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4 Executive Summary

Executive  
Summary
Undergoing a process of rapid demograph-
ic change, virtually all countries within the 
European Union face the need to adjust 
their social systems and social policies to 
the challenges arising from an ageing pop-
ulation. With the aim to effectively raise 
the pension age of the working population, 
most countries have increased their efforts 
to keep older workers in employment for 
longer and to re-integrate older unemployed 
people into the labour market. While such 
attempts have contributed to raising the em-
ployment rate of older people by about ten 
percentage points from 37 % to 47 % within 
the last decade, this figure still lags far be-
hind the overall employment rate, which sits 
at 68 %. So, despite all efforts there still is 
need for finding and implementing effective 
approaches which provide sustainable and 
high-quality jobs to older workers.

The project Age – Work – Balance: Balanced 
Approaches for an Ageing Workforce in 
Metropolitan Areas examines measures, 
programmes and projects which target peo-
ple above the age of 50 in metropolitan are-
as in order to identify approaches that have 
proven successful in integrating older peo-
ple into the labour market, and to discover 
the common factors that determine the best 
balanced relationship between a particu-
lar approach and the ‘network-structure’ in 
which the practice is embedded.

Methodologically, the project is inspired by 
the concept of social experimentation. It is 
based on a quasi-experimental research de-
sign within which three target group specific 

 approaches in Graz, Berlin and Hamburg 
(treatment group) are compared to non-tar-
get group specific approaches in Santander 
and Dublin (control group). These five pro-
jects are compared by means of the Peer 
Review Method.1 The guiding principle of 
this method is that, rather than being eval-
uators, the visiting project partners work 
together with their hosts as equals in order 
to initiate a process of mutual learning with 
the core objective being to gain insight into 
the importance of local networks in success-
fully integrating older people into the labour 
market. The Peer Reviews have brought 
forth a number of general findings with re-
spect to the design of approaches for older 
unemployed people, their underlying net-
work and the balance between both.

The key finding from the social experimen-
tation is that the need for the existence of a 
network increases with the complexity of the 
service that an approach aims to offer. With 
respect to measures of active labour market 
policies this means that the more individ-
ualistic an approach is the more unlikely it 
becomes that one single organisation is able 
to address these needs in an individualistic 
and, at the same time, holistic way. This in 
turn requires establishing and maintaining 
appropriate local networks.

In this respect it has turned out across the 
visited projects that public institutions and 
private partners each have their compara-
tive advantage. In general, the Public Em-
ployment Service and the local Job Centers 
have longstanding experience of matching 

1 Without the cooperation and the hospitality of these practices this project would not have been possible. Therefore, all  
 project partners extend their gratitude to the responsible coordinators and the staff within each of the projects. 
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unemployed people with companies while 
external partners tend to be better suited to 
offer measures of activation and to provide 
individual consulting services to job seekers.

This insight becomes even more important 
when taking into account that individual-
ised and holistic interventions have turned 
out to be key for a sustainable re-integration 
of older people into the labour market. As 
it turns out, it is not by accident that those 
projects that offer the most complex and 
most individualised service at the same time 
have the largest and most diversified formal 
network.

Conversely, this insight implies that net-
works are not always necessary for a practice 
to be implemented effectively and sometimes 
not even beneficial. In fact, rent-seeking and 
free-riding are potential threats arising from 
collaboration within a network. These forces 
can be counteracted by a system of monitor-
ing and control which is, however, costly.

Projects requiring a large network for im-
plementing their specific approaches profit 
from long-lasting and stable relationships 
between the network partners as these al-
low for mutual trust and reliability to be es-
tablished among the partners. In addition, 
stable relationships allow for a constant 
exchange of knowledge between the net-
work partners and for building up in-depth 
knowledge about the target group.

Networks will not prevail without sufficient 
resources for two reasons. Firstly, without 
sufficient resources there is less of an incen-
tive for external, profit-oriented partners to 
engage in a network. Secondly, a successful 
implementation of a practice requires an ef-
fective coordination of the network which 
also ensures an efficient communication 
between the partners. This implies that the 

more complex an approach gets the more re-
sources need to be devoted to operating and 
maintaining the underlying network.

Networks do not need to be formal in order 
to have an impact. Informal cooperation is 
a frequently used way to circumvent con-
stellations in which formal networking is 
impeded by financial or institutional con-
straints. Despite their informality, such net-
works often have the potential to adjust and 
improve the practice.

The existence and the shape of networks de-
pend on the political environment as well 
as on customs and traditions. The prevail-
ing law and the division of competencies 
between the different authorities and the 
different spatial levels crucially define (and 
confine) the room for manoeuvre that lo-
cal actors have to implement target group 
specific approaches and to form and main-
tain partnerships and networks. Hence, the 
prevailing legal and institutional frame-
work can be regarded as the most impor-
tant determinant of the incentives and the 
conditions to which local actors adjust their 
specific approaches and their networks and 
partnerships.

From these findings a number of recom-
mendations can be derived with respect to 
the future design of initiatives and frame-
work programmes, which aim to encourage 
the development and implementation of lo-
cal approaches to active labour market and 
employment policies.

Future initiatives should be designed as out-
come-oriented policies within which targets 
should be set for each partner. These targets, 
which have to be realistic, easily observable 
and non-distortive, should be negotiated 
between the funding and the receiving body. 
On the local level, these targets should be 
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translated into an action plan that is agreed 
upon within the network and that assigns 
the relevant tasks to each of the partners. 
Such a well-designed, target-based policy 
arrangement has the potential to substan-
tially increase transparency, performance 
and trust between all partners.

When implementing a management-by- 
objectives approach it is highly recommend-
ed to complement the focus on the quanti-
ty of employment with an explicit emphasis 
of the quality of the placements or the jobs 
generated. Adding an emphasis on the qual-
ity of employment does not mean that only a 
qualitative measurement is possible, as the 
concept of quality of employment is perfect-
ly consistent with the idea of quantifiable 
targets.

In order for a performance-based system to 
work effectively, projects need a sufficiently 
long time horizon. Experience shows that it 
takes time for a project to run smoothly and 
for targets to be met. The time until such 
equilibrium is reached can be regarded as 
an investment into the future success of a 
project.

Contemporary projects should resort to ho-
listic and individualised services for both 
job seekers and companies. Such approach-
es have been highly successful but at the 
same time require the cooperation of differ-
ent network partners with different exper-
tise. For this reason each approach needs 
an appropriate network in place in order to 
provide the desired mix of services. Projects 
should therefore be required to not only im-
plement their practice in an individualised 
way but also to explicitly relate their par-
ticular approach to the underlying network.

Any local project should be encouraged to 
constantly and repeatedly compare the per-

formance of its approach and its network to 
a realistic counterfactual. Especially with 
a long time horizon for a project, the local 
implementing body should be required to 
assess whether the setup is still optimal or 
whether changes are necessary. It might be 
worth considering whether to make such a 
reflection process obligatory when negotiat-
ing targets and funding on vertical and hori-
zontal levels.

Encouraging cooperation between public 
and private organisations has turned out to 
be fruitful. The Public Employment Service 
has a comparative advantage in matching 
job seekers and companies while private 
partners often perform better with respect 
to providing individual activation servic-
es to unemployed people. These different 
strengths render the cooperation between 
both systems highly effective.

Closely related, it pays to design a policy 
approach as a mixture of established main-
stream measures and of innovative meas-
ures targeted to a specific group. This allows 
for combining experience and stability on 
the one hand with innovation and flexibility 
on the other hand.

Finally, every project should be designed so 
as to allow for a transfer of successful as-
pects and approaches. This requires iden-
tifying and documenting the key factors 
which make a project successful, as well as 
a constant exchange between projects which 
allows for mutual learning. In addition, re-
sources should be reserved for making the 
lessons learned visible to a greater audience.

In conclusion, the project Age – Work –  
Balance shows that a specific approach and a 
local network are two sides of the same coin 
as any well defined approach needs a specif-
ic network for its implementation while at 

Executive Summary
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the same time the composition of the local 
network defines the potential that a specific 
approach has to offer. Hence, contemporary 
approaches to active labour market policies 
in the majority of cases will necessitate the 
use of networks in order to live up to the re-
quirements of modern labour markets. For 
the design of active employment policies this 
means that future initiatives and framework 

The project Age – Work – Balance: Balanced 
Approaches for an Ageing Workforce in 
Metropolitan Areas was funded by the 
PROGRESS programme as a cooperation 
between the MetropolisNet Members  
CIOFS-FP (Italy), Documenta (Spain), gsub 
- Projektegesellschaft (Germany), Haringey 
Council (United Kingdom), Lawaetz Foun-
dation (Germany), TYPA (Finland) and ZSI 
(Austria). The strategy paper was written by 
Daniel F. Heuermann supported by Enikö 
Soujon and Ulrich Schenck. The project 

programmes should set incentives to en-
courage local projects to establish and to use 
effective local networks which are aligned 
to the specific approach pursued, and which 
are able to deliver holistic and individual-
ised services to workers and job seekers.

team would like to thank “Erfahrung zählt” 
Graz, Austria; “Perspective 50plus – Berliner 
BÄr”, Berlin, Germany; “CeBB” Hamburg, 
Germany; Cantabria Employment Service 
and Local Development Agency of the  
Municipality of Santander, Spain and  
“Ballyfermot Partnership” Dublin, Ireland. 
The findings and recommendations are 
drawn from the reviewed practices. Without 
the reviewed practices and their generous 
support our project would not have been 
possible.
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1
introduction

In order to reach the EU 2020 2 employ-
ment rate target of 75 % among the 20  –  64 
year-old population current polices have 
to be reviewed and adapted. The Directorate
-General for Employment, Social Affairs 
and Inclusion has identifi ed, amongst other 
things, the following policy responses in or-
der to address the challenge of demographic 
change at European and national level:3

  boost employment, i.e., create more 
  jobs and set the conditions for longer 
  working lives of better quality and

  ensure sustainable public fi nances so 
  as to guarantee adequate pensions, 
  health care and long-term care.

Europe is undergoing unprecedented demographic change. The population aged sixty 
and above is increasing much faster and growing to a much higher level than ever be-
fore. At the same time as the population and the overall labour force are ageing, birth 
rates continue to decrease.

Integrating older people into sustainable 
employment helps to secure the fi nancial 
sustainability of European social systems. 
The core idea is that active participation and 
adequate job opportunities will enable old-
er people to enjoy longer, healthier lives by 
using their own potential. Across European 
countries a positive trend with respect to the 
employment rates of people between 55 and 
64 years of age can be observed and notable 
progress in Europe has been achieved com-
pared to 2001, when only 37. 7 % of older 
people were employed (see Table 1).

2 European Commission, 2010. EUROPE 2020 - A European Strategy for Smart, Sustainable and Inclusive Growth.
3 European Commission, 2012. Demographic Change in the EU.
4 The employment rate of older workers is calculated by dividing the number of persons in employment and aged 55 
 to 64 by the total population of the same age group. The indicator is based on the EU Labour Force Survey. The survey 
 covers the entire population living in private households and excludes those in collective households such as boarding 
 houses, halls of residence and hospitals. Employed population consists of those persons who during the reference 
 week did any work for pay or profi t for at least one hour, or were not working but had jobs from which they were 
 temporarily absent.

country 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011
European Union (27) 37.7 38.5 40.0 40.7 42.3 43.5 44.6 45.6 46.0 46.3 47.4
Austria 28.9 29.1 30.3 28.8 31.8 35.5 38.6 41.0 41.1 42.4 41.5

Finland 45.7 47.8 49.6 50.9 52.7 54.5 55.0 56.5 55.5 56.2 57.0
Germany 37.9 38.9 39.9 41.8 45.5 48.1 51.3 53.7 56.1 57.7 59.9
Ireland 46.8 48.0 49.0 49.5 51.6 53.1 53.8 53.7 51.3 50.2 50.0
Spain 39.2 39.6 40.7 41.3 43.1 44.1 44.6 45.6 44.1 43.6 44.5
United Kingdom 52.2 53.4 55.4 56.2 56.8 57.3 57.4 58.0 57.5 57.1 56.7

table 1: 
Employment rates of older persons (55 to 64 years)

Source: 
EUROSTAT 20124
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However, this positive trend might be jeop-
ardised as the number of people above the 
age of sixty continues to increase. In order 
to continue the positive employment trend 
experienced within the last decade it is es-
sential to keep the integration of older peo-
ple into employment high on the political 
agenda. A fundamental element of further 
positive development is the implementation 
of specific measures to raise older workers’ 
labour market participation in the member 
states.

