneven distribution may cause certain problems in
caring for dependent children. However, there has been no research carried
out on the extent to which such arrangements are acceptable for young
people looking after children.

Lifelong learning pillar

Until the early 1990s, initial education was characterised by a rigid
structure of educational paths with a little or very difficult “permeability”
(possibility to pass through all levels). Since then efforts have been made to
support flexibility of the education system so as to meet the needs of a
wide range of young people with various talents, interests and job outlooks,
including the provision of a second chance. On the other hand, extensive
choice makes it necessary to ensure a certain level of security in the form of
measures supporting, for example, decision-making processes within the
more flexible education system.

Tertiary education reform is being prepared at central level by the

17



Ministry of Education, Youth and Sports with involvement of all
stakeholders. At present the overall concept of the reform is being
formulated. Work is underway on a White Paper for Tertiary Education
(Vychozi teze, 2007) that will propose a consistent and coherent reform of
Czech higher education based on OCED recommendations, own analyses
and the outcomes of professional and public debates.

Active labour market policy pillar

Active labour market policies aim to assist not only unemployed people,
but also those who intend to change a job. Labour offices provide these
people with guidance, retraining courses and assistance in seeking suitable
employment. They also support creation of new jobs and the employment
of disadvantaged groups of the population. National and European
experience, as expressed in the European Employment Strategy, have
infleunced the new law on employment effective from 2004. The scope of
ALMP has been enlarged and conditions have been created for a more
flexible response to specific situations in regional labour markets.” Labour
offices may implement, to a larger degree, specific policies targeted on
groups at risk.

Social security system pillar

The social security system in the CR covers all situations where citizens
need financial assistance from the state. The CR has one of the lowest
poverty levels in the EU (10% compared to 16% in average in EU-25°%). On
the other hand, this system provides insufficient stimuli for certain groups
of the population to enter the labour market. A majority of welfare system
tools still take the form of financial benefits. Insufficient use is made of
instruments such as tax allowances that, as opposed to benefits, motivate
individuals to generate income from work. This is why a social security
reform has been launched. The reform involves, among other things, a
change in the conditions for the payment of unemployment benefits to
prevent them from being misused. This reform consists of three stages. The
first stage started on 1 January 2008, the other two stages will follow in

5 Labour offices in regions were entitled to prepare (above the ususal ALMP programmes)
their specific programmes focused on specific problems in the regions. It helped of course to
target better the national ALMP because the national labour market consists of regional
labour markets.

® For more datails see:
http://ec.europa.cu/employment_social/spsi/docs/social_inclusion/data_overarching_en.xls
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years to come. The current economic situation, which is marked by sound
growth, relatively low inflation and decreasing unemployment, is
favourable for implementation of the welfare system reform.

2.2.1.b. Youth related overview
(For an overview of the position of young people in the labour market
see Annex, part 1.)

Contractual arrangements pillar

At present labour legislation does not contain any provision specifying
different conditions for concluding employment contracts with young
people. However, the past the Labour Code prohibited concluding
temporary employment contracts with school leavers.” At the same time,
however, it allowed for non-compliance if the school leaver applied in
writing to the employer for a temporary contract. As the employer normally
has a better negotiating position than the applicant, school leavers were
nearly always willing to “play the game” and file the application. This
provision constituted some additional costs for employers, which weakened
their interest in accepting school leavers. Therefore the provision was
abolished in 2004.

The flexibility of young people should be increased by an amendment to
the Trades Licensing Act which came into effect on 1 January 2008. This
amendment provides for starting a business in craft trades immediately
upon acquisition of the relevant qualification. This means that work
experience in the field is no longer required, provided that the relevant
education is proved.

(For more information see Annex, part 2)

Lifelong learning pillar

The curricula reform is under way. At central level “national curricula”
(NC) are developed and approved by the Ministry of Education, Youth and
Sports. They set out basic requirements for educational outcomes with a
stress on key competencies. Schools develop their own school curricula
(SC) while respecting the relevant NC. In this way they can adjust their SC
to local conditions, capacities and interests of pupils, and local labour
market needs. This considerably increases the autonomy of schools and
expands the choice available for pupils and young people. On the other

" For this purpose “school leaver” was defined as a person within two years of successful
completion of studies.
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hand, NC constitute a certain safeguard, ensuring pupils security of choice
— 1i.e. each school must ensure a certain standard of competencies,
guaranteed by the state, which pupils and young people should achieve
during their education.

Since 2007/08 SCs have been implemented at basic schools and lower
years of “gymndzia” (ISCED 1,2). From 2009/10 new SCs will be
gradually implemented at secondary schools (ISCED 3) following approval
of NC for individual fields of technical and vocational education.

The expected outcomes of the reform should include, in particular, a
higher level of key competencies of pupils and students. Changes in
teaching methods are also expected, mainly those based on teaching
through projects. Moreover, it is expected that education will be more in
line with the specific needs and conditions of individual schools and their
pupils, and that there will be closer links between technical and vocational
education and regional labour markets. Social partners, particularly
employers, should play an important role in the development of SCs. In this
way they will have an opportunity to set their requirements for pupils’
professional competencies.

The curricular reform is supported by various other projects and
measures focusing, above all on foreign languages and ICT.

The tertiary education reform should further open the system of
tertiary education, support social mobility and ease the still very selective
admission policies. The reform is outlined in the White Paper, which is
now being presented for discussion. There should be, above all, a larger
differentiation in the structure of higher education institutions (HEI). Apart
from “bachelor study institutions”, which will further open up the system
without compromising its quality, there should be “research universities” or
“research faculties” that focus primarily on top-level research and doctoral
studies. The White Paper also proposes co-funding by students in the form
of a so-called deferred tuition. Financial and organisational settings and
timing are still under the discussion.® Apart from this, there is a proposal
for introducing low-interest loans guaranteed by the state to cover study-
related costs, education savings schemes and a more efficient social grants
system. Fundamental steps will have to be taken as regards support for the
co-operation between HEI and both basic and applied research, and
between HEI and enterprises and regions.

8 The rules for co-financing of higher education studies by students are still under the taught
discussion. “Average income” was replaced by “minimum income” without any detailed
specification. The time schedule for tuition payments implementation has not been set up.
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(For more information see Annex, part 3)

Active labour market policy pillar

The law on employment designates young people as one of the groups to
whom labour offices should pay increased attention in relation to job
brokering’. This group is a preferred target of all non-specific active labour
market policy (ALMP) measures. Until 2004 this group included juveniles
who do not continue education, and graduates of secondary schools and
higher education institutions on their first entry to the labour market. Since
2004 this group was enlarged to cover all young people up to 25 years and
graduates from universities within two years of graduation (with the age
limit of 30 years).

None of the ALMP instruments defined by the law on employment is
designed specifically for young people. A whole range of instruments may
be applied to the young depending on their specific situation. However, the
law stipulates that labour offices are obliged to offer young people up to 25
years and graduates from universities within two years of graduation (with
the age limit of 30 years) the development of an individual action plan. The
objective is to match the client’s desires and competencies with labour
market requirements, and to guide him/her to seek a job independently.

The Ministry of Labour and Social Affairs (MoLSA) sets specific
requirements for labour offices as regards implementation of ALMP. For
2006, at least 30% of individuals supported by ALMP had to be under 25
years if age and be higher education graduates within 2 years of graduation
(with the age limit of 30 years). One positive feature of a quantified
requirement is that it is more targeted on high-risk population groups. A
negative feature is the difficulty to differente this benchmark with regards
to specific situations in regional labour markets. The structure of jobseekers
registered at labour offices differs and young people need not always be at
risk in a particular region. The strict application of the 30% criterion may
then result in wasting resources on people who do not need assistance or,
possibly, in the quota not being met. This is why the MoLSA now
considers the 30% quota only as a recommendation and there are no
sanctions for non-compliance. For 2008 the MoLSA is considering a
percentage range for the quota that will be lowered as the situation of
young people in the labour market improves.

Social security system pillar

° Law on Employment no. 435/2004, before Law on Employment no. 450/1992.
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Generally, job seekers are entitled to unemployment benefit for six
months. If the job seeker attends a re-training programme, the benefit is
higher and paid until the end of the programme. There were cases where
fresh school graduates registered at labour offices and took unemployment
benefits as a way of delaying entry into employment. Hence in 2004 the
eligibility criteria for collection of unemployment benefits were tightened
for school graduates.

The welfare system traditionally provides security and good conditions
for young parents. In addition to maternity leave (maternity benefit) of 28
weeks, the mother or father is entitled to parental leave for the first three
years of the child’s life. During this period the employer is obliged to
guarantee the parent his/her job. During parental leave, the parent receives
parental benefit, which is a fixed amount regardless of the parent’s previous
wage (40% of the average wage in the non-business sector). Moreover,
he/she can receive parental benefit for an additional year (until the child is
4), but the employer is not obliged to guarantee the job. The parental
benefit established as a fixed amount was not favourable for those who
return to employment earlier. This is why the social security reform
envisages a new definition of parental benefit.

The system of childcare services eases the parents” return to work.
Childcare services enjoy a long tradition in the CR. Care of children from 3
years to school age is provided by kindergartens that are mainly run by
municipalities. According to the Education Act, priority of admission to
public kindergarten has to be given to children in the last year prior to their
compulsory school attendance (5/6 year olds). Care of younger children up
to 3 is offered by day nurseries/créches. However, their capacity is very
limited.

(For more information see Annex, part 4)

2.2.2. Analysis of single policies/measures addressed to social
integration of young people

2.2.2.a. Measures relating to the flexicurity dimension comprehensive
lifelong learning

Curricular reform

The main stimulus for curricular reform was the White Paper — National
Programme for the Development of Education in the CR (2001), which
enshrined the need for a new concept of curricula based not on memorising
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facts, but on key competencies. The results of surveys focused on
employers’ requirements for school leavers (e.g. Strietska-Ilina, 2003;
Dolezalova, 2006) repeatedly pointed out that school leavers have
relatively good knowledge but lack soft skills.

Implementation of curricular reform started after the new Education Act
came into force at the beginning of 2005. The reform is focused on
developing key competencies required in the labour market such as
communication, teamwork, ICT, foreign languages, problem solving etc.
(Jezberova, 2007).

The curricula reform is supported by various other projects and measures
focusing above all on foreign languages and ICT.

Outcomes and impacts

As the process of curricular reform has only just started, no evaluation
reports have yet been produced. There are only results of a survey in basic
schools concerning implementation of school curricula (UIV, 2007).
Over 2,000 basic school heads responded to questions. According to this
survey, 22% of schools view SCs as a major and beneficial, change.
However, for nearly one third of schools, SCs constitute a major, but on the
whole unnecessary, change, and for another third of schools it is a minor
change. The remaining school heads either do not see any change or cannot
assess it. Over 90% of schools are happy with their SCs, but most of them
realize further adjustments will be necessary. This is perhaps because less
than 30% of schools developed an entirely new document, whereas 68% of
schools made only partial or very minor changes to their existing curricula,
and some 2% of schools did not change anything in their existing curricular
document. In general, these results correspond to the overall characteristics
of the process of handling change. They show that the curricular reform is
of a long-term nature and is only gradually being accepted by schools and
teachers.

The reform is also widely discussed in public. There was an appeal from
academics to stop the nation’s level of literacy decreasing. They argue that
the ongoing curricular reform softens the requirements for students and will
result in lower skills of young generations. The debate on this appeal is full
of contradictions. Those who disagree argue, above all, that the authors of
the appeal misunderstand the trend towards support for key competencies
and towards a broad access to tertiary education for all including the less
talented population.

Condition of success and limits
The success of curricular reform primarily depends on the teachers’
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approach and on the extent to which they will receive support and
continuing education in line with the reform requirements (see Strakova,
J.: The Reform Will Succeed. But Only After Teachers Embrace It.
Hospodatské noviny (Business Daily), 22.1 2008). This is why much
attention is paid to teachers’ methodological support in the development of
school educational programmes and to the development of key
competencies in pupils (see the methodology portal - www.rvp.cz).

ICT competencies

The State ICT policy in education was adopted in 2000. The targets set
for 2005 were as follows: to establish conditions facilitating an effective
and efficient implementation of ICT in teaching and, subsequently,
achieving information literacy among school leavers; to ensure that 75% of
teachers use ICT as a common instrument; and to establish conditions for
schools’ involvement in the system of lifelong learning of citizens in ICT.
Despite financial problems, the scheme is continuing while focusing
primarily on the training of teachers and financial support for connecting
school networks to the Internet.

Outcomes and impacts

The e-gram.cz portal was set up to enable schools to share good
practices in implementation of ICT in instruction, and training centres for
ICT co-ordinators were established at some schools. The scheme has
significantly contributed to the improvement of PC facilities and Internet
connection in schools.

Condition of success and limits

The project encountered difficulties, mainly because supplies of
hardware to schools were initially organised centrally and did not meet the
needs of individual schools. In 2007, the funds allocated to the project from
the state budget were stopped and resources were only supplied from the
MOoEYS’s reserve fund, which caused problems for schools particularly as
regards funding Internet connections.

Foreign language competencies

Increasing the level of foreign language competencies is the objective of
a project entitled Brana jazyki (Gate to Languages) and implemented in
2005-08. It is focused mainly on the development of language and
methodological competencies of teachers and education professionals. It
responds to the unsatisfactory situation in foreign language instruction at
Czech schools, with constant shortages of skilled foreign language teachers.
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Teachers of vocational subjects lack the knowledge of foreign languages
that would allow them to draw from foreign literature sources and the
Internet as well as to participate in international projects. These are mostly
run by foreign language teachers who also assist other teachers as
interpreters. It is important that teachers are able to communicate with
foreign partners without such assistance.

Outcomes and impacts

In the course of the project intensive language and methodological
courses were organised for three target groups: qualified teachers without
professional competencies for foreign language teaching who already teach
or will teach a foreign language; qualified teachers with professional
competencies to teach foreign languages; other experts and pedagogical
staff who intend to communicate with foreign partners. Over 7,100
participants in 430 study groups across the Czech Republic were admitted
and commenced studies. A total of 5,318 participants successfully passed
the final examination. A methodological booklet was also published.

Condition of success and limits

This project with language courses of 150-160 lessons and
methodological courses of 30-40 lessons only addresses this problem to a
limited degree, because qualified language teachers and teachers of
vocational subjects with foreign language skills do not take jobs in
education or leave the education system, mostly due to low pay.

Verification and recognition of outcomes of continuing education
Recognition of non-formal and informal learning has come to the fore
only in recent years. It is fostered by the law on verification and
recognition of the outcomes of continuing education which entered into
force on 1. 8. 2007. This law was mainly formulated with an eye to labour
market needs and support for employability in particular. The law defines
the National Qualifications System (NQS) — a publicly accessible register
of all full and partial qualifications identified and recognised in the Czech
Republic. The NQS is being developed as part of an ESF co-funded project.
The NQS involves the definition of mutual links between full and partial
qualifications and their relationships to occupations, and qualification and
evaluation standards for partial qualifications. The law is focused primarily
on the recognition of partial qualifications, for which standards are
developed in close co-operation with employers to ensure that the
qualification requirements are relevant to their needs. Pilot testing of
recognition procedures using the existing NQS standards is implemented as
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part of another ESF project entitled Recognition of Non-Formal and
Informal Learning (RNIL).

The systemic environment for implementation of recognition processes
is created at central level, both via legal regulations (laws, decrees) and via
implementation of the aforementioned NQS and RNIL projects. The
regional level plays an important role in implementing specific recognition
processes. Co-ordination centres for lifelong learning are being set up in the
regions and they should gradually become centres for recognition of
learning outcomes.

Outcomes and impacts

At present, partial qualifications at ISCED 3 level are being tested. As
the processes of verification and recognition of non-formal education and
informal learning are only just starting (the systemic environment is being
developed), it is impossible to estimate how large the demand for
recognition will be.

The expected impacts should include in particular support for individuals
with lower levels of educational attainment:

- A partial qualification certificate will increase its holder’s chances
of getting a job. This is supported by employers’ involvement in
setting qualification requirements, which should result in higher
credibility for the certificates.

- The possible recognition of competencies acquired, for example
through experience, will save time and financial resources
necessary for vocational training.

- As the law focuses on partial qualifications, it allows for a more
flexible and faster change of a qualification or acquisition of a new
one. This speeds up the process of finding a job or adapting to the
needs of the moment — the demand for qualifications on the part of
employers.

Condition of success and limits

Qualification standards for partial qualifications are developed by so-
called sectoral boards consisting of representatives of employers and the
education sector. The work of sectoral boards is complicated in some
industries because the involvement of employers is often formal and
passive. This may result in a situation where qualification standards are not
well prepared and the process of their approval becomes protracted.

Considerable attention is devoted to publicity, as indicated by numerous
articles in national newspapers and magazines and presentations at
conferences. The main target groups in terms of publicity are the
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professional public (potential authorised bodies that will carry out the
evaluation — e.g. schools, professional and other associations, but also
employers who take part in defining qualification standards for the relevant
partial qualifications) and the general public — i.e. potential applicants for
recognition of learning outcomes.

We can only assume that individuals will take part in these processes if
they have sufficient motivation and if the employer requires these
certificates. It is expected that young people who dropped out of the
education system and have not acquired any qualification will form a major
group interested in recognition.

Support for career guidance

At present career services in the CR are being developed within two
parallel systems. Guidance provided in schools and school guidance
facilities within the purview of the Ministry of Education, Youth and Sports
(MoEYS) is focused primarily on providing assistance in addressing issues
and problems faced by children and young people during their studies and
when they consider a change or choice of further education. The system of
guidance services under the Ministry of Labour and Social Affairs
(MoLSA) focuses mainly on addressing problems regarding the transition
between education and employment and on support for proactive and
independent decisions regarding the search for optimal employment.
Measures to support guidance focus particularly on:

- Incorporating career education into the basic school curriculum,
and introduction to the world of work into secondary level
curriculum from 2000/01. An important component of this is
training teachers and school educational advisors via e-learning on
these topics.

- Expanding guidance capacities within the purview of the
MoLSA, particularly the capacities of information and guidance
centres at labour offices, and the provision of “balance diagnostics”
(ie. evaluation of individual competencies and competence
development counselling) by external organisations based on
contracts (from 2000).

- Building a web-based information system on the situation of school
leavers in the labour market (ISA). It provides information not only
on schools’ educational provision and VET fields, but also on the
labour market and the employment situation of school leavers,
including information support in addressing the issue of early
school leaving. The integrating element of ISA is a multi-media
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assistant guiding basic school pupils through individual steps of the
career and education choice process.

Measures in support of guidance services are mainly backed up in terms
of finance and methodology by ESF funded projects. These include the
MOoEYS “VIP Career” project which provides information, methodological
and educational support for career guidance and training in schools. The
MoLSA “Labour Market Institute” project aims to expand guidance
services for adults through co-operation with employers. Measures are
adopted and implemented both at central level (support projects) and by
guidance organisations at regional level (usually located in towns — labour
offices, pedagogical-psychological guidance centres) and local level (e.g.
schools).

Outcomes and impacts

Measures supporting guidance aim to ensure accessibility of guidance
services of appropriate quality for all individuals throughout their lives
depending on their needs. They mostly concern career key points — i.e. the
choice of educational pathways after basic school, the transition from
school to employment, retraining, etc. The main target groups are therefore:

- Young people aged 15-19 whose guidance is focused on prevention
of educational and study-related problems, or, possibly, on their
elimination, and on the choice of an occupation.

- Unemployed adults who seek employment via labour offices, and
employed individuals who want to change their job or are at risk of
losing it. Primary attention is paid to school leavers and citizens
facing difficulties entering the labour market (e.g. the disabled,
minorities, etc.).

Condition of success and limits

Measures promoting career guidance are seen as positive by teachers and
the public. A public information portal on the employment situation of
school leavers (ISA) was launched only recently, but has an increasing
number of users. According to a survey by the STEM/MARK agency, over
70% of educational advisors at basic and secondary schools are familiar
with the portal and 95% of them find it very useful.

2.2.2.b Measures related to the flexicurity dimension “Effective active
labour market policies”

Individual Action Plans (IAP)
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IAPs contain procedures and a schedule for implementing the various
steps leading to enhanced employability. It sets out the rights and
obligations of job seckers and the labour office in relation to entering
employment (e.g. forms of training, introductory training, skills
enhancement, courses).

Job seekers’ qualifications are considered and so are their capacities.

These are identified during an initial interview with a guidance
practitioner. A job seeker who is interested in having an IAP is obliged to
co-operate in its development and to adhere to its terms. If these terms are
not observed, the job seeker is signed off the register of job seekers and
thereby loses entitlement to unemployment benefits.

(For more information see Annex, part 5)

Outcomes and impacts

According to the statistics, only a minority of registered job seekers
signs an IAP. One of the reasons is that they fear they might be sanctioned
for non-implementation by being excluded from the job seekers’ register.
Moreover, IAPs are not concluded with job seekers who have already been
promised a job or who face good prospects of finding one. From 2004 until
2006, the proportion of under 25 year olds who had an IAP decreased
approximately by one half. This is because of the improved labour market
situation which enables more young people to find a job without assistance
from a labour office.

The IAP effects are evaluated as positive. IAP offers a timely and
comprehensive assistance while combining various instruments of active
employment policy in line with the client’s individual needs as they are
identified. At the same time it mobilises clients and leads them towards
assuming responsibility for addressing their unemployment.

Condition of success and limits

The objective is not to conclude an IAP with the largest possible number
of unemployed persons, but only with those whose labour market situation
requires individual and comprehensive assistance. What is important is the
natural authority and professional approach of the person who develops the
IAP with the client. Co-operation with parents is often important when
working with juveniles. Moreover, it is important to find a balance between
sanctions for non-compliance with IAP and incentives in the form of more
favourable unemployment benefits for those who enter the IAP scheme.

Retraining
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Apart from specific retraining which addresses imbalances between the
qualification structure of job seekers and qualification requirements of
specific employers, non-specific retraining is of particular importance for
young job seekers. It provides them with general competencies to succeed
in the labour market and develops their key competencies, particularly in
ICT and foreign languages, and their technical, entrepreneurial and social
communication skills. The proportion of non-specific retraining is
increasing, caused by the unsuitable qualification and insufficient
educational background of job seekers, and the lack of readiness of school
graduates to get a job. The third type of retraining — so called “motivation
courses”, “pre-retraining” and “resocialisation” — is designed primarily for
job seekers with difficulties and low employability and the long-term
unemployed. These programmes are shorter and should be followed by
longer programmes if they prove to be effective. However, this is not often
the case (Sirovatka 2007).

Outcomes and impacts

Retraining is one of the most effective instruments of ALMP,
particularly for the unemployed from endangered groups. Within the
framework of ALPM, retraining is an instrument that is most frequently
used in the under 25 group. Retraining represents nearly 50% of ALMP
measures for this age group (Sirovatka 2007).

The impact of retraining on employment becomes apparentin the
medium to long run. The results of a quasi-experimental comparison at
national level in the CR (regardless of age) showed that, 6 months after
completion of retraining, 48% of participants re-registered at a labour
office, compared to 61% of non-participants. One year after retraining, this
figure fell to 39% (Sirovatka 2007, p.19).

The success rate in terms of placing young people in jobs after retraining
was significantly higher than the average rate for all participants. In recent
years,the success rate has oscillated between 60-75% . However, retraining
is more often undertaken by individuals whose chances of finding
employment are relatively high even without retraining (people with
secondary qualifications, the short-term unemployed). Nevertheless, the net
effect of retraining clearly illustrates that it is more beneficial for people
with low skills than for those with higher qualifications.

Condition of success and limits
The success of this measure is related not only to participation in
retraining, but also to its successful completion and entry into employment.
The unemployed are encouraged to take part in retraining by a higher
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level of unemployment benefits and, from 2008, also by the threat of losing
entitlement to unemployment benefits if they refuse retraining. Successful
completion of retraining depends on the choice of a suitable course. If
retraining is not completed, the labour office may require a partial coverage
of retraining costs. Finding employment is dependent on an economic
envirement where enough jobs are created or where there is support for job
creation. Moreover, a profound analysis of the regional labour market and
its qualification needs to focus retraining on the required skills is also
important.

Another important precondition ensuring effectiveness of retraining is a
sufficient duration of courses, which provides space for digesting, applying
and practicing the knowledge gained. Lack of practice in using the newly
acquired skills can turn out to just as an obstacle to employment as the non-
existence of such skills. It is helpful to make sure that retraining is followed
by another support measure facilitating acquisition of practical experience
in a job. There is an ALMP measure serving this purpose - a contribution
for introductory on-the-job training (see below). Last but not least, the
quality of courses and acquisition of recognised certificates must be given
due attention.

Social purpose jobs

Employers can get a contribution, based on an agreement with a labour
office, to create a job for a job seeker for whom it is not possible to find
employment in any other way. Since 2004 the level of the contribution has
been determined by the regional unemployment rate (the contributions are
higher in regions with high unemployment). An employer can also assign a
“social purpose job” (JSP) for people registered at labour offices and obtain
a contribution up to the level of wages paid. If this involves an under 25
year old or a school graduate within 2 years of graduation (with the age
limit of 30 years for university graduates), the contribution may be
provided for 12 months instead of the normal 6 months.

People who have not completed secondary education are only placed in a
JSP after other instruments have been applied — particularly guidance,
motivation courses, training courses, etc.

Outcomes and impacts

It is expected that the beneficiaries acquire, above all, work experience.
Being part of a team should also help them gain or boost self-confidence
and reduce the risk of losing the habit of adhering to a regular time
schedule, necessary in employment. There is also a reduced risk of asocial
behaviour associated with life at the margin, and of losing motivation to
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work. Establishment of new contacts at work could have a positive
influence in terms of seeking a new job. Colleagues can recommend a
suitable employer.

JSP are successful instruments. The proportion of job seekers placed in
JSP who re-register at a labour office (regardless of age) was less than 20%
(Sirovatka 2007, p.15). Expert studies and interviews with senior officers at
labour offices proved that schemes for young people/graduates score better
than other groups of jobseekers, in all monitored aspects (completion of
programmes, employability of participants, success in terms of job
placement immediately after the programme, and other, mainly social,
benefits). The score was even slightly higher in districts with the largest
unemployment rates (Sirovatka 2007, pp.16-17). In the group up to 25,
JSPs represent the second most extensively used ALMP instrument. In
2005, over 40% ALMP participants in this age group were placed in JSP.
The following year saw a decrease by some 5 percentage points. This was
mainly the result of placements of young people in targeted programmes
addressing employment (see below) which began to be more frequently
used in that year.

The measure is being criticised as involving too much dead weight
losses— i.e. in many cases jobs would be created even without support.
However, for instance in the case of charities, it is unlikely that these jobs
would be created without such support (Sirovatka 2006, p.40). Moreover,
these jobs are being filled with people with a higher level of educational
attainment.

Condition of success and limits

The success greatly depends on employers’ interest in creating such jobs.
There has to be enough contribution from the labour office to constitute a
reasonable incentive for an employer. Moreover, employers can obtain a
subsidy to ensure that an experienced employee can be assigned to young
people in JSP, able and willing to pass on his/her experience.

Publicly beneficial work (PBW)

This concept refers to temporary job opportunities involving
maintenance and cleaning of public spaces, buildings and roads, and other
similar activities beneficial for the community, government or other public
welfare institutions. These jobs are created by employers for a maximum of
12 consequent months (this practice may be repeated) based on an
agreement with a labour office, and the employer can receive a contribution
up to the employee’s real wage costs.

This scheme is focused primarily on problematic job seekers with low
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levels of employability and on the long-term unemployed. Young people
are placed in PBW jobs to a lesser degree.

Outcomes and impacts

In 2005-6, only 8-9% of under 25 year old job seekers participated in the
PBW scheme. The benefits of PBW are apparent mainly in terms of
socialisation of the unemployed, although over 50% of them (regardless of
age) also felt benefits in terms of improved work-related knowledge and
skills (Sirovatka 2007, p. 22). For young people in particular this measure
serves as a “bridge” to a better job, where experience in performing the
second-rate, low-skilled work offered within PBW can play a certain
positive role. The proportion of young job seekers registered at labour
offices decreases significantly after PBW (Sirovatka 2007, p.15).

Condition of success and limits

The success of this measure lies in the fact that young people are
encouraged to achieve an advanced qualification and to seek a better job. A
prerequisite therefore is to support young people by means of guidance and
placement in retraining.

A contribution for introductory on-the-job training

A labour office may provide a contribution for introductory on-the-job
training to an employer on the basis of an agreement. This concerns
employment of a job seeker belonging to the group facing a particular risk
of unemployment (it also includes young people — see above). The
maximum period during which the contribution is paid is 3 months and the
contribution can amount up to 50% of the minimum wage per month.

Outcomes and impacts

This measure is relatively new (since 2004) and is not yet frequently
used. Unemployed people acquire work experience mainly through JSPs
(see above), which are more financially attractive for employers. However,
if it is impossible to create a subsidised job, the contribution may be used
for introductory on-the-job training. In this way the measure expands the
range of possibilities for obtaining work experience. It has to date only
been applied to less than 1% of people participating in ALMPs. However,
compared to other groups of unemployed people facing difficulties, it is
used most frequently by the under 25s.

Condition of success and limits
The success of this measure primarily depends on the approach of
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companies to the initiation of individuals into their new workplace—
whether conditions are established for the individual to be accepted by the
team, whether an experienced employee helps him/her acquire professional
skills as well as boosting his/her self-confidence and positive attitude to
work.

Targeted programmes to address employment

These programmes are designed to address employment issues at local,
district, regional and national levels. A targeted programme is a set of
measures in the labour market that are identified as suitable for a particular
group of unemployed.on both the demand and supply side They are usually
developed by regional labour offices and approved by the MoLSA.
National programmes are approved by the government of the Czech
Republic.

Outcomes and impacts

A total of 45 regional targeted programmes focusing on disadvantaged
groups were approved for 2006. 11 programmes were designed exclusively
for young people, 2 programmes were open to young people on the
condition that they met the relevant criteria (e.g. length of unemployment,
unfavourable health condition, etc.). Targeted programmes have enhanced
the position of young people in the labour market and helped to design
specific approaches to various target groups. They also made it possible to
test appropriate combinations of various instruments to raise employers’
awareness of ALMP instruments and to enhance co-operation with
employers in the creation of “social purpose jobs”.

Condition of success and limits
This instrument is not currently being used because of decreasing
unemployment and the need to stabilise public budgets.

2.2.2.c Measures related to the flexicurity dimension “Modern social
security system”

Tightening the eligibility conditions for unemployment benefit
Currently, the benefits are linked to spending at least 6 months' at work
during the three years prior to registration at a labour office. If recent

10 This must involve a job which establishes the obligation to pay pension insurance and a
contribution for state employment policy.
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school graduates remain jobless they can receive only social benefit. This is
generally very low and tested against family income. This increases the
pressure exerted on the young person by the family to look for a job or to
undergo retraining organised by a labour office. During retraining, the
young individual is entitled to support amounting to 14% of the average
wage. If the young unemployed person returns to the initial education
system, the family is entitled to allowances and tax deductions until the
person reaches the statutory age limit (26 years).

Outcomes and impacts

In the year following the new employment legislation, specific
unemployment rates of graduates decreased by 2-5 percentage points. The
largest decrease concerned graduates with low and medium-level
qualifications. Despite the fact that this decrease was partially facilitated by
the favourable economic development, it is clear that the new measure
stimulated young people to seek employment and not to protract the period
between graduation and entering the labour market (Chamoutova, Burdova,
2007).

These stricter conditions also abolished the incentive pointed out by
labour office experts. According to these experts, juveniles from socially
disadvantaged backgrounds often left school before completion with the
intention of collecting unemployment benefits.

Condition of success and limits

The tightening of the conditions establishing entitlement to
unemployment benefit has been offset by the intensification of guidance
services and retraining provided by labour offices. It is obligatory to offer
under 25 year olds an individual action plan, and benchmarks have been
established as recommended proportions of young people in the total
number of clients covered by individual ALMP measures.

Reform of parental benefits

In 2008 the amount of parental benefits has been linked to the duration
of parental leave. The parent will be able to choose: (a) shorter parental
leave (up to 24 months after the child’s birth) with entitlement to increased
benefit (150%); (b) traditional parental leave (up to 36 months) with a
regular level of benefit (100%); (c) longer parental benefit (up to 48
months) with lower benefit (50%). The shorter alternative also allows for
saving part of the higher benefit and using it to pay for child care after
returning to employment.
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Outcomes and impacts

One of the anticipated benefits of the reform is that parents can return to
work earlier, which will have a positive impact on their professional career
and consolidation of their long-term position in the labour market. This will
also lead to an increase in the rate of employment among women aged 25-
29 which is one of the lowest in Europe (57.5%). At the same time, the
equity gap will also decrease (the difference in the rate of employment
between men and women in this age group). CR rates are at the bottom of
the scale in Europe for this indicator.

Condition of success and limits

This measure can have major effects if the economy develops favourably
and there are enough employment opportunities, particularly as regards
part-time jobs with flexible working time arrangements or work from
home. What is also important is the availability of good-quality childcare
services (for more information see Annex, part 6).

2.2.3. Conclusions

In the Czech Republic, the conditions for introducing the concept of
flexicurity differ from those in the countries where, over the long term, the
market economy has been driving the labour market towards higher
flexibility. The CR experienced a long period of strong paternalism with an
obligation to work and nearly 100% job security, where frequent job
changes were seen as a rather negative phenomenon — an undesired
turnover. The education sector was also very static. After 1989, modern
systems were developed, but security still predominated, since in the period
of economic and social transformation it was necessary to have a relatively
good social-security net. At present, attention is turning towards weakening
the security element to ensure a better balance between the two major
flexicurity components. This process is being facilitated by a favourable
economic development and forced by the necessity to stabilise public
budgets. The current system of social benefits not only weakens individual
initiative, but also places excessive demands on public resources.

Overall it may be stated that flexible employment contracts do not drive
young people into the secondary labour market. The problem is not
precarious jobs, but the level of pay in some professions which is only
slightly higher than the sum of social benefits. No changes are currently
being considered that would enlarge the proportion of flexible employment
contracts. The legislation in place allows for these forms of employment,
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and the extent to which they are used is up to employers and employees.

Employment policy and social security reforms are focused on
strengthening measures that boost individuals’ activity and adaptability.
The tightening of eligibility conditions for unemployment benefit has
contributed to the mobilisation of young people who completed education
but have not yet entered the labour market. According to the new
regulations, most graduates are not entitled to benefits, which forces them
to find a job more quickly. This measure had to be complemented by more
intensive assistance focusing on young unemployed people within the
framework of active labour market policies. An obligation has been
established for labour offices to offer young people up to 25 an individual
action plan.

Individual action plans have contributed to making ALMP measures
for young people more coherent and responsive to individual needs. The
ALMP measures that are most popular with young people include
guidance, retraining and support for the creation of social purpose jobs. To
increase young people’s chances of getting a job after a retraining course
it is important to ensure the appropriate quality and length of these courses.
Moreover, the qualification acquired must be demanded and recognised by
employers. This should be facilitated by the development of the national
qualifications system and by the system of verification and recognition of
the outcomes of continuing education (see below). Whether a young person
gets a job after retraining will depend primarily on the availability of job
opportunities in the labour market and also on the creation of specific jobs
for young people to get work experience within the social purpose jobs
scheme.

The impact of retraining and of social purpose jobs in terms of
addressing the unemployment of young people is considerable, although
evaluation often points to a relatively large deadweight loss, as retraining
tends to be undertaken by better-skilled individuals. To increase
participation in retraining of young people with no skills, it is necessary to
boost their motivation and willingness to co-operate. There should be more
pressure generated by stricter ties between the payment of social benefits
and active approaches, which is the main principle of the social security
reform (see below). In the case of social purpose jobs, there is also a
considerable deadweight. Therefore the companies that are willing to create
social purpose jobs for low-skilled young people should enjoy more
financial advantages.

A comprehensive approach and efforts to combine various ALMP
measures in addressing the unemployment of young people have also been
reflected in the fact that the new legislation enables labour offices to
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develop so-called targeted programmes. These programmes take more
account of regional specific conditions and respond better to problems
faced by disadvantaged groups, including young people, in the given
region. These programmes are co-financed from the European Social Fund.
Giving labour offices more space for own initiative is certainly a step in the
right direction. It could become even more important in a period of
economic downturn with different impacts upon unemployment in various
regions.

The welfare system is currently undergoing major changes that are
planned to take place in several stages. New measures have been approved
to take effect in 2008 that should contribute to reducing the social benefits
trap and to making work an activity that pays off. The level of certain social
benefits will decrease and the scope of people entitled to them will narrow.
At the same time the amounts of tax allowances for the payer, spouse and
children will increase. The new measures will stimulate individuals to enter
the labour market and penalise those who refuse to co-operate with labour
offices. These people will only be entitled to social benefits on the basis of
the “existential minimum”, which is much lower than subsistence level and
comes to the minimum financial amount for survival. The mobilising
pressure exerted by the reform of social benefits can only be effective if
there are enough job opportunities available. It is also dependent on the
intensification of ALMP measures (retraining, guidance, introductory on-
the-job training, etc.), since many people who have been used to living on
social benefits and have been unemployed for a long time will need to
acquire the skills demanded by employers.