The European Union Programme for Em-
ployment and Social Solidarity, PROGRESS 
(2007  –  2013) is supposed to contribute 
to delivering the aims of the Europe 2020 
Strategy, which has defined social and eco-
nomic growth, that is smart, sustainable 
and inclusive, as a core priority. The notion 
of “inclusive growth” as well as the focus on 
women, young people and older workers in 
terms of increasing employment and train-
ing opportunities is of particular importance 
within PROGRESS.

The project Age – Work – Balance: Balanced 
Approaches for an Ageing Workforce in 
Metropolitan Areas examines measures, 
programmes and projects which target peo-
ple above the age of 50 5 in metropolitan ar-
eas in order to identify approaches that have 
proven successful in integrating older people 
into the labour market and to clarify the role 
that partnerships and networks play within 
these approaches. Before elaborating on the 
project in more detail, the programme PRO-
GRESS shall briefly be outlined.

As an instrument to support the develop-
ment of innovative and effective employ-
ment and social polices around Europe, 
PROGRESS promotes projects on an EU-
wide scale. It works complementarily with 
the European Social Fund, which focuses 
on individual Member States.6 The mission 
of PROGRESS is to support the Member 
States in their efforts and activities to devel-
op more and better jobs, and to realise the 
idea of an inclusive society. One of its tasks 
is to promote policy transfer and process-
es of learning among Member States.7 The 
project Age – Work – Balance goes exactly 
in this direction. It was funded as a social 
experimentation by the programme PRO-
GRESS and has been running for 18 months 
between October 2011 and March 2013.

5 The age limit of over 50 was not used as a binding criterion in order to identify the practices to be  
 reviewed. Therefore, also practices which set a limit at the age of 45 were included. 
6 European Commission, 2011. PROGRESS in Action – The EU Programme for Employment and Social  
 Solidarity 2007 – 2013.  
7 DG Employment, Social Affairs & Inclusion, 2010. CALL FOR PROPOSALS VP/2010/007 - “CALL FOR  
 PROPOSALS FOR SOCIAL EXPERIMENTATIONS”.

1. 1 the programme progrESS
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As a starting hypothesis it was assumed that 
an innovative approach alone will not be suf-
ficient to bring older people into sustainable 
employment. The complexity of challenges 
that older people face in the labour market 
led to the presumption that networks and 
partnerships in which such approaches are 
embedded play an important role for the 
success of a project. Hence, the project ad-
dresses the following leading questions:

“Is there a best balanced relationship be-
tween a particular approach and the  
‘network-structure’ in which the practice is 
embedded? On what does the balance de-
pend?”

Three sets of sub-questions were established 
in order to answer the leading questions:

1. Which innovative measures are  
	 implemented	in	the	five	cities	under	 
 scrutiny in order to integrate older long- 
 term unemployed people into sustainable 
 employment? What are their key  
 characteristics?

2.  Which actors are involved at the local,  
 regional, and national levels in order to  
 set up and implement innovative  
 measures within active labour market  

The objective of the project Age – Work – Balance is to shed light on the importance of 
networks for a particular approach to be successful in integrating older persons into the 
labour market.

 policy? What are their roles and  
 functions and to what extent do they  
	 influence	the	related	policies	and	policy	 
	 fields?

3. What barriers exist that may hinder the  
	 target	group	to	find	sustainable	 
 employment and what approaches exist  
 in the target countries?

Within the project, ‘practices’ are defined as 
measures, programmes and projects of ac-
tive labour market policy which are targeted 
at people above the age of 50. The variable 
‘network-structure’ was defined as the re-
lation between different public authorities, 
NGOs and private organisations interacting 
at different levels. These relations include 
different degrees of cooperation and infor-
mation exchange. Networks are not static as 
over their life course they can grow, shrink, 
become more complex or more elementary.8 
These networks often are the birthplace of 
projects and, in this respect, influence a spe-
cific approach. In turn, the design of local 
practices often shapes the network under-
lying the practice. It is exactly these inter-
relations that the project aims to shed light 
on by examining the relationships between 
specific approaches and networks.

1. 2 the project age – work – Balance:  
Balanced approaches for an ageing workforce in metropolitan areas

8 Schulenburg K., 2012. Der „kleine“ Unterschied: Netzwerk oder Kooperation.
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The project design of Age – Work – Balance 
is inspired by the concept of social experi-
mentation. It is based on a quasi-exper-
imental research design within which a 
treatment group is compared to a control 
group. In order to conduct this comparison, 
the Peer Review Method is used as an in-
strument for initiating a process of mutual 
learning among the stakeholders at local, 
national and European level. Central to the 
Peer Review Method are ‘critical friends’ 
who act as reviewers of the practices under 
scrutiny. The guiding principle of this mod-
el is that, rather than being evaluators, the 
visiting project partners work together with 
their hosts as equals in a reciprocal relation-
ship. The critical-friend model makes use of 
two complementary approaches:

  generating information through 
  discussions that off er new 
  perspectives or ideas;

  asking challenging questions or 
  suggesting possible changes.

As all partners acknowledge each other’s 
unique contributions and engage in a con-
structive dialogue the Peer Review Method 
promotes the production of new knowledge 
and insights. All Peer Review City Work-
shops were concluded by focusing on ‘CPN’: 

“A social experimentation is a social policy innovation that is introduced initially on a 
small scale, under conditions which permit an evaluation, with a view to subsequent 
generalisation.” 9

C – CITY STRATEGY and APPROACH: 
specifi c labour market policy targeted at 
older people

P – PRACTICE: 
measures implemented to re-integrate older 
long-term unemployed people into the 
labour market

N – NETWORK-STRUCTURE: 
partnerships underlying the good practice 
of the city

The initial idea was to examine seven practic-
es which are currently being implemented. 
Graz (Austria), Berlin (Germany), Hamburg 
(Germany), Santander (Spain) and Dub-
lin (Ireland), which were expected to work 
with target group specifi c approaches, were 
planned as case studies to be visited by the 
reviewers. The cities of Tampere (Finland) 
and London (United Kingdom), which im-
plement non-specifi c measures, were sup-
posed to function as a control group. These 
cases were not planned to be visited, but re-
viewers from both countries were asked to 
bring their views into the city workshops. 
Figure 1 summarises the study design.

1. 3 methodology and proceeding

9 Social Innovation Europe, 2011. Social Experimentation.
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This initial structure has been adjusted over 
the course of the project (see Figure 2). Dur-
ing their visits the peer reviewers found 
that only the visited practices in Graz, Ber-
lin and Hamburg were targeted directly at 
older people while Santander and Dublin 
implemented measures not explicitly re-
stricted to the target group. This new situ-
ation turned out to be fortunate as the re-
viewers could now directly compare three 
target group specific approaches (treatment 
group) to two non-target group specific pro-
jects (control group) and examine the rela-

tionship between the target group specificity 
of an approach and the underlying network 
structures by means of a direct comparison. 
Hence, Graz, Berlin and Hamburg remained 
in the treatment group, while Santander and 
Dublin constituted the control group. The 
role of the peer reviewers from Tampere and 
London remained to bring in the view from 
the Scandinavian and Anglo-Saxon models 
into each of the city workshops, as well as 
to comment on the overall findings from the 
project (see section 5).

Figure 1:  
project design

Introduction

Source:  
MetropolisNet 2010

1. Graz “Erfahrung zählt”
2. Berlin “Berliner BÄr”
3. Hamburg “CEBB”
4. Santander “Order EMP/ 54/2010”
5. Dublin Ballyfermot Partnership

GENERATING INFORMATION
1. Internal review by each project  
 presenter 
2. Implementation of Peer Review  
 City Workshops

Tampere “City of Tampere”
London “Haringey Council”

CONTROL-GROUP

specific 
approaches

non-specific 
approaches

development of answers



13

An R&D work group was established in or-
der to coordinate the research activities of 
the project. All members of the R&D work 
group are experts in employment policies. 
The Peer Review City Workshops were the 
core activity to identify and share good 
practices. During the workshops the project 
members exchanged and learnt about dif-
ferent ways in which the practices were im-
plemented with special attention paid to the 
specific ‘network-structure’ of each project.

Prior to each of the peer reviews internal re-
view papers containing information on the 
regional and national background, e.g., the 
labour market, and fact finding sheets de-
scribing the concrete activity were prepared 
and delivered to the reviewers. The papers 

aimed to provide first insight into the prac-
tice under scrutiny, its context, and the ‘net-
work-structure’ in which the practice is em-
bedded. 

Each of the Peer Review City Workshops 
consisted of two days. The first day con-
tained presentations of the practice and the 
underlying network structure, which were 
followed by an exchange of views regarding 
common concerns and future options for the 
project under review. The starting point for 
all peer reviews was the national and region-
al framework of the project, including the 
relevant programmes in place. Inputs from 
the operational level as well as from the in-
volved stakeholders then followed.

Figure 2:  
adjusted project design

Introduction

Source:  
MetropolisNet 2012

1. Graz “Erfahrung zählt”
2. Berlin “Berliner BÄr”
3. Hamburg “CEBB”

GENERATING INFORMATION
1. Internal review by each project  
 presenter 
2. Implementation of Peer Review  
 City Workshops

4. Santander “Order EMP/ 54/2010”
5. Dublin “Ballyfermot Partnership”
Tampere “City of Tampere”
London “Haringey Council”

CONTROL-GROUP

specific 
approaches

non-specific 
approaches

development of answers
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On the second day the critical evaluation of 
the practice was conducted by the review-
ers. After identifying the ‘burning issues’ 
(key questions, thoughts and concerns), the 
reviewers continued by compiling, prioritis-
ing and debating the core insights obtained 
from the relationship between the specific 
approach and the underlying network struc-
ture. In this context, the reviewers were also 
asked to share what they have learnt and 

Figure 3 shows that the financial crisis of 
2008 can be regarded as the defining fea-
ture of economic development within the 
last decade. Although the crisis has hit all six 
countries alike, the countries differ not only 
in terms of the timing of the crisis, but also 
with respect to the depth of the recessions 
and the speed of recovery.

Ireland was the first country to be hit by the 
crisis in early 2008, which is due to the fact 
that Ireland belonged to a group of countries 
where the prices for real estate were correct-
ed early and sharply. The other countries 

will take home as general lessons from the 
peer review. The final session included ini-
tial feedback to the project by the reviewers. 
Last but not least, the most important find-
ings, the inputs of the local project partners 
and the results of the discussion together 
with the recommendations from the re-
viewers were summarised in a final report. 
All documents are published on the pro-
ject-website at: 

www.age-work-balance.metropolisnet.eu

followed the slide into recession in 2009, as 
did the EU overall. The largest drop in GDP 
was also experienced by Ireland, followed by 
Finland and Spain. As mentioned, the coun-
tries differed not only with respect to the 
depth of the crisis as measured by the drop 
in GDP, but also by the extent to which the 
economy has recovered since 2009. While 
the economies in Austria, Germany, Fin-
land and the United Kingdom have already 
reached pre-crisis-levels today, Spain and 
Ireland have stayed in a recession and still 
do not show signs of recovery.

2 
Employment Situation in the  
participating countries
Understanding the reasons for the implementation of the practices under scrutiny as well 
as	their	development	and	their	current	shape	requires	a	grasp	of	the	specific	economic	
and social situation of each of the countries. In preparation of the analysis of the practices 
this section provides an overview of the key macroeconomic developments for the six 
countries under review as well as for the EU-27.
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been moderate, unemployment in Spain and 
Ireland has soared. As a result of the crisis, 
unemployment in these countries grew from 
six to 15 % (Ireland) and from under 10 % to 
over 20 % (Spain).

The recession has left its traces on nation-
al labour markets (see Figure 4) as all six 
countries experienced an increase in un-
employment, as did the EU-27 on average. 
However, while labour market effects in 
Austria, Germany, Finland and the UK have 

Figure 3:  
gdp per capita (in US Dollars)
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These unemployment rates are mirrored in 
the national employments rates depicted in 
Figure 5. Until the crisis all countries experi-
enced solid employment growth which, with 
the exception of Ireland and Spain, peaked 

in 2008. At that time, Austria, Finland, Ger-
many and the United Kingdom had already 
reached the target of an employment rate of 
70 % set by the former Lisbon Strategy.

Figure 4:  
unemployment rates

Source:  
EUROSTAT 2012

Source:  
EUROSTAT 2012
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Figure 5:  
overall Employment rates (Persons Aged 20 – 64)
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Source:  
EUROSTAT 2012

Figure 6:  
Employment rates of older persons (Aged 55 – 64)

The most dramatic drop in employment 
rates was experienced by Ireland (minus 
9.7 %) and Spain (minus 7.1 %). Austria and 
Germany even saw growing employment 
numbers while employment in Finland and 
the UK has remained largely stable. These 
different developments have halted and 
even reversed the pattern of overall labour 
market convergence, which prevailed until 
2007. In fact, after 2008 a new pattern of di-
verging labour markets emerged, which has 
brought forth a bifurcation into two ‘labour 
market clubs’.