Furthermore, the reform of support for families with children aims to
encourage parents to return earlier to the labour market. From 2008 there
will be a “three-speed” parental benefit system, with a choice of three
alternatives schemes with a different duration and amount of benefit. If
young parents are to be able to return to work earlier, suitable flexible work
agreements and childcare services must be available. It is necessary to
improve accessibility of these services in some places, and to address the
financial problems faced by some low-income groups.

Apart from the changes in the welfare system and in employment policy,
reforms are also on the way within another pillar of flexicurity — in the
education system. Reform of the education system aims, among other
things, to promote acquisition of key competencies (ICT, foreign
languages, entrepreneurial skills, etc.) at the expense of encyclopaedic
knowledge. This change should help young people respond flexibly to
changing labour market requirements and promote their positive attitude to
lifelong learning. Although certain measures have been implemented to
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assist young people in obtaining a realistic picture of various professions
(career education in basic schools and introduction to the world of work at
secondary schools), there has been little success in increasing young
people’s interest in training for certain professions demanded by the labour
market. These mainly involve the technical professions, for which training
is provided by secondary technical and vocational schools. In this situation
it is necessary to enhance the prestige of selected professions by informing
basic school pupils about those professions and by encouraging them to
study the relevant programmes at secondary schools. Some companies offer
secondary technical and vocational school students the possibility of
concluding a sponsorship agreement under which the individual is paid a
financial amount if he/she undertakes to work in the company for a certain
period after finishing school.

Since security in the labour market is strongly influenced by the level of
educational attainment, guidance services are very important. They are
free and focus both on advice for an educational path in line with the
individual’s capacities and on handling study-related problems. The aim is
to ensure that all young people get an appropriate qualification. Although
the quality of these services is quite good, their accessibility must be
improved in regions with lower urbanisation. Decisions about educational
paths will be further facilitated by a web-based information system which
is under development. It will provide information about educational
provisions in schools, technical and vocational education and training, the
labour market and the employment situation of school leavers, including
information relating to early school leavers’ problems.

Security in the labour market should also be promoted by the recognition
of the outcomes of non-formal and informal learning. This system is being
developed under the law on verification and recognition of the outcomes
of continuing education, which came into force on 1 August 2007. It is
expected that the system will help improve the position in the labour
market of those young people who dropped out of the education system,
but who have acquired certain knowledge and skills through practice. It
will also stimulate the interest on the part of young people in improving
their education and a more systematic approach to career development. The
system will enable them to acquire a national certificate of at least a partial
qualification and, if the relevant efforts are made, of a full qualification. If
these expectations are to be met, the quality of the system will have to be
high, and it will have to be promoted among various target groups and
employers boost their confidence in the certificates.
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3. Denmark
3.1. Synoptic Table of flexicurity measures

Flexicurity areasin Simple/Aggregated Source; Any additional measure(s)
consideration of the lifecycle measure(s) selected you consider relevant for
approach and described in the YOUTH the YOUTH research
national case study Schedule A/Schedule B although not included
report either in Schedule A or in
Schedule B*
(Measure/Short abstract)
1. 1.1 Education & job Schedule A
Leaving the general | guidance
education 1.2 Company internship | Schedule B
2. 2.1 Mentorship Schedule B

Setti ial lif
etling up socal fite 2.2 Company internship | Schedule B

3. 3.1 Basic professional | Schedule B Education fairs
Entering a  professional education
learning process

""" Authors of the synoptic table are required only to mention the relevant measures not included in the Youth research, where considered
important for a better understanding of flexicurity trends and measures, as well as a very short related abstract. No other information is

requested at this stage.
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32  Youth effort: | Schedule B

reduced  benefit +

immediate activation

3.3 Education for all = | Schedule A

95% of each birth

cohort

3.4 Study grant (The | Schedule A

State Education Fund)
4. 4.1 Company internship | Schedule B Low level of job protection
Entering the labour market 4.2 Job training Schedule B

4.3 Mentorship Schedule B

4.4 Youth effort Schedule B

4.5 Job fairs Schedule B
5. 5.1 Youth effort Schedule B Preparation  courses  for
Professional growth and adults (basic skills)
mobility 5.2 Basic professional Schedule B

education

5.3 Educational aid | Schedule A

from public fund (The

State Education Fund)
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6. 6.1 Educational aid Schedule A Preparation  courses  for
Re-entering from public fund (The adults (basic skills)
education/training pathways | State Education Fund)

7.

Starting autonomous life

8. 8.1 Parental leave Schedule A Maternity leave

Transition to adulthood
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3.2. Case Study Report Denmark
by Morten Larsen Nonboe, Karen Nielsen Breidahl, Johanne Volund
Jensen, Videnscenter for Integration / Ressource Center for Integration

3.2.1. General Overview of the Danish flexicurity model

Both flexibility and security are of old origin in the Danish labour market
system. The idea of flexicurity was first implemented in Denmark by the
social democratic Prime Minister Poul Nyrup Rasmussen in the1990s.

The Danish flexicurity model is based on the idea that flexibility and
security do not necessarily exclude each other. Rather, they work in a
mutually supportive way (Bredgaard, Larsen, and Kongshej Madsen, 2005:
32).

Flexibility and security can be said to be combined in a contract
between the government, the employers and the labour force. On one hand,
flexibility enables employers to take on and lay off workers according to
prevailing market conditions. On the other hand, the flexicurity model
allows for comprehensive welfare benefits for those workers who find
themselves unemployed on a short or long term basis.

The flexible labour market and the generous welfare benefits are said to
form the main axis in the Golden Triangle of the Danish flexicurity model
in which active labour market policies make up the third corner (Bredgaard,
Larsen, and Kongshej Madsen, 2005: 19). In the words of leading labour
market scholars, “Danish flexicurity combines high mobility between jobs
with a comprehensive social safety net for the unemployed and an active
labour market policy” (Bredgaard og Larsen, 2007: 10).

However, according to the Economic Council of the Labour Movement,
the Danish flexicurity can also be understood as a pentagon in which the
Danish population’s generally high level of competences and the active
involvement of the labour market’s parties make up the fourth and the fifth
corner (Andersen, 2006). By adding these extra two corners, the Danish
flexicurity model more accurately reflects the four-dimensional flexicurity
framework stipulated in the 2006 Commission Annual Progress Report
(Commission Annual Progress Report, 2006).

Each of these five corners will now be introduced before their
significance in a youth related context is explored.

Flexibility

Flexibility can be said to include four dimensions, namely:
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1. External flexibility (few restrictions on the dismissal and hiring of
labour)

2. Internal flexibility (flexible working hours, for instance)

3. Functional flexibility (“multi-tasking” and flexible organization of
labour)

4. Wage flexibility (wage dependent on results)

In the Danish context, however, the focus tends to be primarily on the
external flexibility (Andersen and Mailand, 2005: 68), and flexibility can
here be understood in terms of labour market mobility. Mobility in
Denmark is generally high, demonstrated by the fact that 25-35 percent of
the Danish labour force change jobs each year (Bredgaard, Larsen, and
Kongshgj Madsen, 2005: 22). Likewise, the average tenure with the same
employer is only 8.5 years, and the average number of jobs held per worker
in Denmark is the highest in the EU25, with almost six jobs per worker in
Denmark compared to four jobs on average in the EU25 (Bredgaard and
Larsen, 2007: 11).

Hence, it would appear that the few restrictions on dismissals and hiring
of labour go a long way in explaining the flexibility in the Danish
flexicurity model. This reflects the same dimension as the flexible
contractual arrangements in the 2006 Commission's four dimensional
flexicurity concept (Commission Annual Progress Report, 2006).

Security

As with flexibility, security can be said to have four dimensions, namely:
1. Job security (security in terms of keeping one’s job)
2. Employment security (security in terms of remaining employed)
3. Income security (security in terms of maintaining a certain level of
income when not employed)
4. Combination security (security in terms of being able to combine
paid employment with other kinds of activities and obligations)

Again the Danish focus tends to be rather one-dimensional, focusing on
quite generous welfare benefits which ensure comparatively high levels of
compensation rates (Andersen and Mailand, 2005: 68). This would appear
to equal the income security mentioned above. The compensation rates in
Denmark are quite high compared to rest of the EU, with low income
groups being compensated with up to 80 percent of their past income in
times of unemployment. This level equals that of Sweden but is
significantly higher than in Germany where the compensation rate for the
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lowest income group is 59 percent (Andersen and Mailand, 2005: 81). On
the other hand, compensation rates differ significantly between low and
high income groups in Denmark, while the level of compensation differs
less between income groups in Germany.

The security in the Danish flexicurity is therefore predominantly based
upon the comparatively high compensation rates, especially for the low
income groups. This is the Modern Social Security systems dimension in
the Commission's Annual Progress Report, which explicitly speaks of “the
provision of adequate income support” (Commission Annual Progress
Report, 2006).

Active Labour Market Policy

The active labour market policies can be traced back to the 1970s, but the
1990s is the decade when they really began to gain prominence,
particularly with the Law on Active Labour Market Policy and Law on
Municipal Activation from 1994 (Jepsen, Sonne Nergaard, and Duch
Vinderslev, 2002: 164-65). Following changes in 2002, the activation can
now be conducted in three ways:

1. Guidance and training: This includes courses about how to apply
for jobs or how to write a job application, courses in Danish, as
well as other educational activities aimed at promoting the
employability of the unemployed

2. Company internships: See the description of the measure below

3. Employment with wage subvention: This includes job training (see
the description of the measure below) as well as other part-time
jobs for people with limited employability (M. Andersen,
Linderoth, Smith, and Westergard-Nielsen, 2005: 158)

Drawing on different sources, the active labour market policies can be
said to have four effects, namely:

1. A qualification effect which ensures that the unemployed return to
the labour market having gained new competences and
qualifications

2. A motivation effect which ensures that the unemployed intensify
their job search (Andersen and Mailand, 2005: 67-68)

3. A contact effect given the contact of the unemployed with the
labour market (Arbejdsmarkedsstyrelsen, 2002)

4. A self-confidence effect (Clement, 2004)

48


http://ec.europa.eu/employment_social/employment_strategy/employ_en.htm
http://ec.europa.eu/employment_social/employment_strategy/employ_en.htm
http://ec.europa.eu/employment_social/employment_strategy/employ_en.htm

All effects would appear to have some leverage in maintaining low levels
of unemployment, which is why active labour market policies are important
to the flexicurity model. Again there is a direct parallel to a dimension in
the 2006 Commission's Annual Progress Report which also highlights
Active Labour Market Policies (Commission Annual Progress Report,
20006).

High levels of competences

Denmark is well above the OECD average of 6.2%when it comes to the
percentage of GDP spent on education. In 2007, Denmark’s share of 7.2%
was the fifth highest in the OECD (OECD, 2007: 194). In terms of youth
education, Denmark’s 2005 level of 76.0% is slightly less than the EU25
average youth education attainment level of 77.3% (Schifer, 2006: 79), but
the Danish government has made the pledge to provide 95% of each birth
cohort with such education from 2015 (Jensen and Brixen, 2007: 11 and
Finansministeriet, 2006). Furthermore, the European Commission praised
Denmark for its success in implementing the Lisbon Strategy. In terms of
the strategy,, the Danish flexicurity model was explicitly emphasized
(Strategy of Lisbon, 2006: 42). Similarly, with 27.6%, Denmark is well
above the EU25 average of 10.8%when it comes to lifelong learning,
measured as the percentage of the population aged 25 to 64 participating in
education and training (Schifer, 2006: 81).

The Danish population can also be said to have many valuable informal
competences. According to the Danish Ministry of Education, an OECD
representative has stated that the Danish education system promotes soft
skills which are harder to measure in international surveys. These soft skills
include social and personal competences and the ability to communicate
freely in foreign languages (Undervisningsministeriet, 2007).

These formal and informal competences contribute to the
competitiveness of the Danish economy and hence the high level of
competences can be said to be an important element of the flexicurity
model (Andersen, 2006). What is more, this trend appears to be growing as
unskilled workers tend to become redundant (Kommunernes
Landsforening, 2005: 10), thus it can be expected that educational policies
will be increasingly integrated into the flexicurity model.

In conclusion, it seems appropriate to say that the high level of
competences mainly reflects the same dimension as reliable and responsive
lifelong learning in the 2006 Commission Annual Progress Report.
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Active Involvement of Labour Market Parties

Denmark is generally considered to belong to the group of countries
exhibiting traits of corporatist interest representation (Schmitter, 1974: 99).
This can also be said to apply to the labour market where interest
organizations like the Danish Confederation of Trade Unions (LO) and the
Confederation of Danish Employers (DA) are often included in government
deliberations. There is a strong tradition for such involvement in Denmark,
dating back to the so-called September Settlement in 1899, which gave
employers the right to dismiss and hire labour as they saw fit (Bredgaard,
Larsen, and Kongshgj Madsen, 2005: 18).

On the labour market, this still means that issues such as the rules
concerning dismissals of labour and wage levels are agreed upon by labour
market parties, while many other countries regulate such matters by law.
These parties also influence educational matters to ensure that Danish
graduates meet the demands of the labour market. According to the
Economic Council of the Labour Movement, this system contributes to the
flexibility of the labour market, suggesting that the active involvement of
labour market makes up a fifth corner in a Danish flexicurity pentagon
(Andersen, 2006).

The effectiveness of involving the interest organizations can also be
attributed to the high degree of union organisation in Denmark. In 2006,
77% of employees were organised in trade unions and, on the employers’
side, organised enterprises represented 85% of the workforce (DA, 2007).
These high numbers are important since a strong corporatism determines
the regulating effect which interest organizations can have on members’
behaviour (Williamson, 1989: 99).

The active involvement of labour market parties is the only corner of the
pentagon that does not correspond to a dimension in the Commission’s
report. It is should be stressed that the source of the pentagon concept is not
entirely neutral since it is itself an interest organization, but given these
organizations’ high level of influence in Denmark it seems reasonable to
mention the existence of a potential fifth dimension.

3.2.2. Youth Related Overview of the Danish flexicurity model

Whether a Golden Triangle or a Golden Pentagon, the Danish flexicurity
undoubtedly has implications on the youth employment level in Denmark.
The impact of each of the strands will now be discussed in a youth related
context.
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Flexibility

As mentioned above, the flexibility in the Danish flexicurity model is
mainly understood in terms of the few restrictions on external flexibility,
understood asthe dismissal and hiring of labour. According to labour
market experts, this has different consequences for different groups on the
labour market and young people are explicitly mentioned as a group which
benefit from the few restrictions (Bredgaard, Larsen, and Kongshgj
Madsen, 2005: 38). The limited number of restrictions on dismissals means
that a company runs little risk when hiring young people since they can
casily be dismissed if they do not meet the employer’s expectations. Hence,
OECD studies find that high levels of job protection have a negative
employment effect on young people (Andersen and Mailand, 2005: 89). In
countries with higher levels of job protection such as Spain or Italy, the
youth unemployment rates have sometimes been as high as 50 percent and
this led Danish flexicurity experts to conclude that high levels of job
protection are an obstacle to young people finding employment (Andersen
and Mailand, 2005: 109).

In a youth related context, the flexibility dimension therefore appears to
be of utmost importance.

Security

The generous Danish welfare grants, on the other hand, can potentially
discourage young people from actively seeking a job. The high
compensation rates gives security to people already employed, but there
could be a risk that young people who initially end up on cash benefits will
have little incentive to actively seek a job. In the Danish labour market
system, however, the potential disincentives deriving from the generous
welfare grants “are addressed by requiring the unemployed to be actively
seeking jobs and by offering mandatory full-time activation” (Madsen,
2002: 7). Since 2007, all unemployed people have the right and the duty to
full-time activation after 13 weeks of unemployment. Some municipalities
even work with immediate activation for young people (see the description
of the immediate activation measure).

Addressing this disincentive to work is particularly relevant in a youth
related context, since the social “stigma” previously attached to receiving
welfare grants is especially limited among young people, many of whom
have received welfare grants at some point (Winther, 2005: 97).
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It is therefore worth mentioning that special rules apply to young people
when it comes to cash and unemployment benefits. For young people
below the age of 25 these welfare grants are lower than for older people,
with the intention of discouraging young people from relying on welfare
grants (see the description of the reduced cash payments measure).

Hence the Danish flexicurity model to some extent alleviates the
potential problem of generous welfare payments tending to discourage
people from actively seeking a job.

Active Labour Market Policy

Active labour market policies have already been mentioned as a way of
discouraging young people from relying on cash benefits. This is the
motivation effect (mentioned above), which ensures that the unemployed
intensify the search for a job. Ideally, however, the qualification effect of
the active labour market policy is equally important.

In a youth related context, the active labour market policy dimension in
the Danish flexicurity model has a long history. Already in 1978, the Law
on Job Offers gave young people below the age of 25 the right to a job
offer after one year of unemployment (Larsen and Andersen, 2005: 202).
However, the early 1990s are generally viewed as the period when the
active labour market policies started to be implemented (Madsen, 2002: 7).
In 1996, a special “Youth Effort” (Ungeindsatsen) was initiated which had
wide implications for young people, the most important of which are:

e After six months of unemployment young people below the age of
25 who are entitled to unemployment benefits, but who have no
formal education, have the right and the duty to enter an education
programme lasting at least 18 months within the next nine months.
Those who are still unemployed by the end of the education
programme have the right and the duty to full time education.

¢ Young people below the age of 25 who have no formal education,
but who have worked more than two years within the past three
years, can choose job training (see the description of the measure)
rather than education. During the job training they receive the
maximum amount of unemployment benefits.

e Those who refuse these offers lose the right to unemployment
benefits and are transferred to the cash benefit system.

e (Cash benefit receivers get the same rights as the receivers of
unemployment benefits listed above — that is, either education for
18 months or job training.
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e The length of the activation offer is prolonged from six to 18
months for young cash benefit recipients.

e The criteria for being transferred to the adult level of welfare grants
are prolonged from 12 months of employment to 18 months
(Qkonomiministeriet, 2001: 66).

Comparative studies of 26-year-olds in 1994 and 1999 indicate that the
situation for young people has improved. For instance, the level of
unemployment among the 26-year-olds has been halved. Public transfers
payments constituted 17.5% of the 26-year-olds’ income in 1999 compared
to 23.5% in 1994. More importantly, however, the structure of the transfer
payments had changed, so that more young people received study grants
rather than cash and unemployment benefits (Jkonomiministeriet, 2001:
62).

This indicates that the active labour market policies implemented in the
early 1990s were a great success, but a word of caution is also needed here.
Firstly, the 1990s were a period of general economic progress which no
doubt also influenced the level of youth unemployment. Secondly, one
should always be conscious about endogenous changes, meaning that
natural processes rather than the measures account for the change. Winther,
a Danish public administration expert, points out that most young people
will eventually find employment, which is why the measures taken may not
actually account for the increased level of employment (Winther, 2005:
114). Thirdly, it should be pointed out that some experts argue that active
labour market policies do not change the level of overall employment, but
only the composition or structure of the pool of unemployed (Bredgaard,
Larsen, and Kongshgj Madsen, 2005: 22). Increased youth employment
may therefore have consequences for other groups.

With these precautions, active labour market policies appear to have
played an important role in decreasing the level of youth unemployment in
Denmark.

High levels of competences

As mentioned, Denmark generally fares well in comparative studies of
education levels. Young people as a group receive particular attention in
this respect. Again, this is epitomized by the Danish government’s ambition
to supply 95% of each birth cohort with education beyond secondary
school in 2015. But young people already receive ample attention, and
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education and job guidance, for instance, are integrated parts of the
educational system from early stages.

Guidance is given on an individual level which ensures that counsellors
are capable of providing each student with the necessary information. The
basic professional education exemplifies this approach very well (see the
description of the measure), but individual guidance is offered to students
of all ages and on all levels (Uddannelsesguiden, 2007).

The formal and informal competences mentioned above are therefore
likely to be particularly widespread among young people. This claim is also
supported by OECD findings (Undervisningsministeriet, 2007) and so the
focus on youth education could be said to play an important role in
explaining the low levels of youth unemployment in Denmark.

Active Involvement of Labour Market Parties

In a youth related context, the fifth Danish flexicurity dimension plays a
less visible role than the other four dimensions. However, the major interest
organizations are also involved with matters relating to youth education and
youth unemployment. For instance, the Danish Confederation of Trade
Unions has issued a publication on how to improve basic professional
education (see the description of the measure) and the Confederation of
Danish Employers also has outspoken policies concerning measures against
youth unemployment such as education (LO, 2006 and DA, 2007).

3.2.3. Individual Measures addressed to social integration of young
people

Within the Danish flexicurity framework, a wide range of measures are
used to combat youth unemployment. These measures include mentorships,
job training, company internships, reduced cash payments for young
people, immediate activation, basic professional education and job fairs.
Each of the measures relates to one or more of the flexicurity dimensions
mentioned above, summarized in Table 1. Table 1 shows that most
measures are clustered in the active labour market policy and the high level
of competences dimensions. This, however, does not mean that these
dimensions are necessarily most influential in accounting for the low levels
of youth unemployment in Denmark. On the contrary, the fact that the
unemployment is so low in Denmark is based to a large extent on
flexibility. But the low levels mean that unemployed young people often
tend to have additional problems and so require special measures not
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necessarily needed when dealing with regular youth unemployment. The
seven chosen measures reflect the present situation in Denmark where
youth unemployment is already low, which to a considerable extent can be
expected to reflect the Danish flexicurity model as such.

Table 1. Flexicurity dimensions and measures against youth unemployment

Flexibility | Security | Active | High Levels | Active

Labour | of Involvement
Market | Competences | of Labour
Policy Market

Mentorships + +

Job Training + +

Company + +

Internships

Reduced + (&)

cash

Benefits

Immediate +

Activation

Basic + )

Professional

Education

Job fairs + +

Each of these seven measures will now be described in detail. The
descriptions are relatively brief given that specific information is available
in the grids.

Mentorships

Mentorships can be traced back to the early stages of human history, but
it is only comparatively recently that they have gained prominence as a
means to combat youth unemployment in Denmark. Nowadays a mentor
can be defined as, “an experienced person who takes a sincere interest in
the mentee’s development and guides the mentee, answering the mentee’s
questions and helping the mentee to develop his or her own ideas (Jensen
and Brixen, 2007).

Applying the mentorship measure, it is helpful to distinguish between a
professional and a personal mentor. The former is needed if the mentee’s
problem is merely the lack of a job, while the latter is used when the
mentee has other social and/or personal problems. It can be difficult to
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specify the exact contents of a mentorship programme, since it is very
flexible and is often adjusted to the needs of the specific mentee. The
keyword, however, is obligations, meaning that the mentor emphasizes the
mentee’s obligations and helps him or her to meet them. In this way, the
mentee gradually becomes more employable.

The mentorship measure can be said to work on the supply side, given
that young people who were previously less employable become a part of
the labour force. The mentorship measure therefore fully complies with the
flexicurity approach and plays an important role in other Danish flexicurity
model dimensions, most notably the high competences of the Danish
population and the active labour market policies, since it can be applied in
connection with other measures such as job training.

Mentorships are applied on the local level, since assigning the right
mentor to the right mentee requires intimate knowledge of the parties
involved. On a national level, there are guidelines for mentorships and
awareness campaigns and several laws now stipulate the use of the
mentorship measure.

The expected outcomes of the measures include:

e Improvement of the mentees’ general behaviour

e Teaching mentees responsibility (for instance, to be present when
work or school starts)

e Support of mentees ensuring they complete their education and/or
apprenticeships

e Increased self-confidence and self-respect among mentees

e QGenerally lower unemployment rates among young people.

The mentorship measure has generally shown promising results in terms
of satisfaction among mentors and mentees (Jensen and Brixen, 2007 and
Skov Nerregard, 2007). An obvious, but fruitful evaluation procedure is
therefore to conduct surveys before and after the mentorships.

Job training

Job training works within the active labour market policy dimension of
the Danish flexicurity model and is a form of activation already mentioned.
Specifically, job training is carried out within the third type of activation,
namely employment with wage subvention and, as such, job training is a
relatively frequent measure against youth unemployment. The exact
number of 16-29-year-olds involved in job training in the autumn of 2006
can be seen in Table 2.
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Table 2. Number of 16-29-year-olds receiving subsidised wages in the autumn of
2006

Recipients of | Recipients of cash
unemployment benefits benefits

16-24 years 309 348

25-29 years 1,148 359

Total 9,320 2,319

Note: The total refers to all 16-66 year-olds receiving subsidized wages
Source: Danmarks statistik [Statistics Denmark]

Job training mainly works on the supply side, providing companies with
labour which they might otherwise not have hired. To the extent that
employers learn about the benefits of subsidised labour and that people
whom they previously did not consider as recruits are in fact employable,
the measure can perhaps also be said to increase demand for this kind of
labour.

Being a part of the activation strategy, job training is a measure applied
nationally, but on a daily basis it is administered locally by the
municipalities, which pay a certain share of the payment of the person in
job training. In total, however, the payment should meet the standard
payment in the profession if the person is privately employed. If the job
training takes places in the public realm, the payment corresponds to the
amount of money the job trainee would otherwise have received from
unemployment benefit.

To avoid affecting competition on the market there are rules regulating
the number of people in job training in each company. The job training
programme also requires that the job trainee is not temporarily employed.
Privately and publicly employed job trainees can both have the subsidised
payment for a maximum of a full year.

The expected outcome of job training programmes is that the job trainee
continues as a regular worker in the company to which he or she is
assigned. Ultimately, this can also be seen as the evaluation procedure for
the measure. Job training can also be expected to have positive impact on
the social conditions and self-confidence of the job trainee.

Company internships

As with job training, company internship are a form of activation within
active labour market policies in the Danish flexicurity framework.
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Company internships are therefore also a quite frequent measure against
youth unemployment as Table 3 demonstrates.

Table 3. Number of 16-29-year-olds in company internships

Recipients of | Recipients of cash
unemployment benefits | benefits

16-24 years 22 890

25-29 years 78 679

Total 680 4741

Note: Total refers to all16-66 year-olds in company internships
Source: Danmarks statistik [Statistics Denmark]

The content of company internships can be summarized as follows. The
company pays neither salary nor insurance and the intern is not covered by
the usual rules applying on the labour market. Exceptions to this are health
and safety regulations at work and the provisions against discrimination.
There are therefore no direct costs for companies and any damages caused
by the intern during the internship are covered by the municipality.

There has to be a reasonable relationship between the number of regular
workers and company interns. If the company has less than 50 employees,
it can have an intern for every five regular employees, while larger
enterprises can have an intern for every 10 regular employees.

Interns cannot be hired merely to meet short-term demand for labour in
the company. The employment of interns cannot affect competition on the
market, but it is unavoidable that interns perform functions which would
otherwise be performed by paid labour.

The internships usually last four weeks, but under special circumstances
— such as insufficient language skills — they can be prolonged to 26 weeks.
While company internship may not lead to immediate regular employment,
it is expected that the internship will improve the intern’s working skills,
and an internship can also lead to other measures such as job training. As
with job training, company internships mainly work on the supply side, but
to the extent that employers find that people whom they previously did not
consider employable are in fact employable, the measure can also be said to
increase demand.

Reduced cash benefits for young people
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The fact that cash benefits are reduced for young people also complies
with the Danish flexicurity framework. On one hand, young people are
given a certain security to fall back upon, but on the other hand the reduced
cash benefit level is an incentive to work and so they could be said to
involve the motivation effect mentioned in connection with the active
labour market policy dimension. This measure can therefore be said to
work by use of the stick rather than the carrot, since the unemployed are
discouraged from being on welfare transfers rather than encouraged to have
a job.

Nevertheless, reducing benefits for younger people does in fact work on
the supply side since it ensures that more young people are available on the
labour market.

The specific amounts of money can be found in the grids. Statistics show
that young people below 25 years have the shortest period of
unemployment among receivers of cash benefits, since young cash benefit
receivers are unemployed for approximately 21 weeks, while people from
35-44 are on average unemployed for some 35 weeks (Dansk
Arbejdsgiverforening, 2005: 143). However, it is doubtful that the reduced
cash benefits alone can account for this, since one should always be
particularly cautious when evaluating measures against youth
unemployment.

Immediate Activation

As the name implies, immediate activation is also a part of the activation
strategy within active labour market policies in the Danish flexicurity
model. Immediate activation refers to the fact that the unemployed are
directed to activation within a very short timeframe after registering at the
local job centre. By law, municipalities have the option of immediately
activating young people below 25 and they are obliged to activate them
after three months. Immediate activation can be expected to minimize the
number of people who become incapable of handling a regular job, thereby
preventing the level of structural employment from rising in times of
recession.

Immediate activation also keeps the number of applicants for cash
benefits low, since people not wanting to work are discouraged from
applying. In this way, immediate activation — like reduced cash benefits —
has the motivation effect known from the active labour market policy
dimension.

Basic Professional Education
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Basic professional education is related to the high competences
dimension and is therefore also in compliance with the flexicurity
approach. As mentioned above, basic professional education is also an
example of the active involvement of labour market parties, since one
major interest organisation has published recommendations on how to
improve it.

The main essence of the programme is that the student receives
individual guidance from the local education guidance office throughout
the programme which usually lasts two years. The first part of the
programme is an introduction course or a short-term work experience, after
which the student and the counsellor decide upon the exact contents of the
basic professional education.

Basic professional education combines practical work experience with
classroom teaching. Before the basic professional education commences,
the student makes an individual educational plan with his or her counsellor,
which stipulates the exact contents of the programme. The plan states
where the programme will take place and which classes will be included.
At the same time, the plan is tantamount to a contract between the student
and the local municipality.

Classroom teaching includes classes in other youth educational
establishments, such as agricultural or vocational schools. The academic
part of the basic professional education lasts from 20 to 40 weeks and
ideally the classes should end with exams. The exact content of the work
experience is described in an agreement which is signed by the student and
the company.

During the work experience periods, the student experiences life in a
company which is closely connected to the expected outcomes of the
measure. Since integrated in the labour market, it is to be expected that
basic professional education will provide the student with incentives and
qualifications to either pursue further education or to find regular
employment. The fact that the student experiences success by completing
the programme can also have positive personal effects in terms of increased
self-confidence and self-esteem.

Job fairs
Job fairs also fit into the flexicurity framework. Job fairs can be seen as
an extension of the active labour market policy dimension and they also

contribute to the high level of competences among the Danish population
by showing unemployed people how to increase their employability. Job
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fairs can be arranged either by the companies themselves or by the local job
centres. The duration of the job fair usually varies from half a day to a full
day and it is free of charge for the companies as well as the unemployed.

Since there is no need to write a formal application or conduct job
interviews, employers meet unemployed people they might otherwise never
have talked to. This personal encounter can potentially facilitate future
employment when the employer realizes that the person in question is
employable despite a long period of unemployment or other factors which
may otherwise prevent employers from hiring a person. Consequently,
companies get access to new labour and in the longer run they may be less
critical when seeking new employees.

The unemployed, on the other hand, obtain knowledge about the labour
market and can ask the company questions in person. This means that
people who might have trouble obtaining information can more easily
access it. This, in turn, can help clarify if a profession is interesting to the
unemployed, and the unemployed will learn if further educational measures
are needed to start working in this profession. The presence of job centres
in the job fairs is important, since they can help the unemployed establish
the first contact and provide the unemployed and the potential employer
with additional information, for instance on the rules regarding job training.

The outcomes of a job fair can therefore be expected to be quite positive,
increasing 1) the general level of youth employment, 2) the willingness of
employers to hire people who are usually considered to have low
employability, and 3) the knowledge among unemployed about the labour
market in general and in particular about the specific criteria connected to
the professions they take an interest in.

3.2.4. Combination of policies

As has already been indicated many times, the measures described above
can be combined in mutually beneficial ways. These combination
possibilities are summed in Table 4.
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Table. 4. Combination of flexicurity measures

Mentorships | Job Company | Reduced | Immediate | Basic Job

Training | Internships | Cash Activation | Professional | Fairs
Benefits Education
Mentorships + + + + + +
Job training - + + - +
Company internships + + - +
Reduced cash benefits + - -
Immediate Activation - -
Basic professional education

Job fairs

Mentorships are particularly useful in combination with other measures,
as Table 4 demonstrates. As such, mentorships can be viewed as a
complimentary measure. There is also the possibility that more than two of
the measures can be successfully combined. For instance, one could
imagine an unemployed youngster who — voluntarily or due to the incentive
of immediate activation and/or reduced cash benefits — attends a job fair
and establishes contact with a company. The job centre, in turn, helps the
unemployed person by providing information on the possibilities of a job
training programme and, in close cooperation with the future employer, sets
up a mentorship. Perceived this way, numerous measures can work together
ensuring the successful transition to the labour market. Combining the
measures therefore seems a powerful tool in combating youth
unemployment.
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4. Germany

4.1. Synoptic Table of flexicurity measures

Flexicurity areasin Simple/Aggregated measure(s) Source: Any additional
consideration of the lifecycle selected and described in the measure(s) you
approach national case study report YOUTH consider relevant for
Schedule the YOUTH research
A/Schedule B although not included
either in Schedule A or
in Schedule B*
(Measure/Short
abstract)
1. 1.1 Vocational guidance Schedule B and | All relevant measures
Leaving the general National Case Study | are included in the case
education 1.2 Vocational guidance for young | Schedule B and | study which is quite

people

National Case Study

comprehensive.  Only

12 Authors of the synoptic table are required only to mention the relevant measures not included in the Youth research, where considered
important for a better understanding of flexicurity trends and measures, as well as a very short related abstract. No other information is

requested at this stage.
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1.3 Competency service agencies

Schedule B and
National Case Study

youth social policies
have been mentioned
but not analysed in
detail, as they are less
labour-market
orientated.

2.
Setting up social life

No specific measure investigated;
reference is made in the Schedules
to youth social work, but it is not
analysed in detail in the case study

Services directed
towards persons in
difficulties, towards
parents as well as the
young, have been long
established in the
German social policy
system. Measures in
the area of “Youth
Services” (Jugendhilfe)
are mostly
implemented by NGOs
with financial resources
from various public
actors - mainly at the
local and regional level
but also from the
National Labour
Agency. Youth social
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work is part of the
youth services, the aim
of which is the
vocational and social
integration of young
people and their
participation in social
life. Hence youth social
work is not only
performed in the
context of youth
services. Educational,
labour market,
migration/integration,
social and housing
policies also play an
important role.

3.
Entering a
learning process

professional

3.1 National Training Pact Schedule B and
National Case Study
3.2 Preparatory measures for | Schedule B and

disadvantaged young people

National Case Study

3.3 Modernising the dual system
of vocational training

Schedule B and
National Case Study
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4.
Entering the labour market

4.1 Wage subsidies, special
employment  programmes for
youth

Schedule B and
National Case Study

4.2 Activating young social
assistance receivers, so-called 1-
Euro jobs

Schedule B and
National Case Study

4.3 Measures  to support
traineeship  schemes: entrance
qualification programme

(Sonderprogramm des Bundes zur
Einstiegsqualifizierung
Jugendlicher — EQJ — Programm)

Schedule B and
National Case Study

5. No specific measures analysed Further training
Professional growth and

mobility

6. 6.1 Post-qualification Schedule B and

Re-entering
education/training pathways

(Nachqualifizierung)

National Case Study

6.2 Preparatory measures for
disadvantaged youth, programmes
vary according to the target group

Schedule B and
National Case Study

No specific measures
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Starting autonomous life

8.
Transition to adulthood

No specific measure investigated;
reference is made in the schedules
to youth social work, but it is not
analysed in detail in the case study

See under point 2
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4.2. Case Study Report Germany
by Nicola Duell

4.2.1. Conceptual framework of flexicurity approach

4.2.1.a. General Overview
The public and academic debate

The flexicurity debate in Germany

The debate on linking flexibility and (social) security aspects is rather
new in Germany and first publications and concepts appeared at the end of
the 1990s. The debate departed from the interest in the Danish and Dutch
models and focused on the question to what extent these approaches could
be transferred to Germany. However, the debate has not led to a
comprehensive vision and strategy of ‘flexicurity’ for Germany so far.
Nevertheless, as we will see, some parts of the debate have influenced the
development of new labour market policy measures as well as the recent
labour market reform.

Although the notion of ‘flexicurity’ has now entered the public and
academic debates (e.g. Kronauer, Linne 2005), other strands of arguments
and research have been more influential in Germany. As the flexicurity
debate and the shape of policy reforms cannot be understood without
understanding the origins of the debate about ‘flexibility’, ‘social security’
and ‘poverty’ and the interlinkage between them a short overview is given
about these strands of research below and in the Annexes.