Analysing the employment rates of older 
persons reveals a pattern which has largely 

gone unnoticed thus far, i.e., that the overall 
trend of growing employment rates among 
this group has not been reversed by the cri-
sis (see Figure 6). In fact, a decade of strong 
employment growth within this age group, 
with the EU-wide rate growing from near-
ly 37 % to more than 47 %, has led to a pro-
nounced convergence among the countries 
under scrutiny, although the difference be-
tween Austria (42 %) and Germany (60 %) is 
still substantial. While the crisis has damp-
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EU-wide employment rates for older work-
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20

25

35

30

40

45

50

55

60

65

2001 2002 2003 2004 2005 2005 2007 2008 2009 2010 2011

European Union (27)

Austria

Finland

Germany

Ireland

Spain

United Kingdom

%



18 Findings and Results

This pattern is informative insomuch as old-
er people were often deemed to be the first 
to lose their jobs in a recession. On the other 
hand, preferential job protection legislation 
as well as targeted measures of active labour 
market policies were supposed to counteract 
this effect. The numbers in Figure 6 suggest 
that older persons were at least not dispro-
portionately hit by the crisis.

In summary, the economic and labour mar-
kets developments within the six countries 
exhibit three core features: firstly, all coun-

In Graz, the peer reviewers have visited a 
practice which can be considered a “one-stop-
shop”. The following key characteristics of the 
practice have been identified:

The structured and individualised framework 
ensures that the personal history and the cir-
cumstances of the client are adequately con-
sidered. The holistic approach starts with an 
information event. In a second stage a partic-
ipant’s profile is assessed and used to iden-
tify specific qualification measures for each 
participant. In a third stage, clients have the 
opportunity to take part in structured place-
ment measures which aim to guarantee a sus-
tainable integration into the labour market. If 
needed, participants can be referred to other 
institutions for services such as debt advice, 
rehabilitation and withdrawal treatments.

tries were hit by a pronounced recession that 
has seriously affected their labour markets; 
secondly, a drop in employment has been 
followed by a pronounced pattern of labour 
market divergence between countries; and 
thirdly, older people were relatively less af-
fected by the crisis. All three insights will be 
of value for the analyses in section 3 where 
the effectiveness of the examined projects in 
fighting the effects of the crisis will be dis-
cussed in more depth.

In addition to this structured and individu-
alised approach, another advantage of the 
practice was the close cooperation with the 
business sector, which was identified as an 
important success factor for the sustainable 
integration of older people in employment.

Thirdly, the visited approach in Graz is char-
acterised by the personal engagement of the 
involved staff and an in-depth knowledge 
about the target group. The personal interac-
tions, perspective plans, advice and the op-
portunity to change between particular meas-
ures allow for flexible decisions for and with 
the participants.

In sum, the holistic approach and individual-
ised support are the key determinants of the 
quality of the project. At the same time, it lim-
its the results in quantitative terms, because a 
personalised service cannot be delivered to a  
large number of participants. 

3 Findings and results

graz – “Experience counts”

3. 1 practice



19Findings and Results

One of the prime strengths of the project is the 
use of a target group specific approach which 
is rooted in a dense local network. In many 
countries public institutions are not used to 
collaborating in networks. To significantly 
improve the situation of older job seekers and 
to bring them into sustainable employment it 
is important to break out of this logic, as Ire-
land did by reforming its centralised employ-
ment service.

The programme is based on a performance 
- driven approach, which allows the projects 
to set their own goals and, hence, their own 
budget. The reviewers agreed that this leads 
to a great degree of identification with the 
project and supports local innovation.

The project substantially invests in the qual-
ifications of its employees in order to enable 
them to individually meet the needs of the 
specific target group.

The integration of a health concept into the 
activation measures can be regarded as a true 

Given the dramatic decline of resources de-
voted to the “CeBB”, the main question dis-
cussed in Hamburg was why target group 
specific approaches exist and what their ad-
vantages and disadvantages are compared to 
universal measures.

Target group specific approaches focus on 
the specific needs of a person with reduced 
chances of (re-)integration into employment. 
They are ambitious in terms of methodology 
and typically employ instruments and meas-

novelty in active labour market policies. Al-
though this does not seem to have had an 
immediate influence on the integration rate, 
the combination of activation and health 
measures is likely to improve the long-term 
employability of older job seekers.

The main weakness of the project is that the 
project is still too close to the usual approach-
es employed by the Job Centers and does 
not make full use of the degrees of freedom 
granted by the federal programme “Per-
spective 50plus.” This can be seen in the 
high mentoring ratio, i.e., the ratio between 
placement officers and participants with-
in the project, which is similar to the regu-
lar business of the Job Centers, and in the 
predominant use of the legal instruments 
defined by law. Hence, despite the degrees 
of freedom that the programme offers there 
seems to be a lack of innovation and creativ-
ity at the local level.

ures which are deemed suitable to address 
the specific needs of a group of people.

In the past, labour market institutions in 
Germany did not adequately care about old-
er long-term unemployed people and funds 
were not equally allocated to this group. In 
fact, many people in the target group had 
not been activated for years. These struc-
tural constraints made the implementation 
of target group specific approaches, like the 
federal programme “Perspective 50plus” 

Berlin – perspective 50plus & Berliner BÄr

hamburg – ceBB (Centrum für Bildung und Beruf – Centre for Vocational 
Training and Employment)
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and the “CeBB” necessary. Both approaches 
have helped to gain a deeper understand-
ing of the particular challenges of the tar-
get group, to develop appropriate measures 
and approaches and, hence, to contribute to 
a change in mentality with respect to long-
term unemployed people above the age of 
50.

The peer reviewers highlighted that be-
fore implementing target group specific 
approaches it is important to be aware of 
discrimination within the labour market 
which “produces” target groups in the first 
place. These mechanisms, which are often 
embedded laws, norms and rules of the em-
ployment system, should be removed before 
target group specific measures are imple-
mented by means of active labour market 
policies.

A number of threats arise from target group 
specific policies:

Firstly, group specific policies, which de-
vote resources to a limited number of people 
are always vulnerable to rent-seeking and 
clientelism. Hence, it always needs to be 
transparent why certain target groups, such 
as older people, have entered the political 
agenda and why additional resources should 
be dedicated to them.

The second threat arising from target group 
specific approaches is that potentially ineffi-
cient parallel structures are built up. Every 
approach therefore needs to be able to an-
swer the question why it cannot be covered 
by universally active labour market policies.

Thirdly, target group specific approaches are 
prone to creating stereotypes and stigma. 
Hence, they should be carefully analysed 
with respect to their underlying assump-
tions on the characteristics of the target 
group, e.g., in terms of motivations, health, 
and qualification.

The “Order EMP / 54 / 2010” in Cantabria 
was classified as non-specific to older unem-
ployed people. Furthermore, the concession 
of subsidies to promote creation, mainte-
nance and stability of employment is not an 
innovative measure itself.

The practice is implemented by the major 
social agents through the Social Partnership 
Agreement which also covers trade unions 
and employers’ association. A closer look 
reveals that the practice seems to be high-
ly interest group driven. The interest of the 
employers’ association was to provide com-

panies with subsidies, whereas the interest 
of the trade unions was to guarantee perma-
nent contracts for workers in general.

In addition, as with all subsidy programmes, 
the practice is at risk of producing substan-
tial deadweight losses as companies that 
would have provided their workers with 
permanent contracts anyway, will cash in 
on the subsidy. In effect, it is uncertain how 
much recruitment was achieved through the 
subsidies and how much of that recruitment 
would have happened without the subsidy.

Santander – order Emp/54/2010
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The monitoring effort the project requires 
is very high as many requirements have to 
be fulfilled by participants and companies. 
In addition, the implementation procedure 
is too complicated and time consuming as 
it takes six months to manage applications 
and pay the subsidies.

Nevertheless, the implementation of the 
subsidies concession provides a learning 
opportunity for the regional government in 
the region Cantabria as future subsidy pro-
grammes in Cantabria will tend to encom-
pass less complicated procedures and to in-
clude fewer programmes.

The peer reviewers identified as an impor-
tant element that the programme differen-
tiates companies by their size. In doing so, 
they also identified self-employed people 
as an important yet often underestimated 
group of employers.

Furthermore, the peer review highlighted 
the importance of introducing the notion 
of quality of employment into active labour 
market policies. Quality in this context is 
understood as a permanent contract which 
is set equal to sustainable employment. In 
the context of the severe economic crisis in 
Spain this ambition does, however, limit the 
possibility to place people into employment.

The following points were identified by the re-
viewers as key aspects of the practice:

The “BLES” is a non-target group specif-
ic approach resulting from community de-
mand for a solution to long-term unemploy-
ment. It is a voluntary-based and locally 
rooted activity, with individualised services 
and support. Using a guidance model allows 
the advisors to agree with job seeker on in-
dividual progress plans.

As in the case of Spain, Ireland suffers heav-
ily from the economic crisis. This puts the 

advisors especially under increasing pres-
sure. The group interviews are an example 
of deteriorating conditions. The group size 
of these interviews has grown to 15 people, 
which is too much for effective work to be 
done. If the conditions do not improve it is 
likely that the quality of the service will de-
crease. The core lesson from this observa-
tion is that individualised services and local 
networks need resources in order to func-
tion properly. This in turn means that public 
resources need to be spent anti-cyclically so 
as to counteract the effects of the crisis.

dublin –  
Ballyfermot local Employment Service (BLES)



22 Findings and Results

Within the project, public entities work to-
gether with private ones. As one key success 
factor the reviewers identified the involve-
ment of private companies in the promotion 
of employment for older people. The strong 
cooperation with companies and organisa-
tions within the network as well as the mix of 
mainstream measures with the services pro-
vided by move-ment contributes to improve 
the situation for older people.

The peer review showed that networks are 
vital for providing individualised and holis-
tic services to job seekers. The network of the 
practice “Berliner BÄr” covers, amongst oth-
ers, six of the twelve Job Centers in Berlin. 
This allows the project to consider local spe-
cificities within each of the districts in Berlin 
(in particular the still prevailing differences 
between East and West) with respect to both 
participants and employers. Over the years 
the composition of the network and the in-
tensity of the relations have changed. While 
the project was initially delivered by external 
partners, the Job Centers decided in 2009 to 
deliver the project themselves. As a result, 
the number of successful placements in-
creased substantially while at the same time 
the project lost much of its innovative con-
tent and its creativity. Addressing the lat-
ter point, the pact is now in the process of 
finding and establishing a joint approach. It 

Good relations between the network partners 
are crucial for the success of an initiative. 
However, in the workshop it turned out that 
an effective and open communication is not 
always guaranteed within the network. In 
order for this to happen, a network needs a 
strong coordinating body which is respon-
sible for the coordination of a constant ex-
change of information.

aims to keep the internal teams within the 
Job Centers, while at the same time trying to 
(re-)establish the cooperation with the for-
mer network partners. Within this coopera-
tion, the Chamber of Crafts is likely to play a 
more prominent role again, especially with 
regard to cooperating with smaller compa-
nies as by their nature they have the neces-
sary business contacts.

The lesson learned from this example is that 
projects are well advised to analyse and make 
use of the comparative advantage of each of 
the network partners. The practice has shown 
that Job Centers are best at matching job 
seekers with companies. External partners 
are, in turn, usually better suited to activate 
people, i.e., to work individually with them 
and to prepare them for the labour market.

graz – Business Sector involvement

Berlin – Business Sector involvement

3. 2 networks  
Balanced approaches for an ageing workforce in metropolitan areas
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The active use of ‘pact ambassadors’ was 
identified as another strong point of the  
‘network-structure’. These ambassadors are 
persons who are well-known in public. They 

collaborate with the pacts and support them 
in changing the public image of older em-
ployed and unemployed people.

The project “CeBB” is the result of main-
streaming an EQUAL project. During EQUAL 
times the project used to have a functioning 
network. In order to continue the project a 
new funding model was developed with a 
smaller budget which in turn led to a dramat-
ic decrease in the number of network part-
ners. As a result, no external service provider 
is involved at the moment.

The main lesson from this practice is that net-
works are not a free lunch, i.e., they need re-
sources in order to operate effectively. This is 
a result of the need for external service pro-
viders and other network partners to make 

Employment policy in Spain is carried out by 
the administration without a noticeable role 
for local networks. In line with this institu-
tional arrangement, the implementation of 
“Order EMP / 54 / 2010” is carried out by the 
Cantabria Employment Service as a public 
institution. The Municipality does not have 
competencies in active labour market poli-
cies, but promotes project proposals that have 
been developed by a non-formally linked net-
work which includes a variety of local actors 
like the local government, private organisa-
tions, employment agents and other munici-
palities of the region.

profits, or at least cover their costs. Without 
sufficient funds these requirements cannot 
be met and the network decays.