Atypical and precarious employment

For decades the starting point for German labour market research was
the ideal of the “regular employment relationship”
(Normalarbeitsverhdltnis), with atypical employment defined as a
deviation from the criteria of this concept. Despite the lack of a clear and
binding definition of the “regular employment relationship”, labour market
researchers often regard the following characteristics as constituting this
type of relationship: the notion applies to an employed person who works
full-time for only one employer on the basis of a permanent work contract,
and who contributes to the social security system and works outside the
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home." It has been claimed repeatedly, that this standard employment
model is gradually being eroded. Although a bulk of literature has been
concerned with the raise of atypical employment, employment has proven
to be quite stable (Diill N, Diill K. 2002).

The discussion on ‘precarious employment’ has been triggered in
particular by the sharp increase in ‘marginal employment’ (geringfiigige
Beschdftigung which refers to small part-time jobs), and, particularly in the
newly formed German states, subsidised temporary employment
(Arbeitsbeschaffungsmafsnahmen - ABM). Indeed, some observers have
spoken of the emergence of a “second labour market” characterised by
wage subsidies (zweiter Arbeitsmarkt, Kiihl 1993, Schmid 1996).

More recently, the notions of “precarious employment” and
“precariousness” have been more widely used than in the past (e.g. Miiller-
Hilmer 20006).

Recent research warns of the effects of young people's atypical
employment on their biographies, as precarious employment is likely to
negatively affect the decision to start a family. Taking a life-cycle
perspective, it is very often the women who are in transitional employment
as they more often have discontinuous working biographies (Klammer U.
2000).

Transitional labour markets

In contrast to those researchers and key actors like trade unions, who
show the dangers linked to the increase of atypical employment, Giinther
Schmid and researchers of the Wissenschaftszentrum Berlin have built a
positive theory of labour market flexibility and developed the concept of
‘transitional labour markets’. This concept has strongly influenced the
recent labour market policy reforms introduced by the former social-
democrat — green coalition, the so-called “Hartz-reforms”.

The main argument is to highlight the positive effects of new
employment forms (transitional labour markets) and arguing for
employment policies to adapt to the needs for flexibility. The “transitional
labour market” approach argues that the model of continuous and
dependent full-time employment must be given up. Transitional labour
markets are defined as institutionalised arrangements which allow or
support changes in employment status or the combination of work with
other socially useful activities. The use of wage subsidies for lower income
groups or people difficult to place is one element of this strategy; legally or

13 As defined by researchers of the Institute for Employment Research (IAB) of the Federal
Employment Service: Dostal et al. 1998, Hoffmann and Walwei 1998.
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contractually bargained entitlements to transitional employment constitute a
further element (Schmid 1998).

‘New poverty’

The debate on ‘new poverty’ (neue Armut) in Western Germany dates
back to the 1970s and is closely related to the discussion on the crisis of the
welfare state.

This debate has now found a new impetus with the raising labour market
problems in Eastern Germany and the impact of the labour market reforms
(in particular Hart IV). In a study published by the Friedrich Ebert
Foundation in 2006, the notion of ‘underclass’ has been used
(Unterschicht) (ct. Miiller-Hilmer 2006). In the public debate also the issue
of the “working poor” is increasingly addressed in the context of the so-
called Hartz-reforms which follow a workfare approach (see e.g. Bosch G.,
Weinkopf C., 2007).

Flexicurity and labour market policies

Although, there is no explicit ‘flexicurity’ debate a variety of flexicurity
elements can be discerned in Germany.'* Active labour market policy
developed several bridging systems:

- The Job Promotion Act (Beschdftigungsforderungsgesetz) from
1985 which allowed fixed-term contracts without restrictions in
relation to previous activities. In 1996 the duration of fixed-term
contracts was extended to 24 months, and activity-related
restrictions were introduced again in 2001. Surprisingly to both
advocates and opponents of flexibility, the rise of fixed-term
contracts was rather limited. The share of fixed-term contracts
grew from 5 % in 1985 to 7 % in 2003. Redundancy regulations
were also reformed by the Job Promotion Act and by further steps,
excluding small businesses with less than 25 employees from the
regulation. However, dismissals regulations are still seen as a
cumbersome instrument to adjusting labour input, as the legal
obstacles for dismissals are high and the selection of workers is
restricted by various group-specific protection rules. Reform
proposals are, therefore, still in the debate among the coalition
parties.

14 Cf. Vogler-Ludwig 2006.
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- The previous Federal Government launched the “Agenda 2010 in
2003. Core elements of the reform concept concerned the labour
market reforms: (a) The length of time over which unemployment
benefits can be drawn has been reduced. (b) Since 1 January 2005,
the Unemployment Benefit II replaces the reduced-rate
unemployment benefit. Unemployment Benefit II combines
unemployment and social welfare benefits for employable job
seekers in need of assistance (Hartz IV). This part in particular has
been in the focus of the public debate, as flexibility has been
increased while security has been decreased. The intention of the
reforms was more to develop a ‘workfare’ model rather than a
‘flexicurity model’. Incentives for taking up an employment and to
reduce dependency from the social system were set as a priority.
These reforms have engendered a debate in Germany about
precariousness and new poverty thresholds. Reforms towards
increasing income ‘security’ are called for.

- The major steps to liberalise agency work go back to the 1985
reform. Based on the theory of transitional labour markets, agency
work was then introduced by the Hartz reform as public Personnel
Services Agency (PSA) which should put the unemployed into
work on a temporary basis. Evaluation results have shown that the
PSA could not help as many unemployed as expected. In particular,
this type of temporary agency work has failed to fulfil the function
of a transitional labour market.

- After changes from liberal to restrictive and back to liberal
regulations, the number of minor jobs grew rapidly and regularly
registered employment decreased. The Mini-Job-Regulation of
2002 regarding jobs with incomes up to EUR 400 per month also
increased the number of jobs in this area up to 4.6 million. Even
though there is no direct link between the growth of mini-jobs and
the decline of registered employment, it indicates a fundamental
change of employment conditions on the German labour market.

- Finally, it needs to be stressed that activation of unemployed is a
key principle of the recent labour market reforms.

4.2.1.b. Youth related overview
As for an overview of the labour market context please refer to the Annex.

The policy context: towards more “flexicurity” for young people?
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There is no direct debate on flexicurity with regard to youth related
policies. Nevertheless, this section is organised according to the four
dimensions of the “flexicurity” concept used in this study. We will not only
look at youth related labour market, training and social policies but also
analyse how the general (new) policy orientation described above affects
young people. This section provides the background for the analysis of
single measures.

Towards flexible and reliable contractual arrangements?

As we have already shown, the use of fixed-term contracts has increased
significantly for young people during recent years. This observation has
been the reason for the government’s plans to extend probationary periods
of job entrants and restrict fixed-term contracts."”

Specific forms of temporary work are internships. In the context of
university studies, increasingly the accomplishment of internships is
required, but also other groups of young people, such as pupils, are doing
internships. Internships may facilitate labour market integration as the
employer gets to know the future employee and thus his risk is minimised.
Further, internships permit those who have not undergone dual vocational
training to gain some practical experience. Some type of internships can be
indeed regarded as part of expected acquired working experience in the
context of education and training. However, there are internships which do
not fulfil any of these functions. The Institute for Labour Market and
Vocational Research (Rebien, M.; Spitznagel, E., 2007) has analysed the
structure and type of vacancies which have been filled with persons having
worked previously for the company as interns. This was the case for about
2.5% of all new recruitments in 2004 and 2005. The results reveal that this
was most often (75%) the case for young people having accomplished
vocational training (within or outside the dual system). Internship places
are also filled in by persons who were previously unemployed and had
already gained working experience. When looking at those aged under 30
and recruited after an internship in the company, the results of the data
analysis show, that 55% of them have been in vocational or further training
immediately before starting the internship and 26% were unemployed. Half
of these newly recruited young people get an indefinite employment
contract (in contrast to 39% of those being older than 30 years) and a fourth
gets a fixed-term employment contract for a period from 6 to 18 months.

15 Vogler-Ludwig, 2006.
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Internships for young people can thus be regarded in many cases as a
lengthening of the transition period from training to employment.

Towards comprehensive lifelong learning?

The reason for the comparatively low unemployment figures of young
people in Germany has been linked to the dual training system. The dual
training system contributes towards easing the transition from training to
employment, as a number of trainees are taken over by the companies after
having accomplished their training. The advantages for the companies are
clear: they get the chance to get to know the young people which the
company is going to employ. Furthermore, the dual training system
provides young people with a combination of theoretical knowledge
(provided by the Vocational Schools) and practical knowledge. This work
experience is regarded as a major asset of the trainees even if they have to
look for an employment at the labour market. Indeed, the transition from
training to employment is less difficult in Germany than in many other
countries not having a vocational training system

However, the “German model” of education, training and labour market
integration of young people is threatened by different factors:

(a) On the supply side of the initial training market: not enough training
places are offered by the companies.

One major reason for the lack of dual training places is the industrial
change: those professions which traditionally required an apprenticeship
within the dual training system have become less important. New
professions on the other hand are often not integrated in the dual training
system, especially not in the tertiary sector.

Also, a higher flexibility at the labour market is a potential disincentive
to offer training places. As the employer has to bear the bulk of the training
costs, it is not particularly interesting to train workers who will not stay
with the company.

(b) On the demand side of the market for initial training, there is the
problem of integrating disadvantaged young people. Early school leavers as
well as school leavers with a low educational attainment have difficulties to
enter the training market. Empirical evidence on school performance shows
that (PISA 2003, Federal Statistical Office):

- 22% of the German pupils aged 15 do not dispose of the basic skills to
read and understand a text correctly.

- 27% of pupils had to repeat a class at least once during a 10 years
school period.

- 8.5% of all school leavers remain without educational attainment.

- 22.8% of apprentices leave occupational schools without a certificate.
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(¢) Independently from the dual training system, there are weaknesses in
the educational system. Results from the PISA study show that Germany
has to catch up with regard to the educational level at secondary schools. In
particular pupils with learning disadvantages performed badly. One fourth
has to be considered as a risk group which will hardly be able to
successfully continue education or vocational training. The German
problem therefore is at the lower skills level rather than higher education.

The disappointing performance of the German education system in
international comparison points to institutional rather than individual
reasons: The German school system is characterised by low possibilities for
social upgrading. There is a strong segmentation within the school system
by social status of origin.

(d) The nature of skill needs have changed. Demand has shifted towards
a stronger theoretical foundation of occupational knowledge, a broader set
of cognitive, organisational and social skills, and a greater importance of
basic skills. This was determined by the acceleration of technical and
organisational change and the specialisation of the German economy on
knowledge-based products. Dual training was not able to keep pace with
these changes. It can hardly be overlooked that dual training is
underrepresented in the few growing branches of the tertiary sector

(e) As a long-term problem, weaknesses in the continuous training
system in Germany need to be pointed to.

In order to tackle to these challenges, a reform process of the German
VET has been initiated. Further, the focus on youth-related policies is set
on initial vocational training.

The policy responses consist in demand-side and supply-side oriented
measures and encompass mainly the extension of the number of vocational
training places within the dual system (quantitative dimension) and the
flexibilisation of the training system (qualitative dimension). The main
elements are:

- The government intends to revise the recently passed dual training act
(Berufsbildungsgesetz) in order to extend its wvalidity, improve its
permeability, modernise testing and internationalise the system. The
concept of competence modules will be strengthened through certification
and the acceptance as part of dual training. Particular attention will be
given to young people with migration background.

- Extending the numbers of two-years dual training schemes can be
regarded as an opening of the system at the bottom. The normal length for
dual training is 3 years (in some cases even more).

- At the same time, the government intends to increase the number of
persons enrolling in universities.
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- The curricula for vocational training are being modernised. New
professions are introduced (e.g. in the area of IT). However, there are
doubts whether the modernisation process is quick enough and will be able
to compete with the expanding tertiary education.

- Active labour market policy and youth social work measures related to
learning strategies have been reformed and new instruments have been
introduced. Two main measures are have been introduced which are
directed towards easing the transition between school and vocational
training, in particular for disadvantaged young people: preparatory
measures to vocational training (see Chapter 2) and vocational training in
professions of the dual training schemes but organised outside the
companies. A recent study carried out by the German Youth Institute (DJI)
shows, however, that for disadvantaged young people transition rates into
employment are higher when they could get their training within the
companies (Gericke 2003). Innovative projects are therefore aiming at
providing support for companies to offering training to disadvantaged
young people.

- In order to reduce the number of early school leavers, the Federal
Ministry for Youth and Family has launched in 2006 a pilot project for
offering these young people a second chance to accomplish schooling
certificates and diplomas (“Schulverweigerung — die 2. Chance”)."® This
project focuses on setting-up a better coordination between schools, public
youth agencies (Jugenddmter) and twelfare organisations. A case manager
is supposed to guide and help the young people with the aim that they
achieve educational certificates.

- Further, the government plans modernising education and training
through the extension of day-care schools, a quality improvement
programme in schools which removes learning deficits and promotes pupils
with migration background, and the introduction of a more flexible
remuneration of teachers. In our view, it is questionable whether the actual
reforms concerning the primary schools and the secondary schools until the
9™ school year (Hauptschule) and the 10™ school year (Realschule) are
sufficient in order to tackle the problem of disadvantaged young people
coming from these schools.

Towards effective Labour Market Policies?
In 2005, overall 250,000 young people participated in active labour
market and training policy measures. Training measures represented an

'S The objective is to help 1,000 young people to complete their schooling within 1 year.

78



important part among them. The following table gives an overview of the
number of participants in the different types of measures (yearly average):

Tab. 1 - Number of young people (below 25 years of age) participating in active
labour market policy measures in 2005

Further training 17,700
Training measures 19,300
Traditionnal job creation scheme | 9,600

3

‘Abeitsbeschaffungsmafnahmen” (all types of
unemployed)

New job creation scheme for former social assistance |45,800
receivers (now unemployment benefit II) — Soziale
Arbeitsgelegenheiten

Preparatory measures 94,500

Vocational training in institutions outside the companies | 60,200
(Berufsausbildung in auperbetrieblichen Einrichtungen)

Total 247,100

The effectiveness of the different active labour market measures will be
discussed below.

Towards modern social security systems?
(1) Recent reforms in the income support policy

Young people having already worked can get unemployment benefits
(Unemployment Benefit 1) for a limited period of time. The conditions for
eligibility are that contributions to the unemployment insurance system
must have been made for at least 12 months in the last 3 years. For a young
person having contributed for 12 month, he or she would receive
Unemployment Benefit I for 6 months.

For those not anymore eligible to Unemployment Benefit I and those
who have previously not worked, Unemployment Benefit II has been
introduced in 2005 in the context of the so-called “Hartz reforms”. These
labour market reforms combined social assistance and unemployment
assistance for persons being able to work according to the SGB II (Zweites
Buch Sozialgestzbuch). 1t is possible to earn a small amount in addition to
Unemployment Benefit II. These amounts are supplemented by housing
benefits. Unemployment Benefit Il is lowered in case a person does not
accept a “reasonable” job (zumutbare Arbeit) or training or an internship.
The underlying assumption of these reforms is that security provided by a
generous social system is reducing flexibility and lock the people in a
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dependency trap. With regard to young people the assumption is that they
need to get motivated to work or to engage in training by cutting social
benefits.

Unemployment Benefit II is means-tested and takes inbto account the
entire household (Bedarfsgemeinschaften). Thus for young people living
with their parents, the economic situation of the parents is decisive.
Unemployment Benefit II replaces the former social assistance and is based
on the principle of activation.

In 2005, there were 700,000 young people (15-25 years) among the
Unemployment Benefit II recipients, representing a specific target group:
they are receiving more intense guidance and counselling but at the same
time the sanction mechanism for not taking-up a job or a training are more
severe (cf. Popp, S.; Schels, B.; Wenzel, U., 2006). The number of young
unemployed per Public Employment Service staff has substantially
decreased: 75 young unemployed per Public Employment Service
employee instead of 400 to 800 unemployed per staff member. In case the
young unemployed is hard to place, a case manager will be called for (cf.
Kepper, A. 2005). This case manager will analyse the strength and
weaknesses of the young unemployed by taking the individual problems
into account.

The assumption of the new law is that young people being into trouble
are so as they don’t have sufficient qualifications, have no plan for their
working lives and show of low motivation to integrate into the labour
market.

A recent data analysis, carried out by the Institute for labour market
analysis and vocational training (cf. Popp, S.; Schels, B.; Wenzel, U., 2006)
showed that among the young Unemployment Benefit Il receivers, there
were 20% pupils, 11% apprentices, 6% employed (mostly in so-called
“marginal employment” — geringfiigige Beschdftigung), 12% participated
in a labour market policy measure, 37% were unemployed and 9% were
one maternity leave.

Half of these young people lived with their parents. The income support
schemes are relevant for both groups: unemployed young people
participants in the active labour market policy measures and young people
still at schools.

(2) Youth-related social policies

Services directed towards persons in difficulties, towards parents as well
as towards young people have been established in the German social policy
system a long time ago. Measures in the area of “Youth Services”
(Jugendhilfe) are mostly implemented by NGOs with financial resources
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coming from various public actors mainly at the local and regional level but
also the National Labour Agency. Youth work is the part of youth services
whose aim is the vocational and social integration of young people and
their participation in social life. As a result, youth work is not only
performed in the context of youth services. Educational policy, labour
market policy, migration/integration policy, social policy, and housing
policy are also playing an important role.

Measures include vocational youth assistance for disadvantaged young
people, vocational guidance and qualification opportunities for these young
people by means of counselling, support of school graduation, vocational
orientation, preparation, and education, continuing vocational training and
qualification, job placement, and employment. In addition to this, there are
special measures for disadvantaged young people (Jugendsozialarbeit)
(BMFSFJ 2005).

(3) Family policies

The lengthening of the transition period, in particular the increasing
occurrence of fixed-term contracts is posing a problem for family policies,
as young people either postpone the decision to have children or decide not
to have children at all.

In the past, family policies have been mainly designed on the basis of the
traditional role of women. The legacy of this is a lack of day care facilities,
making it difficult for women to work, especially to work more than part-
time. The tax system still favours economic inactivity of women. In order
to increase the security and to ease the combination of working life and
child rearing, recent reforms have been introduced.

The Federal Government has now decided to enhance the volume of day
care facilities for children. A change in perception and better prospects of
combining work and family life in the long run might have an influence on
career planning of girls and young women.

4.2.2. Analyze single policies/measures (P&M) addressed to social
integration of young people

Measures relating to the flexicurity dimension “Comprehensive Lifelong
Learning”

The following measures were conceived to respond to the current
challenges of the training system as presented above. Indeed the transition
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between school and training is perceived as one of the most pressing
problems. Therefore, this focus is appropriate, relevant and consistent with
the ‘flexicurity’ approach as long as the measures eventually ensure a
higher training and future employment security.

We first present single measures or packages of single measures with a
more general scope. These measures are in particular focusing on the
entrance into training. We then will look at more specific single measures
developed and implemented for two subgroups, young people with a
migration background and young women.

The National Training Pact

The National training Pact has been agreed for the first time in 2004 for a
period of 3 years against the background of a lack of places for vocational
training within the German dual training system. As the results were
generally positive, a new Pact was signed in 2007. The Pact represents a
mutual commitment of the State, private companies and the employer
organisations and industry associations with the aim to raise the number of
training places.

As for a short overview of the planned actions under the National Training
Pact please see Annexes.

Outcome and impact

There is no specific evaluation of the whole Pact but a monitoring has
been carried out. In addition, for some of the sub-measures evaluations
have been conducted. These will be looked at into more detail in the next
sub-sections.

According to the Federal Ministry of Labour the Pact generated the
following main results:

- More additional training places than expected were offered.'
Furthermore, the public administration increased their supply of
apprenticeship places by 30%, thereby surpassing the goal of 20%.
However, this could only partly alleviate the problem of lacking training
places, as also the number of young people looking for an apprenticeship
place increased (BMBF Berufsbildungsbericht 2007 — VET report).

17 In 2004, 59,000 additional apprenticeship places could be created; in 2005 they amounted
to 63,400 and in 2006 to 67,900. (www.bmas.bund.de).
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- The “entrance qualification scheme” had a difficult start as there were
problems to fill in the internship places (see for more details sub-section
below).

- The Federal Government - eventually extended the
Ausbildungsprogramm Ost (Programme for vocation Training in Eastern
Germany).

- The Funds for the Programme JOBSTARTER, launched in 2006, have
been increased from €25 million to €125 million. The objective of this
programme is to activate more training places and to promote inter-firm
cooperation in vocational training (BMBF Berufsbildungsbericht 2006 —
VET Report 2006).

- The Public Employment Service continues its activities in the area of
preparatory measures (berufsvorbereitende Mafsnahmen) at the same level
as in 2003 (nearly 250,000 participants in 2003,see for more details
subsection below).

- The Public Employment Agency has further developed its system for
profiling young people looking for a training place and identifying whether
the young person is ,mature to engage in vocational training“
(,, Kriterienkatalog Ausbildungsreife”), whether the envisaged occupation
is suitable and whether the young has chances to be placed
(Vermittelbarkeit).

- In 2005 a discussion between general schools and the Pact partners
about the basic needs and skills for vocational training started off. Then, in
2006, a common handbook on how to prepare young people to be “mature
for vocational training” was published.

In our view, the whole education system is challenged to ensure that
young people get the basic skills to engage in vocational training. It will be
a huge task to improve the schooling system in this respect. In 2006, the
Pact partners have recognised that more efforts need to be undertaken, in
particular at schools level, to better integrate young people with a migration
background in education and training which is indeed one of the most
pressing policy areas in our view.

- Further, a closer cooperation between the Chambers and the Public
Employment Services has been achieved. Each of the actors play a crucial
role: the local agencies of the Public Employment Service are providing
guidance and placement services for young people willing to start
vocational training.

Overall, the Pact partners positively evaluated the results of the Pact.
However, it needs to be stressed that the figures show a more moderate
success story. Only in 2005 the number of young people taking up
vocational training has increased for the first time since 1999 (in total
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573,000 training places were offered). As compared to 2003, before the
Pact was signed, the total volume increased by 8,000 training contracts
(BMBF Berufsbildungsbericht 2006 — VET Report) and the number of
young people who could not be placed into vocational training decreased
between 2004 and 2005 by 7% (total volume 41,000). This number was
further reduced by the “renewed placement activities” into vocational
training (Nachvermittlungsaktionen). Nevertheless, the number of young
people being still interested in a training place despite having been
proposed alternatives has increased (cf. Bundesarbeitsblatt 5-2005).

Conditions of success and limits

Most probably, the outcomes at the training market would have been
worse without the National Pact. But as the problems at the training
markets are not only linked to a problem of “willingness” to offer more
training places, the potential success of the Pact has of course its limits.
While it can contribute to alleviate the problems at the training market in
terms of volumes, it cannot fully resolve it. The general condition for
success lies in the commitment of the companies in the first place.
Furthermore, closer cooperation of the different actors is key to success.

The direct aim is to enhance the supply of training places, the indirect
aim, however, is to get young people into employment. Whether this can be
realised, depends on the general labour market conditions and in our
opinion also on the extent of skills mismatch.

Preparatory measures for vocational training — new approaches

Preparatory measures for vocational training are aimed at providing the
young people with basic skills to be sufficiently prepared to find a
vocational training place. They consist mainly in different elements
including providing vocational guidance and orientation, basic skills and
key competencies, workplace related experience, and some basic vocational
skills. The measures are financed by the Public Employment Service and
implemented by independent organisations. First steps towards developing
a policy for disadvantaged young people have been made in the 1970s by
establishing cooperation between schools and vocational training.

The concept for the preparatory measure has been reformed in 2006
(Neues Fachkonzept der Bundesagentur fiir Arbeit). It departs from the
principle that support needs to be based on the competencies of the
individual young people.
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Preparatory measures are therefore based on competence modules
(Qualifizierungsbausteine) which are derived from the curricula of dual
training and adjusted to the abilities of the target groups. Individual
counselling plays a crucial role.

See more details on the reform and the BQF — Programme for
disadvantaged young people of the Ministry for Education and Research in
the Annexes.

Outcomes and impact

Monitoring of the preparatory measures is regularly included in the VET
Report (Berufsbildungsbericht) of the Federal Ministry of Education and
Research:

In 2005, about 105,700 young people took part in preparatory measures
following the new concept (without disabled). After a period of 6 months
after having participated in the measure, 45% of the young people were
employed and 38% got a place in vocational training. Thus transition could
be improved through the implementation of the new, more individualised,
approach (in the previous year, under the old scheme, 38% found
employment and 30% started vocational training).

The VET report of 2007 (BMBF, Berufsbildungsbericht 2007) further
stresses that the different pilot projects carried out in the BQF-Programme
and further Programmes clearly show that the disadvantaged young people
need individual guidance on educational and vocational orientation in an
early stage, including the development of competencies. The report
identifies practically oriented education rather than theoretical training as
much more effective for disadvantaged young people.

Overall, the report assesses the development of competencies modules
e.g. in the context of pilot projects as well as within the mainstream
policies as a success. It is recommended to further develop and generalise
this approach.

Previous studies and evaluations of work-oriented social work and the
preparatory measures showed that individualised pre-training approaches
are particularly successful as they take the capabilities and preferences of
young people into consideration. Good results could be achieved at the first
threshold to dual training.

A study prepared by the German Institute on Youth (Deutsches
Jugendinstitur) is analysing the transition of young people having a low
educational attainment with 9 years of regular schooling at the maximum
(Hauptschule).

85



The results of the panel analysis (carried out in 2004 at 126 schools)
show that 26% of those young people, mostly between 15 and 16 years old,
start vocational training immediately after school, while another 26%
participate in preparatory measures for vocational training (source: Lex et
al., 2006). Among these, young people with low skills in German and in
mathematics as well as early school leavers are overrepresented.

One year later, 43% of the young people were participating in vocational
training as compared to 26% who immediately got a training place. Those
with learning deficits in German language and mathematics were not worse
off, which indicates that the measures in which they participated where
successful.

Conditions of success and limits

As the evaluation results show, the preparatory measures lead to some
success in better integrating young people into training. They thereby
support the the long-term objective to offer them a better start into the
labour market. The individualised approach can be regarded as an
important condition for the effectiveness of the measure.

However, there are also limitations. Although some deficits of
disadvantaged young people can be overcome, the structural problem of
low formal educational attainment and linked to it a narrow vocational
choice remains.

Further, displacement effects have been observed. This can be shown for
example in the still relatively higher importance of measures for
disadvantaged young people in the Eastern German as compared to the
Western German regions. Eventually, there is a higher lack of training
places in Eastern German regions. Overall in Germany, the stock of
participants in preparatory measures has been growing since the 1990s. A
considerable number of participants use preparatory measures as a
(repeated) waiting loop for the entry into regular dual training. Over the last
years it can be observed that the average level of educational attainment of
the participants in the measure slightly rose and that in particular early-
school-leavers had difficulties to participate in the measure (IAB
Kurzbericht 2/2007).

Transition management - the “competencies services agencies”
The Federal Ministry of Families, Older People, Women and Youth has
also implemented different Programmes and initiatives to ease the

transition between schooling and VET. One of them is the Programme
“Kompetenzagenturen” (competencies services agencies). A stronger
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cooperation between different institutions but also a better linking of the
different measures,including the preparatory measures, is at the centre of
these current activities.'®

Easing the transition between schooling and training: The entrance
qualification Programme

Background

The entrance qualification Programme links a flexible contract form
(internship) to a preparatory phase with the aim to engage in training. For
this reason we could say that the intention of the measure goes in the
direction of “flexicurity”, linking flexible contracts to learning security.

The contracts for obtaining ,.entrance qualifications™ are specifically
designed internships (“Praktika”) within companies for with a duration of
between 6 and 12 months. After the end of the period the company may
establish a certificate proving the acquired skills.

For the scope and features of the measure please see Annexes.

Outcomes and Impact

The results from the 5 reports of the ongoing evaluation give the
following insights: During the first year about 30,000 places under the EQJ
scheme were offered by companies, but only 17,600 contracts were
concluded. The second year more places were offered and more contracts
were concluded, but still a part of the places offered could not be filled. The
reasons for this mismatch laid in particular in deficits of basic qualification
low motivation of the young people due to low pay, high work load and a
mismatch with the preferred vocational orientation.

Furthermore, there were deficiencies in reaching out to young people
because of information deficits.

Overall, the Programme was only partly successful in attracting the
target group, as mainly young people with a low educational attainment but
not the most disadvantaged (early school leavers, persons with a migration
background and a low educational attainment) were participating in the
programme.

' The increased cooperation in the context of “transition management” tested in various
pilot projects has proven to be effective and should be taken over in mainstream policies (cf.
BMBEF, Berufsbildungsbericht 2007 and Lex, T.; Graupp, N.; Reifiig, B.; Adamczyk H.
(2006).
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Some branches were more suited than others: according to the
Chambers, trade and catering were the areas in which companies could be
more easily motivated to offer additional access to training through the EQJ
schemes. At the same time displacement of other types of internships or
employment is more likely in these branches then in others.

About 23% of young people did not complete their internship. In most
cases it was the young person who quitted the contract. One major reason
mentioned in the evaluation report is the enrolment in regular vocational
training. Thus the share of “failures” might be lower.

According to the Public Employment Services, the quality of the
internship offered was overall rather poor. Only a fourth of those young
people that completed the internship received a certificate from the
Chambers. As the Chambers refused only in a few cases stating that the
certificates were not justified, it can be assumed that the companies and
young people were not asking for it. This result is disappointing and does
not correspond to the expectations of the programme designers.

Only roughly half of companies (and in the first year even less) that have
taken over participants of the EQJ scheme into a regular vocational training
contract are considering to reduce the vocational training period by 6 years.
The evaluation results show that about 61% of the young people got a
regular vocational training contract after the end of the internship. This
share is 40 percent points higher as compared to the control group of young
people in the same situation not participating in the EQJ scheme.

Transition rates were higher in companies who are anyway providing
vocational training. However, it can be regarded as a success that some
companies which have not offered training places before are now taking
over young people into vocational training.

Three quarters of those having found a place for regular vocational
training are in the same company where they have done their internship.

Transition rates of young migrants are comparable to other groups,
although they have less chances to access to the measure.

It needs to be added that there is the possibility to get a continuous
social-pedagogical guidance (“sozialpddagogische Begleitung”) for those
young people that have learning deficiencies. The company where the
training is accomplished has applies to apply to get this service. However,
only about 2% of the companies participating in EQJ-Programme did sot.
One of the reasons for this low level of implementation of this
accompanying measure lies in the fact that companies are not informed
about this possibility. We can conclude that there is more potential to target
the young disadvantaged with motivation problems by better integrating
different services.
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The Chambers' overall assessment of the effectiveness of the measure is
positive and many of the regional Chambers are in favour of continuing this
measure after the end of the special federal programme. However, this
assessment is not shared by all actors and researchers: An evaluation and
literature review study carried out on behalf of the Commission of the
Federal States and the Regions for education and research on cooperative
structures in the measures directed towards disadvantaged young people
(Patzold, Wingels, 2005) is quite critical about the effectiveness of the
EQJ-Programme. It is argued that it is not evident that an important part of
the companies is really creating new opportunities for young people facing
difficulties to integrate in the vocational training market. It is assumed that
a part of the companies are somewhat lengthening the vocational training
for this group of people (which in our view could eventually be regarded as
useful, as the same report stresses that disadvantaged young people need
more time to get trained).

Conditions of success and limits

The following conditions of success must be fulfilled for the measure to
be effective:

- Willingness of companies to train disadvantaged young people.

- Motivation to really provide some training which better prepares young
people to engage in vocational training.

- The supply of regular vocational training places has to be high enough
to absorb young people after they have participated in EQJ-schemes.
Otherwise there is the danger that young people only move from one
specific measure to the next.

- The hypothesis that companies need first to get to know disadvantaged
young people holds true. This hypothesis implies in our view that the
young people are stigmatised and that they have more competencies than
their schooling record would suggest.

- The acceptance of companies to sign a regular vocational training
contract with young people having participated in specific measures
(danger of stigmatisation of young people).

As we have seen throughout the evaluation reports, not all of these
conditions could be realised. The fact that the potential training company
has the possibility to get to know disadvantaged young people has certainly
contributed to the partial success of the measure.

However, as we have seen, the quality of the internships in terms of
training was rather poor. An indicator for the low learning security
provided by the measure is also signified by the fact that the attendance rate
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in the vocational schools was disappointing and the requests for certifying
skills were rather low.

Measures for specific subgroups — young people with a migration
background

For the background please see Annexes.

Overview of the single measures

The educational and vocational integration of young migrants has been
taken up during the last years in the framework of research programmes,
pilot projects and innovative programmes, for example:

- Pilot projects for the development of new ways towards getting a late
vocational training for young adults (being between 20 and 29 years of age)
without any previous vocational training (Nachqualifizierung). Various
models have been tested, generally based on different modules in different
professions that are offered e.g. in relation with a part-time job or on week-
ends and evenings allowing the young adults to be in employment while
upgrading their skills.

The argument is that those young people preferred earning money right
after leaving school instead of continuing their education. Thus, only a
combination of employment and vocational training would be attractive for
those young people. Furthermore, the modularised approach allows for
building on already acquired competencies (www.good-
practice.de/infoangebote beitrag751.php; M. Granato, K. Gutschow, 2004).

Another way is to undertake vocational training in combination with
employment for a period of 12 of 24 months instead of getting social
assistance or unemployment benefit.

- The introduction of new professions requiring a shorter vocational
training period (2 years rather than 3 years) has been decided on with the
aim of attracting more disadvantaged young people. Young people with a
migration background are largely overrepresented within this group.

- MigraNet in Bavaria and Brandenburg (and related projects): These
projects have been set up in the framework of EQUAL and seek to develop
a method for identifying the competencies of migrants (including young
persons with migration background, but not specifically focused on young
people), which then can form a sound basis for vocational orientation and
for guidance on job search strategies (Kompetenzfeststellung).

- Further activities for young people with migration background are
implicitly carried out in the context of the policies directed towards
disadvantaged young people, as those who have the lowest educational
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attainment, very often e early-school leavers, are frequently young people
with a migration background.

- In the context of youth work, specific programmes aiming at promoting a
better integration of young migrants into the German society (including
into vocational training) are financed by the Federal Ministry for Youth and
Family. This project is running since 2001 (www.bmfsfj.de).

- Awareness has recently risen in Germany that more needs to be done to
ensure a better integration at schooling level. Young people with a
migration background are strongly overrepresented among those getting the
lowest or no educational attainment. In our view, the reform processes are
very slow in this respect. The German schooling system is not permeable
enough with regard to upward social mobility and leads to social selection
as has been stated by the OECD and the UN (see the educational attainment
of young people with a migration background in: C. Kristen, N. Granato
(2007): G. Christensen, P. Stranat (2006)).

- The already outlined National Pact for Training has set a specific focus on
the better integration of young people with a migration background. This
has resulted also in the creation of further networks for promoting access to
vocational training for this target group."

- Vocational orientation at schools level

- Kausa (Koordinierung Ausbildung in Auslindischen Unternehmen) is a
network for promoting vocational training in companies belonging to a
foreigner with the objective to enhance access to vocational training of
young people with a migration background (see for more details below).

The single measure Kausa
For a general overview of the measure please see Annexes.

Conditions of success and limits

The involvement of foreign-owned companies in vocational education is
a condition of success which can be assured, at least to some extent, by a
close cooperation with various actors, such as ethnical employers’
organisations (not all foreign-owned companies are organised in these
networks).

The lower number of training places offered is mostly linked to the small
size of companies and the training costs.

9 Berufliche Qualifizierungsnetzwerke fiir Migrantinnen und Migranten — networks for
vocational training for migrants as a part of the BQF-Programme / Berufliche Qualifizierung
fiir Personen mit besonderem Forderbedarf: Qualification for disadvantaged people.
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Raising the motivation to offer vocational training is much more
difficult, as the cultural background of those entrepreneurs is not linked to
the German tradition of providing vocational training within the dual
system. Here it is important to have the key actors and multipliers of the
ethnic minorities as partners in the project.

With regard to providing training and the long-term employment security
it is meant to support, the 'Kausa' measure is twofold: although it can be
argued that getting training is always better than remaining low-skilled
without training, future employment security is not evident: The main
sectors in which these employers are offering training places are
characterised by poor working conditions and lower employment stability
(e.g. catering, retail trade, construction).

Networks  for vocational training of young migrants  (Berufliche
Qualifizierungsnetzwerke (BON) fiir Migrantinnen und Migranten )

This measure fosters network building and methodology development to
better reach out and motivate young people with a migration background to
get involved into vocational training.

For more details on the scope and objectives of the measure please see
Annexes.