At the same time there is hope, though, as 
the KWB (Koordinierungstelle Weiterbil-
dung und Beschäftigung e.V.; Coordinating 
Agency of Vocational Training and Employ-
ment) was able to continue its work even with-
out external partners because it has access to 
the necessary contacts through its roof organi-
sation. Hence, it is not a network per se that is 
key to success but rather the overall strategy of 
a practice and the optimal use of given resourc-
es especially in times of limited funds.

The peer review in Santander has shown that 
informal networks should not be underes-
timated as they constitute a valuable source 
of information and innovation. In fact, it was 
mainly through the feedback from the local 
partners that inefficiencies in the system were 
discovered. The constant dialogue between 
the Employment Service and the Municipal-
ity has led to necessary adjustments within 
the subsidy scheme, which have improved 
effectiveness and transparency.

The institutional arrangement in Cantabria 

hamburg – networking under Scarcity

Santander – the value of informality
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fits the practice well, as it is mainly about 
changing existing contracts from temporary 
into permanent ones. This can be best done 
by the Employment Service as it can moni-
tor these contracts best. As there is basically 
no activation required the need for external 

partners is low. At the same time, the prac-
tice shows that in this situation it is advisable 
to consult other partners within an informal 
structure on the efficiency of the measure 
and the practicality of its implementation.

LES (Local Employment Services) have an 
active national network which meets month-
ly. This network also links into the PES (Pub-
lic Employment Services) nationally on pol-
icy issues. Each local LES networks with the 
local PES, local training and education pro-
viders and the wide range of community and 
voluntary facilities that provide much of the 
social support infrastructure in the Irish con-
text. Because of its roots in community activ-
ity, LES highlight the serious effects of long-
term unemployment on local communities. 
The LES approach is bottom up and linking 
to the whole range of local services in order to 
mobilise the widest possible support for long-
term unemployed people. In the Irish case the 
network is not just a network but is a key part 
of the practice.

Discussing the leading question – on what 
does the relationship between practice and 
‘network-structure’ depend – it was felt by the 
reviewers that ownership by local actors is a 
key aspect of the practice which allows for a 
constant adjustment to local conditions.

While the strength of the community and of 
voluntary activity in Ireland was recognised 
as a valuable contribution, it was also sug-
gested that this model arises because of the 
weak Irish local state. Other European coun-
tries have a tradition of strong cities (e.g. 
Italian city states) whereas in Ireland this is 
substituted by community organisations. It 
was recognised that the strength of networks 
depends partly on the history of networking. 
Given the history of volunteering in Ireland, 
LES emerged from locally based selfhelp 
which later became integrated into the LES.

While local freedom was stressed by most 
reviewers, the point was also made that it is 
important to get the balance right between lo-
cal control and national centralised systems. 
Through the latter system shared objectives 
and targets, as well as a standardised mon-
itoring system can be set without eliminat-
ing local autonomy. In general, the example 
shows that local ownership can co-exist with 
nationally coordinated targets.

dublin – think globally, link locally
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This has been successfully done in all re-
viewed projects. The variance in the ap-
proach and in the network structure can be 
used to derive lessons on the factors that 
determine the best balanced relationship 
between a specific approach and the under-
lying network structure. These factors are 
discussed below.

At first glance it seems that the role of for-
mal networks increases with the target 
group specificity of the practice. In fact, the 
projects in Graz and Berlin both combine a 
target group specific approach with notice-
able formal networks while Santander and 
Dublin follow non-target group specific ap-
proaches and rely on smaller (Santander) 
or more informal (Dublin) networks.10 This 
correlation is, however, spurious as it hides 
the underlying mechanisms that are respon-
sible for this observation. 

In fact, one of the key findings from the so-
cial experimentation is that the need for the 
existence of a network increases with the 
complexity of the service that an approach 
aims to offer. With respect to measures of 
active labour market policies this means that 
the more individualistic an approach is, i.e., 
the more it intends to take into account the 
personal circumstances of a job seeker, the 
more complex the bundle of services that a 
project needs to offer. It is highly unlikely 
that one single organisation is able to address 
these needs in an individualistic and at the 
same time holistic way. The projects in Graz 
and Berlin, which aim to provide complex 
services to older job seekers, in particular, 

Taken	together,	the	results	suggest	that	the	objectives	and	the	specificities	of	an	approach	
need to be aligned with the network structure underlying the project.

profit from their network partners, to which 
they can refer clients with specific needs like 
qualification requirements or health issues.

It has turned out across the visited projects 
that public institutions and private partners 
each have their comparative advantage. In 
general, the Public Employment Service and 
the local Job Centers have a longstanding 
experience in matching unemployed people 
with companies. At the same time, external 
partners tend to be better suited to offer 
measures of activation and to work individ-
ually with unemployed persons in order to 
improve their self-esteem, motivation and 
qualifications. Hence, individualised ap-
proaches need a higher diversification of 
services, which in turn can usually better be 
provided by a larger number of experienced 
and specialised partners within a network.

This insight becomes ever more important 
when taking into account that individual-
ised and holistic interventions have turned 
out to be key for a sustainable re-integration 
of older people into the labour market. One 
example is the practice in Graz which is de-
signed as a one-stop-shop. Job seekers start 
their participation in the project by attend-
ing an information event, which is followed 
by a participant’s profile assessment in com-
bination with person-specific qualification 
measures both in class and in companies. 
Finally, structured placement measures are 
implemented with the objective of a sus-
tainable integration into the labour market. 
A similarly structured and individualised 
approach can be found with the project in 

3. 3 relationship between practice and networks

10 Hamburg is an atypical case as it combines a target group specific approach with a small network; the  
 latter does, however, mainly arise from a lack of resources rather than a rational decision to not engage in  
 networks.
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Berlin. At the same time, both projects com-
mand the largest formal networks of the 
practices visited. As it turns out, it is not by 
accident that the projects that offer the most 
complex and most individualised service at 
the same time resort to the largest and most 
diversified formal network.

Conversely, this insight implies that net-
works are not always necessary for a prac-
tice to be implemented effectively and 
sometimes not even beneficial. In fact, 
rent-seeking and free-riding are potential 
threats arising from collaboration within a 
network. These forces can be counteract-
ed by a system of monitoring and control, 
which does, however, require additional re-
sources. None of the practices under scruti-
ny seems to be plagued by these problems. 
It can, however, be observed that in more 
standardised measures the need for a net-
work decreases. The obvious example for 
such a case is Santander, where the subsidy 
programme is implemented by public au-
thorities alone. This seems rational, as the 
service by its very nature does not contain 
further components which have to be pro-
vided by external partners.

Those projects which require a large network 
for implementing their specific approaches 
profit from long lasting and stable relation-
ships between the network partners. Such 
long-term relationships allow for mutual 
trust and reliability to be established among 
the partners. This in turn increases the effi-
ciency of the network as costs for monitor-
ing and control decrease. In addition, stable 
relationships allow for a constant exchange 
of knowledge between the network part-
ners, which in turn increases the quality of 
the service provided. Similarly, stable col-
laborations allow for building up in-depth 
knowledge about the target group which can 

be used to further improve the project. Fi-
nally, stable and sustainable networks allow 
for developing an identity that is visible in-
ternally to the staff and externally to clients, 
companies and the broader public. This in 
turn increases the identification of all affect-
ed groups with the project. Especially with 
respect to the staff this is likely to increase 
the personal engagement, as can be seen in 
Graz.

Networks will not prevail without sufficient 
resources. The project in Hamburg pro-
vides a dramatic example of the extent to 
which networks depend on the provision 
of resources. The lack of sufficient resourc-
es translates into the demise of a network 
through two channels. Firstly, without suf-
ficient resources there is less of an incentive 
for external, profit-oriented partners to en-
gage in a network. In this respect, it needs 
to be clear that networks should not be mis-
interpreted as an end in themselves. From 
the perspective of society they are, rather, 
means towards realizing a greater good, i.e., 
the (re-)integration of older unemployed 
people into the labour market. For network 
partners, their participation sooner or lat-
er needs to pay off, albeit not necessarily in 
monetary terms. This in turn implies that 
without resources to distribute, keeping up 
a network over time is unlikely. Secondly, 
besides the financial incentive for partners, 
coordinating a network and managing an ef-
fective flow of information requires resourc-
es, too. Hence, a successful implementation 
of a practice requires an effective coordina-
tion of the network which also ensures an 
efficient communication between the part-
ners. Taken together, with respect to the 
balance between a specific approach and 
the underlying network this implies that the 
more complex an approach gets the more re-
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sources need to be devoted to operating and 
maintaining the underlying network.

The practices in Santander, Dublin and 
Hamburg show that networks do not need 
to be formal in order to have an impact. In 
fact, all three practices have to some extent 
relied on informal networks. This is partly 
due to the lack of resources (Hamburg), the 
sole responsibility of public authorities for a 
project which does not require formal net-
works (Santander) and a long tradition of 
informal local collaboration (Dublin). Infor-
mal cooperation is, hence, a frequently used 
way to circumvent constellations in which 
formal networking is impeded by financial 
or institutional constraints. Despite their 
informality these networks have the poten-
tial to adjust and improve the practice. This 
turned out very clearly in Santander where 
the Municipality as well as local companies 
have raised important concerns which have 
over time been addressed by the Public Em-
ployment Service. Hence, it is not only the 
case that the approach shapes the network, 
but in certain constellations it is also the 
network that shapes and further adjusts the 
practice.

Closely related, a comparison of the practic-
es in Dublin and Santander shows that the 
existence and the shape of networks depend 
on the political environment as well as on 
customs and traditions. In fact, the histo-
ry of networking and of local partnerships 
could hardly be more different between 
both countries. It was frequently mentioned 
by the stakeholders in Santander that social 
policies have always exclusively been a na-
tional issue and, consequently, have been 
centrally planned and implemented. There-
fore, local networks have, practically, never 
developed and do until now exist only to a 
limited extent. In Ireland such networks 

have, in contrast, always played a major role. 
This is, paradoxically, also partly the result 
from a paradigm of central planning, in that 
case from London before Irish independ-
ence and from Dublin after independence. 
In this case, local networks have formed 
in order to fill a gap in the provision of so-
cial services or to serve as a confine against 
British interference. This tradition of a local 
network culture was willingly taken up by 
Irish social policy, which today is more de-
centralised than the Spanish equivalent. As 
a result, there is a strong role for local chari-
ties and civil society actors in Ireland, which 
has an influence on the role and the shape of 
(informal) local networks in contemporary 
social politics.

It should not be overlooked that the prevail-
ing law, division of competencies between 
the different authorities and, crucially, the 
different spatial levels define (and confine) 
the room for manoeuvre that local actors 
have to implement target group specific ap-
proaches and to form and maintain partner-
ships and networks. The German case, which 
is in a way a social experimentation per se, 
provides an illustrative example. In Germa-
ny, active labour market policies are gener-
ally implemented by the local Employment 
Agencies and by the Job Centers. With this 
exclusive competence, there is usually limit-
ed space for local networks to engage. With-
in the programme “Perspective 50plus”, lo-
cal actors are explicitly encouraged to form 
local networks for activating and integrating 
older long-term unemployed people and are 
provided with the necessary financial means 
to develop appropriate local approaches. As 
a result, within the programme practices like 
the “Berliner BÄr” have been established. 
These projects typically put a much higher 
emphasis on activation measures and, in or-
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der to realise these, work together with lo-
cal network partners to a much larger extent 
than is common in regular employment pol-
icies. Hence, the prevailing legal framework 
sets the incentives and the conditions for 

local actors not only to defi ne their specifi c 
approach, but also to form appropriate net-
works and partnerships in order to imple-
ment these practices.

4 recommendations

The	reviewers	derived	the	following	recommendations	with	respect	to	the	specifi	c	local	
approaches and to their underlying networks. These are summarised in turn.

Graz

As the practice has been running for a decade, 
the reviewers suggest preparing a transfer of 
the successful elements to other contexts and 
target groups. This might entail:

 a precise defi nition of the roles of the 
 involved actors and their responsibilities;

 a structured analysis of the comparative 
 advantage that move-ment and the public 
 employment services have respectively; 
 and

 an external evaluation which sheds light
 on the role that a holistic approach has for 
 placement success.