Outcomes and Impact

To overcome existing prejudices among actors has proven to be quite
difficult as the sensitivity of the different actors in different regions has
been very heterogeneous at the beginning of the process. It has been
underlined in the evaluation study of this measure that it takes a long time
to change perceptions and raise awareness (Bundesministerium fiir Bildung
und Forschung, 2006).

Nevertheless, networking can be regarded as useful as it represents a
platform for the exchange of experience and know-how towards those
actors which were not aware of the problem when joining the networks.

It can further be stated that highly individualised approaches taking into
account all types of competencies of the young persons involved are
generally more successful, however implementation within the given
structures has its limitations. Just as awareness raising appreciation of
competencies needs to be understood as a gradual process which needs to
be integrated in a preventive approach.
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It is argued that the different approaches which have been tested can only
be successful if they are also integrated in the general education system and
are not only applied at the end of schooling.

Conditions of success and limits

Although this measure is not tackling the problem of low access to
education and training of young people with a migration background at the
roots, it must be considered that it is a first step towards addressing the
problem more comprehensively. In our view an even more comprehensive
approach is needed which should aim to raise the educational level of
young people with a migration background in the first place. This
assessment is confirmed by the project coordinators: the impact of
sensitivity strategies only can have a limited impact as long as the
structures are not changed (G. Baumgratz-Gangl, Vorsorgen statt kurieren!
2006).

Measures for specific subgroups: Vocational orientation for girls and
young women

Since 2000, so-called “girls’ days” are organised on a regular basis. At
one specific day every year, schools across the country organise vocational
orientation for girls.

For the background and objectives of the measures please see Annexes.

Outcomes and impacts

Since the start of the Programme, about 25,000 events for over 500,000
girls have been organised (Berufsbildungsbericht, 2007). Survey results
show that one fourth of the companies involved in the information events
eventually received applications for internships and training places from
girls. The interest of girls in participating in this specific vocational
orientation events has risen which is considered as an indicator of success
by the organisers.

Further measures have set-up a web-based information, communication
and learning platform for girls with the aim to widen their vocational
choices (www.lizzynet.de).

But not only specific guidance for widening are implemented but also a
pilot programme for young men has been designed. In 2005, the Federal
Ministry for Youth and Family has started the pilot project “New Ways for
Boys”. This project is co-financed by the ESF. The objective is to increase
the social competencies of young men and to break-up traditional visions

93



about the role of women and men in the society. Finally, young men are
informed about “women dominated” professions in order to increase their
motivation for them (www.neue-wege-fuer-jungs.de).

Elements of success and limits

Improving vocational orientation for girls fits into the concept of
providing more future employment security in case of more diversified
professional choices, particularly in male-dominated areas.

However, it must be clear that this type of orientation can contribute to
changes in attitudes, but the global success might be limited at least in the
short run, as attitudes change only slowly.

It should also be borne in mind that an important cause for lower
employment and income security of women from a life-cycle perspective is
linked to child care and a still persisting lack of public infrastructure in that
respect.

Active labour market policies: wage cost subsidies

For the background please see Annexes.

The measure ‘“‘integration wage cost subsidy”

The so-called integration wage cost subsidies
(“Eingliederungszuschiisse’) are paid to the employer for a limited period
of time. The measure in itself is not new but it has been reformed in order
to improve its effectiveness.

The wage subsidy is meant to compensate for productivity
disadvantages. The objective is to integrate unemployed with placement
difficulties into regular, preferably long-term, employment. The target
groups are unemployed who are difficult to place (Arbeitslose mit
Vermittlungshemnnisen).”

In the best case it is expected that the company will permanently employ
the persons after having received the wage cost subsidies. However, in case
the employer does not permanently hire the person in question, it is that his
or her chances of finding employment have increased due to the expanded
work experience.

In order to avoid displacement effects companies that have dismissed
workers just to benefit from the wage subsidies or hired a worker who had

20 placement difficulties are for example in case of no practical work experience or for
persons with no formal qualifications of the VET system.
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already been an employee in the said firm before, are excluded from further
participation in the measure(note, however, that displacement effects are
nevertheless unavoidable). The Public Employment Service can ask for
reimbursement in case the worker is dismissed immediately after the
phasing out of wage and if the reason for dismissal is not linked to the
individual worker (source: IAB Kurzbericht 9/2007).

In 2006, wage costs subsidies were paid for a total of 230,000 persons,
20% of which were young persons below 25 years of age. This group was
thus overrepresented.

Impact of “integration wage cost subsidies”

As regards the wage costs subsidies (FEingliederungszuschiisse), an
evaluation which has just been carried out, positively assesses the measure
and shows that the chances to be in employment after having participated in
the scheme is significantly higher as compared to the control group (IAB
Werkstattbericht 9/2007). This result is even more significant as the
previous Programme JUMP failed in delivering good results.

Rothe and Tinter (2007) show that the transition towards employment
after completing the subsidy programme®' is quite high: 67% among the
young participants and 76% for participants above 25 years of age.
Transition into unemployment varies between 13.7% and 14.7%
respectively. It can be assumed that young people also engage in training
after the end of the measure. These positive labour market integration rates
are linked to the obligation of employers to keep the subsidised persons
employed after the end of the scheme. A long-term analysis would allow
assessing the effectiveness over time.

Conditions of success and limits

First, displacement effects need to be avoided. Thus, in the context of
wage subsidies for unemployed on regular working places eventually are a
compensation for productivity losses to the company. If it can be assumed
that the productivity losses are diminishing over time as the employee will
gain experience, the wage cost subsidy is effective. As young people are
assumed to have a lower productivity as they are lacking working
experience this argument might hold true. The quality of the job is a further
condition of success: the more learning is important within the job, the
higher will be the probability that the subsidised employee will be staying
at the company after the scheme has ended. The obligation of the company

2! Referring to “geforderter Beschiftigung” in general.
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to continue employment (an exemption of this rule exists only for older
workers according to Hartz III laws) is certainly working in this direction.

As the labour market is more flexible for younger age groups than for
older ones, the chances to get another employment in case the young
employee becomes unemployed again are higher. Therefore wage cost
subsidies seem to be more effective for younger rather than for older age
groups. An important argument is that unemployment spells are shortened
by these active labour market policies.

Wage cost subsidies and employment creation schemes: the “1-Euro-
Jobs”

Recent labour market reforms have introduced a new type of wage cost
subsidy for additionally created jobs with a social or ecological utility.

They are legally not based on an employment contract. The measure is
designed for Unemployment Benefit Il receivers. In addition to their
means-tested benefit, the participants in the employment measure are paid 1
to 2 Euros per hour (therefore, the measure is called “1-Euro-job”).

For more details on the measure please see Annexes.

The outcomes and impact of “1-Euro-Jobs”

The social integration aspect is regarded as important by some actors.
Young people, who would otherwise not be actively looking for
employment, are learning to take over basic responsibilities, to go regularly
to work etc. However, a study prepared by the City of Hamburg shows that
the acceptance of 1-EURO-Jobs is low among young people and the share
of those quitting their 1-Euro Jobs after 3 months is high.

Further, a recent study carried out by the Institute for Labour Market and
Vocational Training Research (IAB) is pointing to the danger that these
measures are not carried out as the last option and that opportunities for
young people to engage in training might be overseen (source: Bernhard, S.
et al, 2006).

Also, in contrast to specific labour market measures (like the preparatory
measures) learning effects are low and specific guidance is missing.

It needs to be stressed that already the evaluation of the previous JUMP
Programme showed that in particular the measures regarding job creation
(Arbeitsbeschaffungsmafsnahmen) proved to be little effective.

Rothe and Tinter (2007) show nevertheless, that the effectiveness of
second labour market measures is higher for young people than for other
age groups. While 67% of adults above 25 years of age are unemployed
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after the end of these measures, this is only true for 40% of the young
people. However, young people are often not more integrated into the
regular labour market after these schemes but they frequently engage in
further training measures which is considered by the authors as an
important result.

Conditions of success and limits of wage subsidies

As regards the employment creation at the “second labour market” and
wage subsidy schemes following its logics, conditions of success are
mainly linked to the effects the employment has on the individual
motivation of the young people. Effectiveness is diminished by the fact that
the social problems of these young people are deeply routed and will
persist. Further, the effectiveness is lowered in case the jobs are of low
quality. Finally, as has been shown through the different studies and
evaluations, displacement effects seriously limit the measure's overall
effectiveness.

4.2.3. Selected combinations of “Good Practice” towards a flexicurity
approach

We have seen that new developments in the policy design for easing the
pathway into employment for young people are focusing strongly on the
transition from school to vocational training. Both active labour market
policies as well as social policies have improved and existing measures
have been developed further. In this context, the National Pact for Training
shows a mutual commitment towards ensuring that the VET system
becomes more effective, as it has shown a number of weaknesses over the
last years.

The innovative elements which are increasing the effectiveness of the
transition from school to training are:

- Proactive measures for reaching out to specific target groups

Identification of new target groups (in particular young people with
a migration background), although successes are slower to be
realised as discrimination is deeply rooted.

- Personalised guidance

- Providing additional gendered vocational orientation in order to
overcome a segmentation by gender and professions

- Valuing individual competencies as a basis for further guidance
and vocational orientation

97



- New approaches in the way of learning and first elements of

modularisation of the VET

- Improving the cooperation between the various key actors and

building up of networks in the area of vocational training. New forms
of cooperation are not only linked to measures easing the transition
from school to vocational training but are also implemented a earlier
in education to reduce early school leaving. This is certainly most
useful and relevant given the huge problem and serious repercussions
of leaving school too early.

In particular, the improvements made in the context of the preparatory
measures are likely to improve the transition rates of disadvantaged young
people. The measures are very much oriented to improving the individual
productivity of the persons rather than improve the quality of (transitional)
jobs.

Nevertheless, job quality is an issue. The evidence of new labour market
policy measures shows how important the “learning” content of a
transitional job is: the entrance qualification scheme which is based on
internships has failed in this respect and a more flexible training system
leaving the possibility to adapt the length of training to the individual
capacities would be more effective.

As already mentioned above, one of the flexicurity components consists
in active labour market policy measures for easing the transition from
training into regular employment. Both the optimisation of existing
measures in order to increase their effectiveness as well as the introduction
of new measures (with however a limited effectiveness) have to be
considered. Measures to avoid displacement effects have proved to be
crucial to improve active labour market policy measures. The effectiveness
of labour market policies directed towards young people tends to be higher
than for other age groups. One reason could be that the labour market
flexibility for this group of people is higher in any case and that ‘search' or
'frictional unemployment’ plays a higher role.

A major reform has been made with a new focus on activation combined
with a lowering of the generosity of the social benefit system. The related
new active labour market measure in the area of the second labour market
is more likely to be effective — if at all - in motivating disadvantaged young
people to search for work or training opportunities rather than directly
leading to regular employment. However, linking social assistance with
unemployment benefits can also be used to enhance the number of young
people in training--oriented labour market policy measures. A stronger
focus should be set on this latter possibility.
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The flexibilisation of the labour market has not been up to now
counterbalanced by higher income security: young people are dependent on
support from their parents. Only in case the parents have scarce resources,
the young are entitled to income support.

Innovative policies that would tackle the roots of inequalities and
discrimination between different types of young people are slow to be
decided upon and implemented. This can be seen in the context of measures
targeted towards young people with a migration background. The existing
measures need to be embedded in an integrated strategy aiming at
significantly increasing the educational attainment of this target group.
Reforms are underway, albeit rather slowly.

With regard to developing a ‘flexicurity’ approach for young women in a
life cycle context, the new focus on childcare facilities in family policies
might be successful in helping young women.

On the flexibility side, a pathway towards more flexibility in the VET
system has been developed, although there is still scope for a higher
flexibilisation of the whole system. The system still provides a high level of
training security, e.g. transferable skills. In a life cycle perspective, further
training needs to be strengthened in order to support the workforce’s
labour market flexibility, internal as well as external).
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5. Hungary

5.1. Synoptic Table of flexicurity measures

Flexicurity | Simple/Aggreg Source: Any additional measure(s) you consider relevant for the
areasin ated YOUTH research although not included either in Schedule A
consideratio | measure(s) YOUTH or in Schedule B#
n of the selected and Schedule (Measure/Short abstract)
lifecycle described in A/Schedule B
approach the national
case study
report
1. 1.1 Schedule B www.szmm.gov.hu/main.php?folderID=16286
Leaving the | Developments
general in the content Report on the implementation of the Hungarian National
education of vocational Action Plan on Social Inclusion for the period 2004 - 2006.
and adult At the end of 2005 the Government adopted the Strategy of
training Lifelong Learning [Government Resolution no. 2212/2005

(X.13.)]. Relying on the resources of the 1st NDP,
developments began to improve the quality of education and
vocational training. In the programming period between 2007
and 2013 these reform efforts are expected to continue. The

22 Authors of the synoptic table are required only to mention the relevant measures not included in the Youth research, where considered
important for a better understanding of flexicurity trends and measures, as well as a very short related abstract. No other information is
requested at this stage.
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school drop-out rate is highest in vocational schools and
skilled worker training institutes (over 30%). The objective is
to halve that figure and the ongoing Vocational School
Development programme will contribute to that effort. The
ratio of 25-64 year olds receiving training continues to be low
(4.2% in 2005) and grows only slowly. The quantified
objective contained in the NAP has been modified to achieving
the level of 8% by 2013 (as opposed to 10%).

1.2 START
Programme

Schedule B

http://en.afsz.hu/engine.aspx?page=en_report_implementation

Report on the Implementation of the Revised National
Lisbon Action Programme Hungary

The promising outcome of the START Programme has
prompted the Government to extend it — with the support of the
ESF — to raise the labour demand for disadvantaged workers
and help them find jobs.

- ‘START Plus’ helps the long-term unemployed to return to
work, after caring for small children or other dependent family
members, after the end of child care benefit or while receiving
such benefit.

2.
Setting up
social life

2.1 Hungary
expenditures on
social
protection

Schedule A

Study on the Social Protection Systems Country Case
Study- Hungary
http://ec.europa.cu/employment social/social protection/docs/
hungary_final.pdf
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Targeting labour supply effect of the Regular Social
Assistance
http://tatk.elte.hu/index.php?option=com_docman&task=cat v
iew&gid=294&mosmsg=Y outare+trying+to+access+from-+a+
non-authorized+domain.+%28www.google.co.uk%29

In the welfare system, there are three main forms of cash and
in-kind benefits (Barr, 1998):

1. insurance-based or ‘“quasi-insurance” (Semjén, 1996)
benefits, i.e., those with some kind of previous contribution,
generally linked to former employment or earnings;

2. universal benefits, with automatic eligibility if certain
conditions are satisfied, irrespective of income;

3. means-tested, targeted benefits, generally linked to an
income test (e.g. regular social assistance in Hungary).

All three modes of support have their objectives, ideologies,
advantages and drawbacks. In the following we discuss means-
tested benefits only.

2.2
Restructured
Hungarian
family support
system

Schedule A

Family policy needs to focus more on childcare services
www.oecd.org/document/29/0,3343,en_2649 37457 3861641
3 1.1 1 37457,00.html

Family policy in Hungary
http://ideas.repec.org/p/oec/ecoaaa/566-en.html
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The Hungarian family support system underwent a major
revision in 2005, concentrating on the universal scheme and
leaving insurance-based benefits mainly untouched. The
revision aimed to improve benefits by raising levels and
providing greater support for families, encouragement for
women to return to the labour market, concentration of certain
benefits and, finally, greater transparency. The Hungarian
family support system has been restructured as from 1 January
2006.

2.3 Equal
Treatment and
Promotion of
Equal
Opportunity
Act

Schedule A

Equal Opportunities for Women and Men - Monitoring law
and practice in Hungary
http://unece.org/gender/publications/Hungary/eowmhungary.p
df

Recommendations
Legislative Measures

e Hungarian legislation should be amended to include
the obligation to inform employees about their rights
under Article 7 of Directive 75/117/EEC.

e Hungarian legislation on shifting the burden of proof
in cases of discrimination should define the prima
facie case so that proof of having suffered
discrimination is no longer required but only the
presumption of discrimination.
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e The Labour Inspection Act should be amended to
enable the investigation of discrimination and the
implementation of the principle of equal pay for equal
work or work of equal value in ex officio.

e The Labour Code and the AET should be amended to
include specific provisions on sexual harassment (in
the workplace).

e The Labour Code provisions on maternity leave should
be amended to comply with Article 8(2) of Directive
92/85/EEC.

e The translation and definition of the term ‘self-
employed’ should be clarified in Hungarian law.

e The category of ‘contributing family member’ should
be extended.

http://en.afsz.hu/engine.aspx?page=en_report implementation
Report on the Implementation of the Revised National
Lisbon Action Programme Hungary

Measures to improve equal opportunities

3.

Entering a
professional
learning
process

3.1 Vocational
Training and
National
Qualification
Register Act

Schedule A

National Qualification Register

Report on the implementation of the Hungarian National
Action Plan on Social Inclusion for the period 2004-2006
www.szmm.gov.hu/main.php?folderID=16286

For improving employability, the 1st NAP included measures
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http://www.szmm.gov.hu/download.php?ctag=download&docID=13847

on developing vocational training and adult training. Systems
were developed to handle and improve situations of social
exclusion in the lower segment of the training scale (in
vocational training and in vocational schools). The revision of
the National Qualification Register, which defines the modules
and structure of training, provided a comprehensive reform and
a vocational training structure is being prepared to better meet
the needs of the labour market and to strengthen the modularity
of courses. So far, the impacts from pilot programmes and
amendments of the regulation can only be measured in the
output indicators and their actual impact on the labour market
can only be evaluated on the basis of future experiences.

3.2 Role of the
National Core
Curriculum in
the regulation
of the content
of public
education

Role of the National Core Curriculum in the regulation of
the content of public education
www.okm.gov.hu/main.php?folderID=137&articleID=6982&c
tag=articlelist&iid=1

In the Hungarian educational policy, the National Core
Curriculum (NCC) is the highest level regulatory document on
curricula content. Its main function is to lay down the
principles and conceptual basis of public education and, at the
same time, to ensure the autonomy of schools in selecting
educational content. The NCC lays down the national
objectives of public education, identifies the main areas of
knowledge to be transmitted, provides guidelines on how to
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spread this content over the various phases of public education,
and defines the key development tasks (i.e. the cross-curricular
fields) in the various phases. By giving a summary of the
fundamental knowledge and skills to be acquired at school, the
NCC ensures the consistency and coherence of public
education.

4. 4.1 Support for | Schedule A Labour Market Trends in Hungary 2005

Entering acquiring work http://econ.core.hu/doc/mt/2006/en/Im_trends2006.pdf

the labour | experience for

market job starters Survey on young skilled workers
www.eurofound.europa.eu/ewco/2006/07/HU06070291.htm
In the autumn of 2005, the Research Institute of Economics
and Enterprises of the Hungarian Chamber of Commerce and
Industry (GVI) carried out a survey in companies to assess
employers’ satisfaction with the abilities and knowledge of
apprentices and young skilled workers at the start of their
careers.

4.2 Support of | Schedule A Development of entrepreneurial skills 2004 National Action

entrepreneurshi
p

Plan for Employment
www.szmm.gov.hu/main.php?folderID=13575

In the transition period, the legislative market economy
framework was created and a substantial transformation has
taken place in the ownership and size structure of enterprises.
Private ownership has become dominant: in 2002, 83% of the
GDP was generated by the private sector, a significant

109



http://www.gvi.hu/
http://www.szmm.gov.hu/download.php?ctag=download&docID=11199
http://www.szmm.gov.hu/download.php?ctag=download&docID=11199

proportion in international comparison. There are over 860,000
businesses in operation. Less then 20% of these have no
employees and the majority under 10 employees.

Report on the implementation of the Hungarian National
Action Plan on Social Inclusion for the period 2004-2006
www.szmm.gov.hu/main.php?folderID=16286

4.3 Revision of | Schedule A Economic development

the www.gpn.org/data/hungary/hungary-analysis.pdf

Employment

Act The employment rate is presently only 57.3%, much lower
than the EU average; it is also extremely low among young
people (between 15-25), depending largely on the educational
level.

4.4 Mid-term Schedule A National Action Plan for Employment 2004

action plan for
2004-2006 on
promoting the
social inclusion
of Roma
people

www.szmm.gov.hu/main.php?folderID=13575

Vulnerable groups survey: the situation of Roma in
Central and Eastern Europe
http://www tarki.hu/en/research/vulnerable/index.html

In March 2004, the Government adopted a mid-term action
plan for 2004-2006 on promoting the social inclusion of Roma.
Within the framework of the action plan, annual action
programmes were drawn up and concrete measures defined.
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http://www.szmm.gov.hu/download.php?ctag=download&docID=13847

The purpose of the programme is to coordinate efforts for
improving the situation of the Roma with the involvement of
an increasing range of actors. Education, training and
employment are among the main fields of intervention.

4.5 Flexibility | Schedule B Flexicurity legislations in Hungary
and security of www.eu-employment-
employment observatory.net/resources/reports/Hungary-
Amendment of FlexicurityAR06.pdf
the Labour
Code Hungarian labour market legislation, especially regulations
applicable to layoffs, is quite rigid and employee friendly, thus
creating potentially large firing costs for employers. The high
minimum wage also reduces wage flexibility and can affect the
chances of the low-skilled unemployed to find a job. It is
pointed out that labour market flexibility can be an important
element in achieving high participation, but its success
depends on a dynamic, prosperous economic environment.
Sadly, the Hungarian economy left the good equilibrium path
several years ago and is now struggling with a high budget
deficit.
5. 5.1 Higher Schedule A http://om.hu/letolt/nemzet/naric/act_cxxxix 2005.pdf
Professional | Education Act
growth and Higher Education Act
mobility o The purpose of this Act is to provide the legal

guarantees that are a prerequisite for exercising the
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constitutional right to teaching and learning. Pursuant
to the right to learning, each citizen of the Republic of
Hungary is entitled to higher education on condition of
his/her abilities to qualify for academic studies. The
freedom of teaching, research and artistic creation is
upheld by the autonomy of higher education
institutions.

e The purpose of this Act is to create the legal conditions
for higher education institutions to operate in line with
and to benefit from the autonomy guaranteed therein,
and to ensure that lecturers, researchers and students
participate in exercising autonomy. The elements of
autonomy listed under subsection (3) may be exercised
within the limits defined by the law. Provisions
pertaining to autonomy may only be governed by the
law or are subject to authorisation granted by the law.
In exercising autonomy, the rules and regulations of
the relevant higher education institution shall be
observed.

6.
Re-entering
education/tr
aining
pathways

6.1 ’Study
Hall’
(’Tanoda’)
Programme

Schedule A

www.szmm.gov.hu/main.php?folderID=16286
Purposes of the programme
e To improve the further education, labour market and
social inclusion chances of disadvantaged young
people, especially of Roma, by providing services after
regular school hours in study halls.
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e To improve the academic results of Roma students by
offering the experience of educational successes in an
integrated environment in public schools.

The purpose is to encourage more Roma students to finish
elementary school and continue their education in secondary
schools offering matriculation (A-level), and if possible, to
obtain a certificate which allows them to go on to higher
education.

The already successful study hall programmes should be
further improved and their services broadened and
disseminated. The good practices and experiences should be
shared by new study halls through cooperation (associations)
and programme adaptation.

6.2 KID
Program

Schedule B

Report on the implementation of the Hungarian National
Action Plan on Social Inclusion for the period 2004 - 2006.
www.szmm.gov.hu/main.php?folderID=16286

Programmes offering alternative labour market services are
successful among the unemployed who are difficult to access
or assist through the state system of labour institutions: these
programmes establish direct and personal contact with
members of the target group, offering them employment
solutions and tapping the cooperation of local players.

6.3 Active

Schedule B

http://en.afsz.hu/engine.aspx?page=en_report_implementation
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labour market
programmes

Report on the Implementation of the Revised National
Lisbon Action Programme Hungary

In 2006, the average number of job-seekers registered by the
Public Employment Service amounted to 393.4 thousand with
a 4.4% (16,500) decrease compared to the previous year (9500
men and 7000 women). The decrease among school-leavers
was 5.3% (2000 people). The decrease mainly involves the
younger age groups and those receiving regular social
assistance. In 2006, 235,000 persons participated in active
labour market measures financed by the Labour Market Fund.
Within the framework of HRDOP 1.1, some 35,000 persons
were involved in complex labour market programmes between
2004 and 2006.

6.4 Flexibility
and security of
employment
Amendment of
the Labour
Code

Schedule B

Flexicurity legislations in Hungary
www.eu-employment-
observatory.net/resources/reports/Hungary-
FlexicurityAR06.pdf

Hungarian labour market legislation, especially regulations
applicable to layoffs, is quite rigid and employee friendly, thus
creating potentially large firing costs for employers. The high
minimum wage also reduces wage flexibility and can affect the
chances of the low-skilled unemployed to find a job. It is
pointed out that labour market flexibility can be an important
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element in achieving high participation, but its success
depends on a dynamic, prosperous economic environment.
Sadly, the Hungarian economy left the good equilibrium path
several years ago and is now struggling with a high budget
deficit.

6.5 Lifelong
learning
strategy

Schedule B

www.okm.gov.hu/doc/upload/200602/kiadvany hungarian_str
ategy.pdf

Lifelong learning strategy in Hungary
The strategy adopted by the Government in September 2005 is
a multi-sectoral document prepared by the Ministry of
Education and the Ministry of Labour. It aims to introduce a
comprehensive reform of the education and training system
based on five priorities corresponding to individual demand
throughout the life-cycle:

e equal opportunities;

e strengthening the links between the education and

training system and the labour market;

application of new governance methods; enhancing the
efficiency of the education and training system, and increasing
public and private investment in it;

e improving the quality of education and training.

6.6
Programmes
for the

Schedule B

WwWw.soros.org/initiatives/women/articles_publications/publica
tions/equal 20050502
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reintegration of
women into the
labour market

Flexible working time

For flexible working arrangements refer to the aforesaid
amendments to the legislative framework. In January 2004
pension regulations were amended and — as stated above —
welfare contributions have also been changed in favour of part-
time workers with young children. The Labour Code and the
tax regulations were also amended to regulate part-time work
and tele-work. Act IV of 1991 on the Promotion of
Employment provides support for part-time employment and
working from a distance through the use of telecommunication
technologies. Compared to the EUI15, only relatively few
employees work in flexible work arrangements in Hungary:
22.2% compared to the 45% EU average.”* In 2003 only 6.4%
of female employees in Hungary worked in part-time
employment.

7.

Starting
autonomous
life

7.1 Family
benefits

Schedule B

www.szmm.gov.hu/main.php?folderID=16286

National Strategy Report on Social Protection and Social
Inclusion

Family allowance

Since 1 January 2006 the family allowance, the family tax
benefit and the regular child protection benefit have been
merged under the heading of family allowance. This increased

3 National Action Plan for Employment, p. 24.
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family allowances by an average 84%. Recipients who
formerly had not been able to take advantage of the tax
benefits because of their low income now receive relatively
high amounts of support. Families raising three or more
children are still entitled to family tax benefit up to a certain
income threshold.

8.
Transition
to
adulthood
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5.2.Case Study Report Hungary
by Dr. Kenderfi Miklos, Csehne Dr. Papp Imola, Nemeth Antal, Garabas
Zita, Dene Zsofia, Csuja Zsuzsanna

5.2.1. Conceptual framework of flexicurity approach

5.2.1.a. General Overview

Hiring regulation

Hiring regulations are only positively influenced by the Hungarian
legislation through ALMPs for disadvantaged groups on the labour market.
The typical ALMP targets a disadvantaged group and provides a tax
exemption on the employer’s payroll if a person from a disadvantaged
group is hired. The ALMPs used in Hungary concern the job chances of the
long-term unemployed, people aged under 30 and parents with small
children.

If a long-term unemployed person is hired in a small or medium sized
enterprise, the firm does not have to pay the payroll tax, (which is 32% of
the gross salary) up to a salary as high as 130% of the minimum wage, if
the job is guaranteed for at least one year. Any firm that hires a person who
was on maternity leave can benefit from a 50% reduction of the payroll tax
if the job is guaranteed for at least nine months.

In 2005, the government started to create a more transparent system of
ALMPs. Firms hiring workers from disadvantaged groups only have to pay
15% of the payroll during the first year, and 25% during the second year of
employment. In addition, they are exempt from the payment of the lump-
sum social security contribution, which is HUF 1,950.

The first ALMP aimed to increase the probability of workers with little
or no work experience finding jobs. One ALMP is for under 25 year-old
workers, with work experience of less than one year, after they graduated
from any type of education. To receive the tax reduction, the employee has
to maintain the employment relation for at least three more months after the
subsidized period terminates. The second programme applies to graduates

* The lump-sum social security contribution is not high, but it can be a non-trivial fraction
of a small wage. For example, it is three percent of the minimum wage (which is Huf
62,500).
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of a college or university, not older than 30, who are employed for a
maximum two years after graduation. In this case the eligibility period is 12
months, without the requirement to maintain the employment relation after
the subsidized period ends.

In 2006, more of these programmes were launched, one with identical tax
regulations and eligibility periods for the long-term unemployed, parents on
maternity leave and people taking care of disabled or ill relatives. These
programmes, however, apply only up to a gross wage equal to twice the
minimum wage. To sum up it can be said that the Hungarian government
uses ALMPs to increase the employment chances of disadvantaged groups,
and data show that these groups indeed face serious constraints when they
try to find a job.* It should also be noted that, although ALMPs may well
increase the employment of disadvantaged individuals, such programmes
can also have spill-over effects. If the job does not have high fixed costs
(for example, training costs or firing costs), it is likely that the employer
will fire someone from their current workforce and employ, instead,
somebody eligible for the tax reduction. This is particularly true for low-
skilled jobs, when job tasks are such that it is quite easy to substitute one
worker with another. This displacement effect may significantly decrease
the benefits of such programmes. Nevertheless, they still have the
advantage of shortening the duration of unemployment spells, even if they
may not greatly affect the numbers of unemployed, as part of the
disadvantaged people who find a job causes an inflow of another worker in
unemployment. In addition, such programmes contribute to the decline of
the average tax rate, which may also increase overall participation to some
extent as the overall costs of production decline.

Firing regulation

This type of regulation has several parts: whether the parties involved
have to give a reason for the separation; cases when separation is not
allowed; severance pay and length of advance notice. The regulation
presented below refers to open-ended contracts, which are considered by
the law to be the most typical type of contract. Fixed-term contracts,
however, have gained popularity lately and therefore it is useful to discuss

> One exception is the group of young workers with higher education, whose
unemployment rate is very small, and it is hard to imagine why their employers should be
subsidized.
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the difference between these and open-ended contracts. Although the name
would suggest that fixed-term contracts allow more flexibility to
employers, this is only partially true, especially if the tenure of the worker
is short.

Indeed, at the end of the fixed-term contract both the employer and the
employee can end the relationship without consequences. Before its end,
however, the fixed-term contract gives high security to the employee and
little flexibility to the employer. If the employer fires the employee, he or
she is entitled to the foregone earnings up to the end of the contract (with a
maximum of one year’s earnings if the contracted period is still longer than
one year). Therefore, it is very costly to the employer to fire somebody with
a fixed-term contract.”®

The Labour Code favours open-ended contracts, which is reflected in the
fact that the scope of fixed-term contracts is limited by the law. First, if the
labour contract does not state clearly that the relationship between the
parties is for a fixed-term period, the contract is automatically considered to
be open-ended. Second, the longest period for fixed-term contracts is five
years; if an employee had a sequence of fixed-term contracts with the same
employer for five years, the contract automatically becomes open-ended
(this applies even in the case when there were breaks in the relationship
between two fixed-term contracts). Also, if after the expiration of a fixed-
term contract, the employee works at least one day with the knowledge of
the employer, he is considered to have an open ended-contract. Exceptions
from this last piece of regulation are fixed-term contracts written for a
period of less than 30 days; in this case the contract is extended by the
number of days for which it was initially made.

Labour Market security

In flexicurity terms, security is defined very broadly, meaning any
regulation that makes workers feel more secure. Most important, however,
is security in the case of a job loss, which consists of characteristics that are
policy related, such as the size and length of eligibility of the
unemployment benefit, and factors that depend mostly on the economic
performance of the country, such as the length of unemployment spells.

%% The contract is symmetric in the sense that employees also have to serve until the end of
the contract, but it is quite obvious that they can always behave in such a way to force the
employer to let them go.

120



Even the length of unemployment spells can be influenced by policy, for
example, by efficient assistance to job seekers and incentives to search.

The Hungarian government modernized its unemployment legislation in
2005, which was an improvement over the old regulation for at least two
reasons. First, the current system is more just as it ties the unemployment
benefit to the earnings in the previous job. Second, it provides incentives to
actively search for a job and states that assistance should be provided by the
labour offices. The value of the benefit depends on the recipient’s last
salary in the first three months, its minimum value being at least 60%, the
maximum 120% of the minimum wage (which was HUF 62,500 in 2006).
In the following six months the benefit is 60% of the minimum wage for
everybody. In addition, those who find a job in the second period receive
half of the unpaid benefit as a bonus. It is potentially important that only
those who actively search for a job can receive the benefit, and they should
be assisted efficiently by the labour offices.”” Those workers who are
eligible for the benefit have worked at least one year before they lost their
job. To be eligible for the maximum period of nine months, the worker had
to be employed during four years previous to the job loss. Those who did
not work for the whole period, for each five worked days the eligibility
period increases by one day. If the worker does not find a job during the
eligibility period, he or she can receive a "job search subsidy", which is
40% of the minimum wage.” The eligibility criterion, thus, is such that
new entrants to the labour market, or those who have only little experience,
are not, or not fully, covered.

While the Hungarian legislation regulating the unemployment benefit is
adequate, two major concerns arise. First, it is not clear how efficient the
monitoring of the search is, and whether those who do not search are really
punished by not getting the benefit. It is also unclear how the unemployed
are assisted by the labour offices to find a job. More important is, however,
the fact that unemployment spells tend to be long. In 2005 only 5% of the
unemployed had spells shorter than one month, and 16.5% had between
one and three months. It is striking that almost half of the unemployed,
46.2%, were long-term unemployed (over one year) and almost one-fifth of

2 Unfortunately no information is available on the number of unemployed falling out of the
system because of not searching and which methods labour offices use to help the
unemployed to search.

%% Those who did not work for at least one year before the job loss, but worked at least 200
days, are also eligible for this subsidy.
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the unemployed were searching without success for over two years.”
Unemployment spells would probably worsen if discouraged workers
(those that would like to work and are available, but do not search) were
taken into account. The average number of discouraged workers was
110,000 in 2005, which is over one third of the number of unemployed
(Hungarian Statistical Office “Stadat” system). There is not much
information on this group, but their numbers are stable, which makes it
likely that many of them have been in this labour force status for a long
time.”® Hopefully, the new unemployment regulation will increase the
prospects of the unemployed, but in the short term the economic situation
in Hungary will probably make it worse. After its election in May, the
government launched a stabilization package to cure the budget deficit
which is expected to be above 10% this year.

This package includes increasing the tax burden on labour and on
companies in general and the restructuring of the public sector, which
covers state administration and most of education and health. Both
arrangements will result in layoffs and thus next year’s unemployment rate
will rise, and also the possibilities of getting a job will probably decline as
the economy slows down. To summarize, despite the improved
unemployment legislation, it is expected that labour market security will
tend to decline as a consequence of the overall economic situation.”'

Flexibility and security of employment

Creating a balance between flexibility and security of employment might
be implemented with the cooperation of the social partners. Even more
people are working in non-standard forms of employment, which have
established conditions of flexible employment for employers in a manner
failing to grant, at the same time, a proper level of security and the
opportunity for representation of interest. It is a common responsibility of
the government and the social partners to review the labour law to ensure
adaptability to restructuring, taking into consideration both flexibility and
security. The aim is to establish a differentiated law, which takes into
account the diversity of employment forms. During the amendment of

% The new legislation came into power last year, so it is possible that new legislation has
shortened the unemployment spells to some extent.

%0 Their number started to decline in the first half of 2006 by about 20%.

3! Labour Market Flexibility and Worker Security in Hungary (2006) Almos Telegdy,
Central European University Institute of Economics of the Hungarian Academy of Sciences.
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labour law, flexible employment has to be combined with new forms of
employment security.

However, it has to be considered that in Hungary a significant proportion
of the active age population is not present on the labour market and that
there are ongoing restructuring processes. Assistance to enter the labour
market, pursuing active labour market policies which assist job mobility,
and combating undeclared work have therefore key importance for labour
market flexibility and security. Measures being taken in these areas are
covered in chapters on other guidelines. This section presents only the legal
issues.

Amendment of the Labour Code

In recent years, the labour law has gone through several changes that
removed legal obstacles to flexibility. There has also been progress
regarding employment security. From 1 January 2006, dismissal protection
during the child-care benefit period until the child’s third birthday is valid
also if the parent takes up (or resumes) work. Clarifications to the rules
concerning t