Berlin

With respect to the federal programme Per-
spective 50plus the reviewers recommend:

 to set incentives so as to complement the 
 current focus on the quantity of 
 placements with the dimension of quality 
 of jobs;

 to make sure that the strong points of the 
 programme like fl exibility, few indicators 
 and a constant process of mutual 
 learning, are kept alive, especially when 
 there is a tendency for standardisation, 
 and to ensure that the space for 
 innovation not only remains formally but 
 is also used by the local pacts in order to 
 develop approaches and structures that 
 suit their local conditions;

4. 1. 1 Recommendations with Respect to the Specifi c Approaches

4. 1 recommendations to the local practices
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 given the intensity of demographic 
 change in Germany, to prolong and 
 intensify employment policies for older 
 workers and older unemployed people; 
 and

 to prepare a structured transfer of the 
 successful strategies and methods 
 developed within the programme to 
 other target groups such as young people 
 or lone parents.

With respect to the project Berliner BÄr in 
Berlin the reviewers recommend:

 to evaluate the diff erent steps of the 
 integration process, including how long 
 people stay in employment in order to 
 get a better understanding on whether 
 the quality of integrations is guaranteed.

Hamburg

The reviewers recognise the limits that arise 
from the decrease in funding. In order for 
the project to still be successful they recom-
mend:

 to identify the niche aspects which are 
 not covered by the public employment 
 service and to clearly articulate the 
 comparative advantage of the project;

 to take further advantage of the back
 ground organisations (Unternehmens-
 verband Nord; Business Association 
 North) and its networks; and

 to further improve the link between job 
 seekers and employers.

Santander

Given the current crisis and the resulting 
high unemployment the reviewers recom-
mend:

 to initiate and support employment 
 creation regardless of the permanency of 
 jobs;

 to put a stronger focus on individual 
 counselling and guidance; and

 to complement existing programmes by 
 developing specifi c approaches for older 
 workers.

Dublin

With respect to the local approach imple-
mented in Dublin the reviewers recommend:

 to set global objectives for the LES rather 
 than prescribing activities and measures 
 so as to fully use the potential and the 
 creativity of the local level;

 to assess the impact of the LES by means 
 of an evaluation in order to prepare a 
 transfer of successful elements to other 
 contexts; and

 to examine the impact of the doubling of 
 case loads and to critically discuss how 
 this is aff ecting the quality of case 
 management.
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Graz

With respect to the network in Graz the re-
viewers recommend:

 to improve the link of the practice with the 
 wider network of STEBEP and to discuss 
 and clarify the expectations of the network 
 as well as the roles of the partners; and

 to intensify the network between regional 
 public authorities, e.g., by regular round
 tables in order to make use of the lessons 
 learned in the practice in other contexts 
 and for other target groups.

Berlin

As the federal programme Perspective 
50plus has been running for six years al-
ready, the reviewers regard it as important 
to intensify the process of mutual learning 
between the local pacts, as well as to pre-
pare the transfer of successful elements to 
other contexts and target groups on the na-
tional level. With respect to these two as-
pects they recommend that:

 networks should learn from each other 
by means of a constant exchange of knowl-
edge and of the experiences made so far. 
On the programme level this process could 
be supported by systematically monitoring 
the relative performance of Job Centers in 
comparison to private partners in order 
to allow for systematically understanding 
their respective roles and the areas within 
which each of them is more eff ective. These 
results could provide the basis for a dia-
logue on the suitability and the added value 
of diff erent types of network structures; 
and

 policy makers should ensure the 
 transfer of the successful elements of 
 the programme to other target groups 
 and make use of the past learning 
 process. Specifi cally, the result-based 
 management approach should be 
 transferred to other contexts of labour 
 market policies. In this respect, the 
 programme should support the intr-
 oduction of management by objectives 
 into regular employment policies.  

Santander

With respect to the network in Santander 
the reviewers recommend:

 to increase the focus on the motivation 
 and the qualifi cation of unemployed pe. 
 Experiences in other projects have shown
 that companies need appropriate 
 workers more than subsidies. Hence, a 
 combination of individual counselling 
 with a subsidy approach is likely to 
 increase the eff ectiveness of the approach; 
 and

 that all partners should concentrate their 
 eff orts on job creation, placement and 
 “fl	exicurity”.

Hamburg

The reviewers are well aware that tight 
funding limits the networking activities of 
the project. What the project could do, how-
ever, is:

 to better link to the variety of networks 
 that exist in Hamburg and to thereby 
 increase the visibility of the practice.

4. 1. 2 recommendations with respect to the local networks
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Dublin

With respect to the network in Dublin the 
reviewers recommend:

 to give local actors the freedom to decide 
 on the shape of the practice and the net-
 work so that they can constantly adjust it 
 to local needs. Regarding the contract 
 between the LES and the PES it would be 
 best if this could be governed by objec-
 tives, i.e., the overall goals should be 
 agreed upon, but the way in which these 
 objectives are achieved is left to the LES.

 to make sure that the relationships 
 between the LES and the PES is shaped 
 by cooperation, rather than by monitor-
 ing and control only. Given the expertise 
 of both parties, there should be a constant
 dialogue which allows for the exchange 
 of best practices on both sides.

 that PES and LES coordinate how they 
 approach employers in order to avoid 
 competition.

Future initiatives should be designed as 
outcome-oriented policies. Such outcome 
orientation, which is often also referred to 
as management-by-objectives, contains a 
horizontal and a vertical dimension. As for 
the latter, the funding institution is well ad-
vised to defi ne measurable targets that need 
to be reached by the implementing body in 
order to secure further funding. These tar-
gets have to be realistic, easily observable 
and non-distortive in terms of the incentives 
they set. Ideally, these targets are negotiated 
between the funding and the receiving body 
as this increases the identifi cation of the im-
plementing organisations with these targets 
and, hence, their responsibility for reaching 

The fact that local approaches to active labour policies have been around for more than 
a decade provides a valuable opportunity to derive lessons for the future design of such 
policies.	In	fact,	the	fi	ve	practices	reviewed	in	the	project	Age	–	Work	–	Balance	have	pro-
vided ample opportunity for comparing the strengths and weaknesses of these approach-
es.	From	these	fi	ndings	the	following	recommendations	can	be	derived	with	respect	to	
the	design	of	a	specifi	c	local	approach,	the	setup	of	the	underlying	network,	as	well	as	the	
balance between these two.

them. On the horizontal level, these overall 
targets should be translated into an action 
plan that is agreed upon within the network 
and that assigns the relevant tasks as well as 
further sub-targets to each of the partners. 
The monitoring at local level then requires 
a coordinating organisation that has the le-
gitimacy, resources and power to survey the 
performance of each partner, and to impose 
sanctions in the case of non-compliance. As 
with vertical target-setting, the performance 
management at local level should be con-
ducted in a trustful and transparent man-
ner. In sum, a well-designed, target-based 
arrangement of an initiative or a local policy 
has the potential to substantially increase 

4. 2 recommendations on the design of local Employment policies
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transparency, performance and trust be-
tween all partners.

When implementing a management-by-ob-
jectives approach it is highly recommended 
to complement the focus on the quantity of 
employment with an explicit emphasis on 
the quality of the placements or jobs gener-
ated. Such an additional focus on the quali-
ty of employment includes the requirement 
that the incentives set within an ini tiative or 
a project should be non-distortive. In fact, 
with a pure focus on the number of place-
ments the danger arises that placements are 
of disputable quality, i.e., low-paid, tempo-
rary, part time and substitutive to regular 
employment. In order to reduce this risk, 
it pays to define a set of minimum require-
ments that need to be met in order for a 
placement to count as such. One step fur-
ther, one could also think of defining a sys-
tem of targets within which higher quality 
employment is rewarded at a higher rate. 
To be clear, introducing qualitative aspects 
into a system of targets does by no means 
imply that these targets cannot be quanti-
fied. Duration, payment and to some extent 
also deadweight-losses are well quantifiable. 
Hence, adding an emphasis on the quality of 
employment into a policy does not mean that 
from that point on only a qualitative meas-
urement is possible. In fact, the concept of 
quality of employment is perfectly consist-
ent with the idea of quantifiable targets.

In order for a performance-based system to 
work effectively projects need a sufficient-
ly long time horizon. Experience shows 
that it takes time for a stable equilibrium 
to be reached within which a projects runs 
smoothly and targets are met. This is main-
ly due to two reasons. Firstly, local practices 
always start with a high level of uncertainty 
with respect to the target group, the effec-

tiveness of their approach and the suitability 
of the targets set. Framed differently, such 
projects never start with a perfect setup, but 
always need time to adjust and refine their 
specific approach. In effect, this is a process 
of learning that a project undergoes until it 
is working efficiently. Secondly and closely 
related, it takes time for a network to estab-
lish, to find a suitable division of labour and 
to build up trust and reciprocity. The time 
until such equilibrium is reached can be re-
garded as an investment into the future suc-
cess of a project. Abandoning the project too 
early or not even allowing for such learning 
processes to take place is likely to be ineffi-
cient as this means foregoing the gains from 
the upfront investment into local structures, 
knowledge and approaches.

In terms of their paradigmatic approach, 
contemporary projects should resort to ho-
listic and individualised services for both 
job seekers and companies. Rather than 
implementing one-size-fits-all approaches, 
practices should take the specific situation 
and individual requirements of job seek-
ers and of companies as their starting point 
from where to design a strategy that direct-
ly addresses these needs in a coherent and 
comprehensive way. Such approaches have 
turned out highly successful but require 
substantial resources and a high degree of 
expertise and coordination. The services 
provided to job seekers usually encompass 
counselling and guidance, health services 
and the provision of qualifications. With 
respect to the placement process, compa-
nies expect well-prepared and well-qual-
ified workers who have been screened in 
advance so as to reduce transaction and 
learning costs. Addressing these needs calls 
for a system of intertwined measures which 
usually requires the cooperation of different 

Recommendations
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network partners with different expertise. It 
is exactly in this respect that each approach 
needs an appropriate network to be in place 
in order to provide the desired mix of servic-
es. Future projects should therefore be re-
quired to not only implement their practice 
in an individualised way but also to explic-
itly relate their particular approach to the 
underlying network.

Any local project should be encouraged to 
constantly and repeatedly compare the per-
formance of its approach and its network to 
a realistic counterfactual. Hence, especially 
with a long time horizon of a project, the lo-
cal implementing body should be required 
to assess whether the setup is still optimal or 
whether changes are necessary. Such an as-
sessment necessitates a clear ex-ante under-
standing of the specific role and the contri-
bution of each partner in providing a holistic 
and individualised approach. A comparison 
to a counterfactual implies asking the ques-
tion whether an altered setup would im-
prove the success of the project. Coming up 
with answers to this question does not re-
quire an external evaluation to be conduct-
ed but rather a continuous tracking of the 
relative performance of project partners. A 
constant exchange on the progress of the 
project can be used to get a clear idea about 
what structures and approaches are working 
and in which respect they add value to the 
local approach. It might be worth consider-
ing making such a reflection process oblig-
atory when negotiating targets and funding 
on both vertical and horizontal levels.

With respect to the optimal structure of lo-
cal approaches to active labour market poli-
cies encouraging cooperation between pub-
lic and private organisations has turned out 
to be fruitful. This is partly rooted in the dif-
ferent expertise that public institutions and 

private companies have with respect to the 
services they can provide to job seekers. In 
general, the Public Employment Service and 
local Job Centers have a comparative advan-
tage in matching job seekers and companies. 
Private partners, in contrast, often perform 
better with respect to providing individual 
activation services to unemployed people, 
like guidance and motivation approaches, 
health services and qualification measures. 
These different strengths render the cooper-
ation between both systems highly effective.

Closely related, it pays to design a policy 
approach as a mixture of established main-
stream measures and of innovative meas-
ures targeted to a specific group. This allows 
for combining experience and stability on 
the one hand with innovation and flexibility 
on the other. An example would be to com-
bine the established placement methods of 
the Public Employment Service with inno-
vative and individualised counselling and 
guidance sessions for older job seekers pro-
vided by external partners. In addition to its 
effectiveness in everyday business, such a 
combination gives the advantage of allowing 
for processes of mutual learning between 
public and private entities.

Finally, every project should be designed so 
as to allow for a transfer of successful as-
pects and approaches. On the local level this 
requires, firstly, an identification and doc-
umentation of the key factors which make 
a project a successful one. Secondly, policy 
makers should right from the start express 
their interest in such results in order to set 
an incentive for local projects to be reflective 
about their innovations. Thirdly, a constant 
exchange between projects allows for gains 
from mutual learning already to be reaped 
during the life time of a project. Fourthly, 
resources should be reserved for making the 

Recommendations
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lessons learned visible to a greater audience. 
Finally, on the local level provisions should 
be taken to continue the cooperation so as to 
make further use of the investment under-
taken in structures and knowledge.

In sum, the project shows that a specific ap-
proach and a local network are two sides of 
the same coin as any well defined approach 
needs a specific network for its implemen-
tation while at the same time the compo-
sition of the local network defines the po-
tential that a specific approach has to offer. 
This in turn implies that approaches and 
networks should not only be regarded as 
complements, but also treated as such. For 
the future design of active employment pol-
icies this means that local projects should 
be required to align their specific approach 
and the underlying network and to make 
this connection explicit. At the same time it 
needs to be recognised by policy makers that 
networks do not come about without costs. 
In fact, the larger a network gets the more 
resources are required to effectively coor-
dinate the provision of the services and to 
ensure an efficient communication between 
the partners.

These investments into partnerships do, 
however, pay because they allow for the 
provision of individualised and holistic ser-
vices which can usually not be supplied by 
single organisations. Hence, contemporary 
approaches to active labour market policies 
in the majority of cases will require the es-
tablishment or the use of existing networks 
in order to live up to the requirements of 
modern labour markets. This does, in turn, 
mean that public institutions, in particular, 
will more than ever need to be ready to en-
gage in cooperation with private actors as 
this will allow for all partners to make use of 
the observed comparative advantage.

It is highly recommendable to regard such 
networks as an investment into structures 
and into knowledge. As establishing and 
maintaining networks requires substantial 
resources, the gains from such networks and 
from the approaches implemented therein 
should be reaped as fully as possible. This in 
turn means that funding for such networks 
should be granted for a longer time-horizon. 
At the same time, an effective management 
by objectives structure should be employed, 
which ensures a continuous adjustment and 
improvement of the project. In order to 
avoid the danger of ill-set incentives and 
of negative externalities, any performance 
orientation should include quality criteria, 
which should be quantifiable and ready to 
be broken down to every network partner.

Many of these aspects and insights have 
already been accounted for by the prac-
tices reviewed in the project Age – Work –  
Balance. However, considering them to a 
larger extent in the future design of initia-
tives and framework programmes will sup-
port the mainstreaming of valuable insights 
gained on the functioning of local labour 
market initiatives and on the best balanced 
relationship between specific approaches 
taken and the underlying network structure.

Recommendations
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As the approaches in Finland and the United 
Kingdom were not being visited, the part-
ners were, in addition, asked to provide a 
summary of the overall policies within their 
countries and cities towards older workers 
and older unemployed people. The following 

two sub-sections contain such overviews. In 
addition, both partners therein comment on 
the general findings and recommendations 
from the project and discuss the transfera-
bility of the different elements to their local 
and national contexts.

5 
comments from the partners in 
tampere and london
As described in section 1.3, the role of the partners from Tampere and London was to 
bring in their views and their expertise into each of the city workshops. Their assess-
ments	and	opinions	expressed	within	these	workshops	are	contained	in	the	findings	and	
recommendations in sections 3 and 4.

It seems to be easier to maintain and extend 
older workers careers than to find new va-
cancies for job seekers aged 50 years or over. 
Unlike other age groups, the employment 
rate for older people has increased in recent 
years. That is mainly because employed in-
dividuals stay longer in working life before 
retiring. Today national pension is offered to 
people aged 65 years or over and unemploy-
ment pension for long-term unemployed 
people aged 62 years or over.

As most European countries, Finland also 
has quite a number of employment policy 
measures addressed exclusively to older un-
employed people. There is one exception in 
Finland. There is a job guarantee for unem-
ployed people who are born in 1950 or later 

In Finland the strategy for promoting employment amongst older people is to keep them 
in working life for longer.

and their insurance based unemployment 
benefits are going to run out after they are 
57 but before they are 60 years of age (“kun-
tien työllistämisvelvoite” in Finnish). Pub-
lic employment services have to offer them 
rehabilitation or adult education, but if that 
is not possible, municipalities have to find 
a ten month fixed job for them before they 
run out of entitlement to insurance-based 
unemployment benefits. That has also been 
done in Tampere. However, this service has 
not much to do with employment policy, i.e. 
its main idea is to prevent an individual’s 
income from falling just before retirement. 
The income before retirement has a direct 
impact on the amount of pension payable.

5. 1 comments from tampere (Finland)
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Otherwise older unemployed individuals 
in Tampere have access mostly to the same 
employment services as other unemployed 
individuals. The reality is that older job 
seekers have more problems to get a job 
than younger ones in the similar situation.

The universal result of the project Age –
Work – Balance seems to be that a holistic 
approach and tailored combination of avail-
able employment services are considered 
good in working with older unemployed 
people. For that we had good examples in, 
e.g., Graz. There have been similar expe-
riences also in Tampere city region Labor 
Force Service Centre (LAFOS). Individually 
tailored employment pathways are recom-
mendable for most of the hard-to-employ 
target groups, including older long term un-
employed individuals. For effective tailoring 
it is essential to have a good balance between 
national employment policy guidelines and 
locally organised activities. A holistic ap-
proach often requires multi-professional 
cooperation and new ways of counselling. 
From that respect, a good network structure 
and shared interest between different actors 
in the process are crucial.

The state of mind at policy level is the base 
for effective collaboration. If decision mak-
ers are really committed to promote work-
ing opportunities for older people, public at-
titudes can be turned. This was experienced 
in Germany, where massive efforts in chang-
ing public attitude towards ageing workforce 
had already happened.

Finally, direct contact with employers is 
very important in order to make final break-
throughs in placing older unemployed people 
into sustainable jobs. In addition to that, one 
must always remember that it is never too late 
for capacity building and adult education.

All of the elements mentioned above are rec-
ognisable in Finland. It is possible to further 
develop those elements also in Tampere and 
perhaps address them more precisely to old-
er unemployed people. The question that 
arises is whether we should really prioritise 
limited resources for employment services 
between different target groups in vulnerable 
labour market position or whether all services 
should be available for everyone regardless of 
age, sex and origin.

Comments from the Partners in Tampere and London

Employment rates for people aged 50 and 
over in the UK have been increasing since 
2001. The employment rate for 50 – 64 
year olds has increased from 62 % in 2001 
to 66 % in 2012 with the employment rate 
for people aged 65 and over increasing from 
5 % to 9 % over the same period. However, 

In the United Kingdom, moves to remove the default retirement age (formerly 65), grad-
ually equalise the State Pension age for men and women to 65, starting from April 2010, 
and then to increase it to 66 by April 2020 is driving public policy towards helping people 
to stay in work for longer.

despite these increases older people are less 
likely to be in employment than 25 – 49 year 
olds where the employment rate is current-
ly 80 %. Also, older people who are unem-
ployed are more likely to be in long-term 
unemployment; approximately 45 % of un-
employed people aged 50 – 64 have been 

5. 2 comments from london (United Kingdom)
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unemployed for a year or more compared 
to 30 % for 18 – 24 year olds and 38 % for 
25 – 49 year olds.

Welfare to work policy is mainly based on 
a two-pronged approach of Jobcentre Plus 
supporting benefit claimants for between 
3 – 12 months of their claim before being 
transferred to a private sector company 
delivering the national Work Programme. 
These companies are targeted to support 
people into work for up to two years and 
deliver under a ‘black box’ approach to 
commissioning and delivery meaning that 
central government does not prescribe the 
activities these companies need to put in 
place to support their clients. So although 
these companies do not have specific targets 
to support people aged 50 and over into em-
ployment they are expected to put in place 
a range of provision to cater to the needs of 
this age group. Jobcentre Plus at a local level 
has flexibility to commission relatively small 
projects for specific disadvantaged groups 
including people aged 50 and over.

Outside of Jobcentre Plus and Work Pro-

gramme support, the UK’s ESF framework 
includes a target to engage with and support 
over 320, 000 people aged 50 and over from 
2007 – 2013, and this is reflected in UK ESF 
funded projects and programmes.

Our judgement is that the findings and 
recommendations from the Age – Work – 
 Balance project are largely applicable to the 
UK. There is, for example, a strong emphasis 
on personalised support, advice and guid-
ance, and contractually obliging providers 
to help people sustain as well as find work.

There are also recommendations that the 
UK can do more to act upon, for example 
in relation to job creation and changing the 
mindsets of employers towards employing 
older people.

While there will need to be an element of 
developing and adopting a personalised ap-
proach to older people, this should be done 
within the context of delivering wider em-
ployment policy objectives to ensure that 
successful approaches are identified, main-
streamed and made available to other disad-
vantaged groups where appropriate.



38

In this section the five reviewed practices 
are described in detail. The descriptions are 
based on the fact finding sheets as well as 
on the results obtained during the first day 
of each of the workshops. The presentations 
and discussion are summarised in the work-
shop reports, which are publicly available at 

www.age-work-balance.metropolisnet.eu. 
For reasons of comparability and for analyt-
ical clarity the descriptions follow the same 
structure, focussing on the background, im-
plementation, results, innovative content 
and network structure of each of the prac-
tices.

Appendix

appendix
i. reviewed practices and underlying networks

While the unemployment rate of older peo-
ple has been increasing in Graz during the 
last decade, the business sector has faced 
increasing difficulties to find qualified work-
ers. Overall, it seems that there is a signif-
icant skills mismatch within the labour 
market. Consequently, there is a need for 
individualised placement services which 
provide a careful analysis of both the com-
panies’ requirements and the job seekers’ 
qualifications.

On the national level, the same legal rules 
and proceedings are applied by the PES 
(Public Employment Service) regardless 
of the applicant’s age, even though it has 
become clear that applying conventional 
measures to older people often fails because 
contents and needs are insufficiently tai-
lored to the age group. In fact, with increas-

I. I. I Background and Rationale of the Practice

ing age the individuality of people and their 
awareness about their own needs rise. This 
growing diversification can only be met by 
an equally great diversification of support 
services. Ideally, measure packages should 
facilitate, support and promote biographical 
learning, life stage oriented learning, learn-
ing from generations and experience orient-
ed learning. Measure packages should allow 
for smooth transitions between single meas-
ures and provide for a demand-oriented 
quick and uncomplicated utilisation of the 
required service. In this line of thought and 
in response to the apparent lack of a strategy 
for older people, the core idea of the practice 
“Experience counts” is to provide individu-
alised counselling and placement services to 
older unemployed people.

i.i graz (Austria) - Experience counts 11

11 See: www.age-work-balance.metropolisnet.eu/assets/Peer_Workshop_Report_Graz.pdf.
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I. I. II Description of the Practice 

In the early 90s, the PES conducted dual 
training courses for qualifi ed female job 
seekers in non-traditional professions. De-
riving from these experiences, the PES de-
cided to establish the practice “Erfahrung 
zählt!” (“Experience Counts“) as a place-
ment service which focuses on older people. 
The goals of the practice are to:

 sustainably re-integrate unemployed 
 people above the age of 45 into the 
 labour market;

 qualify unemployed people above the 
 age of 45 for a specifi c job; and

 help enterprises to fi nd people with the 
 required qualifi cations (i.e., to deal with 
 the skill mismatch).

The practice is funded by

 the provincial government of Styria;

 the PES of Styria; and

 collaborating companies seeking 
 qualifi ed people.

“Experience counts” is a measure package 
that comprises three projects. “Foundation 
Experience counts! / Implacementfounda-
tion 45+” is a service for the business sector, 
while “Career:Management!” and “Stop&-
Go!” are services for job seekers. These 
modules are designed as an individualised 
sequence of measures.

As a fi rst step, the PES offi  cers decide which 
people participate in the placement. The 
placement service is off ered only in the case 
of a qualifi cation gap. The rules of the place-
ment are then defi ned in a trilateral training 
agreement (Ausbildungsvereinbarung) be-

tween PES, move-ment (a private training 
provider) and the participant. Part of the 
agreement is a company’s commitment to 
employ the participant after the end of the 
training. The training is conducted by move-
ment, while the company provides qualifi ca-
tion measures in the workplace. During the 
training, participants are not employed but 
receive public assistance (including health, 
accident and pension insurance).

The module “Stop&Go! 45+” is funded by 
the PES. This module lasts for three weeks 
with the aim to assess the job seeker’s poten-
tial as well as to identify potential inhibiting 
factors towards employment. A compre-
hensive individual profi le is developed tak-
ing numerous relevant factors into account 
such as health and qualifi cations. Together 
with the move-ment advisor a ‘perspective 
plan’ is developed jointly and submitted to 
the PES. Finally, the decision will be taken 
on whether or not a participant can continue 
with “Career:Management!” or with “Foun-
dation Experience counts! / Implacement-
foundation 45+”. The costs per participant 
for this module range between 400 and 500 
Euros.

Within the module “Career:Management!”, 
move-ment provides accompanying case 
management for both the participant and 
the company during the entire placement. 
The costs per participant, which amount 
to approximately 3,000 Euros, are funded 
by the government of Styria (with 400 Eu-
ros per month being contributions from the 
company). Depending on the participant’s 
qualifi cations the placement may last up to 
six months (in exceptional cases up to one 
year). A wide range of occupational training 
is off ered, including home helper, nursing 
assistant, nursing home management, es-
tate agent, and insurance agent.
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While the ultimate decisions is taken by 
the PES offi  cers, there are a variety of ways 
through which older job seekers can get into 
the placement scheme, e.g.,

 the PES can off er the placement meas-
 ure to the company if it cannot fi nd 
 suitable employees;

 job seekers can contact move-ment and 
 apply for the measure; and

 a company reports a vacancy to the PES 
 and the PES contacts potential candi-
 dates. These people can then apply for 
 the position(s) and if a qualifi cation is 
 missing they can enter the placement 
 measure.

I. I. III Results and Impact of the Practice

Over the past ten years, 6, 624 people have 
attended the initial information event. The 
training was completed by 2,233 people, 
of which 1, 051 also underwent training in 
cooperation with a company. In the period 
from 1999 to 2009, 58 % of the participants 
were integrated into the labour market. Be-
tween 1999 and 2012,  59 % of participants of 
“Career:Management 45+” were integrat-
ed and 84 % of participants of the module 
“Placement Foundation 45+ / Foundation 
Experience Counts!” went into employment.

The average age of participants is 51. 6 years. 
The qualifi cation budget per person is on av-
erage 2, 109 Euros and the costs for compa-
nies amount on average to 3, 347 Euros per 
person. A project evaluation was conduct-
ed during the fi rst year of implementation 
(1999). Since then no further evaluation has 
been conducted.

I. I. IV Innovative Content of the Practice

The heterogeneity of people and their aware-
ness about their own needs rise with increas-
ing age. Heterogeneity relates to job experi-
ences, life experiences, learning experiences, 
health conditions and the attitude towards 
retirement. The participants vary also in 
relation to the duration of unemployment, 
their educational level, professional back-
grounds, countries of origin and mentalities. 
These factors have to be taken into account 
in designing tailored measures. Hence, of-
fering diff erent kind of measures has turned 
out as a prerequisite for successful interven-
tion strategies. This includes

 self-assessment via the Work-Ability
 -Index as a starting point for ‘perspec-
 tive planning’ together with the move-
 ment advisors;

 an individualised coaching approach;

 a variety of training methods which 
 are all based on the following principles: 
 self-organisation, self-defi nition of goals 
 (e.g. for the next week), self-defi nition 
 of training needs and topics, fl exibility 
 and self-reporting of working hours;

 the opportunity to switch between 
 diff erent measures;

 binding agreements between the actors.

The practice can be regarded as a “one-stop-
shop” where clients are guided, trained and 
advised during all integration phases. In 
contrast to mainstream measures, partici-
pants receive a bundle of measures during 
the integration chain.

Appendix
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I. I. V Network behind the Practice

The cooperation structures are defined in the 
Styria employment pact (STEBEP), founded 
by the European Social Fund (ESF). STEB-
EP serves as a platform for activities related 
to employment policies in Styria; it has been 
renewed in 2001 and 2007, respectively. The 
operational business is conducted by a core 

team, which can call in additional members 
when dealing with specific issues. The core 
team comprises the PES, the provincial gov-
ernment of Styria and the STEBEP coordi-
nation unit. On the operational level, the ac-
tors of the practice are the PES, move-ment, 
job seekers and companies.

In 2005, the German Federal Ministry of 
Labour and Social Affairs set up the feder-
al programme “Perspective 50plus” as part 
of the broader “Initiative 50plus”. The main 
actors in the programme are the 440 local 
Job Centers in Germany, which offer coun-
selling and placement services to long-term 
unemployed people. About 340 of these Job 
Centers are joint institutions, i.e. they are 
run in cooperation between the Federal Em-
ployment Agency and the communal level, 
namely the cities and counties. The idea be-
hind this construction is to provide services 
‘out of one hand’ to long-term unemployed 
people, first and foremost social benefit pay-
ments, placement services, child care provi-
sion and counselling on drug or debt prob-
lems. For political reasons, about 100 Job 
Centers are run by the cities and counties 
alone; these Job Centers do, however, have 
exactly the same objective and tasks to fulfil 
as the joint institutions.

The rules and instruments that are to be ap-
plied by the local Job Centers (dependent 
on whether they are joint or communal in-
stitutions) are defined in the Social Security 
Codes II and III. These leave comparative-

I. II. I Background and Rationale of the Practice

ly little room for manoeuvre amongst the 
Job Centers, i.e., Job Centers have limited 
opportunities for innovation and for tak-
ing into account local specificities. In that 
respect, the governance model in active la-
bour market policies can be described as a 
national one.

It is exactly this situation that the federal 
programme “Perspective 50plus” address-
es by providing Job Centers with addition-
al resources in order to enable them to try 
and establish innovative and effective ap-
proaches for the re-integration of long-term 
unemployed people into the regular labour 
market. The beneficiaries are people over 50 
years old who are unemployed for more than 
twelve months. The programme encourages 
Job Centers to form local partnerships for 
employment (so-called Employment Pacts) 
with other Job Centers and with public and 
private sector organisations.

“Perspective 50plus” can be regarded as be-
ing part of active labour market policies on 
federal level in financial but not in structural 
terms. As for the former, the budget for the 
programme, i.e. 350 million Euros, is tak-
en from the overall budget for active labour 

i.ii Berlin (Germany) – Berliner BÄr 12

11 See: www.age-work-balance.metropolisnet.eu/assets/WS_Report_Berlin_11-12-04-2012_FINAL.pdf
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market policies (about 5.3 billion Euros). In 
structural terms, the programme and, anal-
ogously, the project differ from usual active 
labour market policies. In general, active la-
bour market policies are implemented by the 
Federal Employment Agency (Bundesagen-
tur für Arbeit). The programme, in contrast, 
is governed directly by the Federal Ministry 
of Labour and Social Affairs, which directly 
negotiates targets and budgets with the lo-
cal Job Centers. Within the programme, 78 
territorial employment pacts receive finan-
cial support from the Federal Ministry. One 
of these pacts is the project “Berliner BÄr”, 
which is described below.

I. II. II Description of the Practice 

Since 2005, the Job Center Berlin-Pankow, 
the ComFort-Schulungszentrum GmbH, as 
a private training provider, and the Berlin 
Chamber of Crafts have been collaborat-
ing in order to implement the project. Over 
time this network has grown further and 
today includes five additional Job Centers 
from Berlin as well as the region Barnim in 
Brandenburg. The target group of the pro-
ject is long-term unemployed people above 
the age of 50 years. 44 % of these people do 
not possess a vocational qualification and 
have been unemployed on average for 4.8 
years.

Between 2005 and 2009 the project used to 
be implemented by external partners with 
the Chamber of Crafts being one of the lead 
partners. In 2009, this approach was fully 
reversed with the project from then onwards 
being to a large extent implemented by the 
Job Centers themselves. This led to the num-
ber of successful placements increasing sub-
stantially. At the same time, however, much 
of the innovation and creativity in the pact 

ceased. As a reaction to this, the pact is now 
in the process of finding and establishing a 
joint approach, i.e., it aims to keep the in-
ternal teams within the Job Centers while at 
the same time trying to (re-)establish the co-
operation with network partners. By means 
of example, the Chamber of Crafts, that used 
to be a strong partner and that has over time 
become a marginal figure, is likely to play a 
more prominent role again, especially with 
regard to cooperating with smaller compa-
nies as by their nature they have the neces-
sary business contacts.

In 2009, the Job Centers decided to em-
ploy additional staff with a limited contract 
for two years using funding from the “Per-
spective 50plus” programme. With the ad-
ditional funding a high level of contact can 
be ensured, so that the consultant knows the 
client very well in order to choose the right 
measure. To date, 75 to 150 clients are coun-
selled by each recruitment consultant. The 
close and frequent contact with the client 
and the selection of an individual measure 
have turned out to be pivotal in finding per-
manent employment for older workers.

The consultant can choose between meas-
ures of the Social Code II (i.e. the legal in-
struments defined by law) or individual 
measures. As an example of approaches that 
go beyond the legal instruments, the “Ber-
liner BÄr” offers a JobCafé as a communica-
tion and meeting point where older people 
can get advice on how to succeed in job in-
terviews.

Since 2011, specially trained JobScouts have 
been establishing contacts with employers. 
They take care of 20 to 30 clients for a pe-
riod of two to three months. The JobScouts 
have developed innovative ways of present-
ing better profiles of their particular clients, 

Appendix
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so that they can be used as promotion poster 
for events in the Chamber of Crafts. It is of-
ten very diffi  cult for long-term unemployed 
people to present an eyecatching CV so this 
measure helps to “sell” the clients to poten-
tial future employers.

Over time it was recognised that physical 
and mental health are crucial for re-inte-
grating unemployed people into the labour 
market. Hence, ‘health days’ were organised 
and a database was created with prevention 
measures. However, the hope that an in-
creased focus on health issues leads to more 
integrations has not materialised. Although 
the integration quota was not reached im-
mediately, awareness on health was raised 
among the clients which in turn might lead 
to a higher chance of employment in the fu-
ture.

I. II. III Results and Impact of the Practice 

In 2011, 17,000 clients were registered and 
of these, 10,500 should have been activat-
ed according to the targets set by the pact. 
A client is regarded as being activated if he/
she has been counselled for more than 25 
hours. The project reached 80 percent of 
this objective. As for integrations, 2, 165 cli-
ents were integrated (126 % target achieve-
ment), out of which 800 persons received an 
unlimited contract and 198 clients (9 %) set 
up their own business. The goal for 2012 is 
to integrate 2,195 persons. At the time of the 
peer review, 500 clients have already found 
employment.

I. II. IV Innovative Content of the Practice 

Within the German context the project can 
be regarded as innovative because it es-
tablishes a cooperation between diff erent 

network partners from the public and the 
private sector, including Job Centers and 
external institutions. In doing so, the project 
is not only able to provide complex and in-
dividualised services to the target group but 
also to initiate and organise a framework for 
mutual learning between the network part-
ners. Finally, the project has established an 
innovative health promotion approach to 
the participants which is often said to be 
lacking in active labour market policies.

I. II. V Network behind the Practice 

The project “Berliner BÄr” uses a mixed 
model, i.e., it employs internal teams in the 
Job Centers while at the same time working 
with external partners. The Job Centers are 
especially important for mainstreaming and 
ensuring sustainability, as training provid-
ers often depend on external funding. The 
main task of the Job Centers is the (re-) inte-
gration of the target group into employment. 
The administrative responsibilities of the 
project are distributed among the involved 
Job Centers. The Job Centers agree on the 
design and implementation of the project, 
in particular on the defi nition of objectives 
and the evaluation of the results. In addi-
tion, one person takes over the coordination 
of the pact (the so-called pact-coordinator). 
The pact-coordinator is responsible for:

 monitoring the implementation of the 
 project and the sub-projects;

 reporting to the Federal Ministry of 
 Labour and Social Aff airs;

 providing advice and support to the pact 
 partner regarding all project tasks;

 organising a regular exchange of 
 experience between the partners; and
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 organising the public relations activities 
 of the project.

A Job Offi  ce with fi ve Job Scouts was es-
tablished in 2011 which is responsible for 
contacting employers in order to establish 
an external network with local SMEs. It is a 
service provider for companies and provides 
applicant-oriented matching. The Scouts 
have set up a database of collaborating com-
panies whom they work closely together 
with.

Since 2005, the ComFort-Schulungszentrum 
GmbH is a member of the pact. In the fi rst 
programming period it has provided train-
ing and in the current programming period 
it is responsible for the issue of health. The 
company organises events where recruit-
ment consultants can exchange on health 
issues and has developed a database on pre-
ventive measures. ComFort has a contract 
for one year with an option of prolongation.

Senior Consultants are engineers above the 
age of 50 who were further trained by the 
project “Berliner BÄr” and who provide 
counselling services to companies in the 
Chamber of Crafts. However, this initiative 
was suspended in 2010. Instead, the project 

plans to place a Job Scout once a week at 
the Camber of Crafts in order to off er such 
counselling services. In the past the Cham-
ber of Crafts was very much integrated in 
the pact through off ering to further educate 
the Senior Consultants. Since this initiative 
does not exist anymore, the interest of the 
Chamber in the pact has decreased.

Furthermore, ‘ambassadors’, i.e. public-
ly recognised persons such as the cycling 
world champion Werner Otto, support the 
public relation work of the pact by, .e.g., 
organising a cycling tour. The pact also col-
laborates with the business association Ber-
lin-Brandenburg which supports the public 
relations of the project by having a link the 
project on their webpage, publishing articles 
about the project and including an accom-
panying letter of the project in their mail 
correspondence with enterprises.

Since 2011 the pact also collaborates with 
the German-Turkish Chamber of Industry 
and Commerce (GTCIC) since some districts 
have a high share of migrants with Turkish 
background. Finally, the “Berliner BÄr” 
works together with private employment 
agencies which are, however, not members 
of the pact.

Appendix

I. III. I Background and Rationale of the 
Practice 

In January 2011, 76,000 jobless people were 
registered in Hamburg out of which 19,000 
were older than 50 years. At the time of the 
peer review in March 2012, 50,166 persons 
were long-term unemployed and 17,244 

short-term unemployed. About 60 % of 
the long-term unemployed and 25 % of the 
short-term unemployed do not have a voca-
tional training. While nationwide 30.5 % of 
jobless people are above the age of 50, the 
share of this group amounts to 25.1 % in 
Hamburg.

i. iii hamburg (Germany) – ceBB 13

13 See:	www.age-work-balance.metropolisnet.eu/assets/Peer-Reviews_Report_Hamburg_fi	nal-version.pdf
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To date, one of the most urgent and com-
plex challenges is to bridge the gap between 
a growing need for qualifi ed workers and 
a relatively high share of long-term unem-
ployed workers. Framed diff erently, the in-
creasing divide between the demands of em-
ployers and the disadvantages of long-term 
unemployed people creates an urgent need 
for qualifi cation and training provision, as 
well as for counselling and advisory services.

In Hamburg, this growing need has been ad-
dressed by the “CeBB” (Centrum für Bildung 
und Beruf – Centre for Vocational Training 
and Employment), which is explained below.

I. III. II Description of the Practice

The “CeBB”  provides support to job seekers 
above the age of 40 and to employers. The 
objectives of the “CeBB”  are to:

 increase the employability of 
 unemployed job seekers;

 motivate older unemployed people to 
 return to the labour market;

 consult enterprises concerning an ageing 
 workforce and the potential lack of 
 skilled workers in the future;

 convince employers to hire older people; 
 and

 promote lifelong learning and training.

In order to meet these goals, the “CeBB”  
off ers career advice and labour market in-
formation, training courses to improve job 
application skills, basic IT, training pro-
grammes, courses on health promotion, as 
well as a self-learning-centre.

The “CeBB” started at the end of 2005 and 
consisted of three phases:

1. 2006 – 2007:

The “CeBB”  was founded as part of the 
EQUAL initiative. At regional level the lead 
partner KWB (Koordinierungstelle Weiter-
bildung und Beschäftigung e.V.; Coordi-
nating Agency of Vocational Training and 
Employment) cooperated with fi ve local 
partners to implement a service for counsel-
ling, job-placement, and health and fi tness 
training. On the transnational level there 
existed a partnership with partners from 
Great Britain (Exeter), France (Nantes) and 
the Czech Republic (Prague).

2. 2008 – 2010:

The “CeBB”  was run under the ESF strand 
“Regional Competitiveness and Employ-
ment” and was co-fi nanced by the City of 
Hamburg.

3. 2011 – 2012:

Since 2011 the KWB has run the project with-
out any further partners. At present, only 1.5 
full time equivalent positions are funded by 
project, which is currently fi nanced by un-
spent EU funding of other KWB projects 
and the City of Hamburg.

I. III. III Network behind the Practice

The implementing organisation of the “CeBB”
is the KWB. The company is closely linked 
to the “Unternehmensverband Nord (UV 
Nord)”, an infl uential employer organisation.

The KWB develops and manages educa-
tional programmes, establishes networks, 
consults suppliers to set up and fi nance ed-
ucational projects, organises conferences 
and fairs, develops and conducts e-learning 
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courses and designs training curricula for 
a variety of target groups such as women, 
migrants etc. It was established in 1990 as 
a non-profit organisation by the Business 
Association North (Unternehmensverband 
Nord), the City of Hamburg, the Public Em-
ployment Service (Arbeitsagentur) and the 
Trade Unions. The KWB initially designed 
and coordinated employment services for 
companies, e.g., training for low skilled em-
ployees. The support for enterprises nowa-
days contains additional services like con-
sulting services on the issue of demographic 
change, analysing the age-structure within 
companies, conducting workshops with hu-
man resources staff to develop measures 

and plans, health promotion, and consul-
tation on subsidy programmes. The KWB 
is working in networks and is a member of 
the “ddn	–	deutsches	demografie	netzwerk”	
(German Demography Network) which com-
prises more than 300 enterprises.

I. III. IV Results and Impact of the Practice 

Table 2 summarises the key figures for the 
three working periods of the “CeBB”. The 
numbers clearly show that a reduced budget 
and staff has had serious consequences for 
the number of clients supported and the 
amount of services provided.

same time, its work is to motivate unem-
ployed people to find a job and, if necessary 
to undergo further training in advance. As 
such, the “CeBB” contributes at the local lev-
el to fighting the shortage of skilled labour 
and the transition towards lifelong-learning 
in times of demographic change.

I. III. V Innovative Content of the Practice 

The main innovation of the project is the 
provision of integrated services to both 
employers and job seekers. As a one-stop-
agency the “CeBB” is easily accessible to 
both parties. The “CeBB” uses its position 
as a partner for companies and job seekers 
to align the needs of both sides. On the one 
hand, it aims to change the mindset of em-
ployers with respect to older workers. At the 

Appendix

objectives 2006 – 2007 2008 – 2010 2011 total
Job seeker consultations 1092 1364 119 2575
Coaching participants 144 134 0 278

Course participants 1266 819 95 2180
E-learning users 239 137 46 422
Job placement 62 74 4 140
Consultations with enterprises 58 108 26 192

table 2:  
participation rate

Source:  
Peer Review City Workshop Report,  
Hamburg, 2012.
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I. IV. I Background and Rationale of the 
Practice

Spain’s national labour market strategy is 
focused on the reduction of current unem-
ployment. The objectives of the current na-
tional strategy are the reduction of youth 
unemployment, integration of people with 
disabilities or at risk of exclusion, promo-
tion of self-employment, fight against fraud, 
and the stimulation of public-private col-
laboration. At national level the integration 
of long-term unemployed people aged 50+ 
is not a priority issue and there are no pro-
grammes addressing this specific group.

At regional level there is not much freedom 
of action on employment strategies. Region-
al Employment Agencies mainly implement 
the national strategies. In line with national 
priorities there are no regional programmes 
specifically targeting long-term unemployed 
people above the age of 50. At local level, 
cities and municipalities do not have com-
petences on employment matters. Never-
theless, they are very active and have more 
freedom of action. Local networks are not 
formally linked, but work on a variety of 
employment promotion projects covering 
a range of issues including entrepreneur-
ship stimulation, vocational training pro-
grammes, innovation and employment for 
disadvantaged groups. Their contact with 
the target groups is more direct and person-
alised than on the regional level. Their local 
approaches address specific target groups 
such as unemployed people aged 25+ and 
unemployed people aged 45+.

I. IV. II Description of the Practice

The “Order EMP / 54 / 2010” consists of a 
subsidies measure to encourage the recruit-
ment and contract maintenance of unem-
ployed people, preferably from the groups 
with more difficulties to enter the labour 
market, among which people above the age 
of 50 make up a significant group. It consists 
of the concession of bonuses and support to 
promote employment creation, maintenance 
and stability through four programmes:

Programme I. Promotion of permanent em-
ployment contracts among small and medi-
um enterprises and private non-profit enti-
ties.

Programme II. Promotion of permanent 
employment contracts among micro-enter-
prises and private non-profit entities (com-
panies with less than ten workers).

Programme III. Promotion of permanent 
employment contracts among self-employed 
people or mutual entities, with no workers 
employed.

Programme IV. Programme for strengthen-
ing employment stability through contract 
maintenance and later contract conversion 
from temporary or fix-term contracts to per-
manent contracts.

i. iv Santander (Spain) - order Emp/54/2010 14

14 See: www.age-work-balance.metropolisnet.eu/assets/WS-Report-Santander-peer-review.pdf.
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The shared objectives of all four programmes 
are:

 Promotion of employment creation, 
 maintenance and stability in Cantabria.

 Provision of support to employers and 
 enterprises for recruiting registered 
 unemployed people in Cantabria.

 Promotion and stimulation of the 
 conversion of permanent contracts 
 versus temporary or fi xed-term 
 contracts in Cantabria.

 Promotion of full-time contracts in 
 Cantabria.

 Promotion of recruitment of unem-
 ployed people, preferably from the 
 groups with more diffi  culties to enter the 
 labour market.

The practice is fi nanced equally by the Re-
gional Government of Cantabria and the 
ESF. The total budget for the implemen-
tation of this measure in Cantabria was 
5,240, 000 Euros. The following table sum-
marises the fi nancial incentive structure of 
the practice. It shows that while in general 
all age-groups are eligible for the subsidy 
scheme, employers hiring persons above the 
age of 45 receive the highest subsidies.

Appendix

 
age of the person hired Subsidy amount Subsidy amount

+ bonus
Subsidy amount

+ 2 bonuses
16 – 30 years 3,500 € 4,500 € 5,000 €
31 – 44 years 3,000 € 4,000 € 4,500 €

45+ years 5,000 € 6,000 € 6,500 €

 
 age of the person hired Subsidy amount Subsidy amount

+ bonus
Subsidy amount

+ 2 bonuses
16 – 30 years 4,500 € 5,500 € 6,000 €
31 – 44 years 4,000 € 5,000 € 5,500 €
45 + years 6,000 € 7,000 € 7,500 €

 age of the person hired Subsidy amount Subsidy amount
+ bonus

Subsidy amount
+ 2 bonuses

16 – 30 years 5,500 € 6,500 € 7,000 €
31 – 44 years 5,000 € 6,000 € 6,500 €
45+ years 7,000 € 8,000 € 8,500 €

table 3: 
Subsidy Structure

programmE i: SMEs	and	non-profi	t	private	entities	with	10	or	more	workers

programmE iii: Self-employed without workers in the last 12 months

programmE ii: Micro-enterprises	and	non-profi	t	entities	with	less	than	10	workers
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The recipients of the subsidies are SMEs, 
non-profit private entities, micro-enterprises, 
and self-employed people. All recipients had 
to be located in Cantabria and develop their 
activity within the region. In addition to this, 
the companies applying to receive the subsidy 
had to be up to date with their tax duties and 
meet the Social Security and the Autonomous 
Community obligations. The beneficiaries of 
the project are unemployed people registered 
at the Cantabria Employment Service or at 
any of the authorised employment agencies 
in Cantabria.

I. IV. III Network behind the Practice

The Cantabria Labour Directorate in coordi-
nation with the Cantabria Employment Ser-
vice is responsible for the management of an 
integrated employment policy in Cantabria. 
These institutions were responsible for the 
development and implementation of “Order 
EMP / 54 / 2010”. The Labour Directorate, 
under the Ministry of Economy, Finance and 
Employment of Cantabria, represents the 
employment authority in the territory of the 
Autonomous Community of Cantabria. It is 
responsible for the implementation of em-
ployment policies with the following compe-
tencies: labour conditions, conciliation, medi-
ation and arbitration, promotion of the social 

dialogue, monitoring and assessing social 
agreements, industrial relations, model man-
agement, processing grants and subsidies on 
labour and employment. The Cantabria Em-
ployment Service, which also is part of the 
Ministry of Economy, Finance and Employ-
ment in Cantabria, in turn implements active 
labour market policies on behalf of the Min-
istry.

“Order EMP / 54 / 2010” Cantabria was con-
vened by consensus with the major social 
agents through the Social Partnership Agree-
ment. Cantabria trade unions and employ-
er associations participated at the definition 
stage of Programme IV (contract conversion) 
with the aim of adjusting the practice to the 
requirements of the groups they represent. 
Trade Unions requested permanent contracts 
with good working conditions (wages, benefits, 
etc.). Employers’ associations in turn request-
ed higher budget concession, less requirements 
and more flexibility for companies.

I. IV. IV Results and Impact of the Practice

The total amount granted to the city was 
1,285, 984 Euros. Table 4 shows the number 
of contracts signed and the amount allocated 
by age group, as well as by type of programme 
and by gender for the group of persons above 
the age of 45.

14 See: www.age-work-balance.metropolisnet.eu/assets/WS-Report-Santander-peer-review.pdf.

 

age of the person hired Subsidy amount Subsidy amount 
+ bonus

Subsidy amount 
+ 2 bonuses

16 – 30 years 2,500 € 3,500 € 4,000 €
31 – 44 years 2,000 € 3,000 € 3,500 €
45+ years 3,000 € 4,000 € 4,500 €

programmE iv:  
Private	SMEs	and	non-profit	entities	contract	conversion	commitment	from	tempo-rary	to	permanent.

Source:  
Source: Peer Review Workshop Report,  
Santander, 2012.
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age group number of  

contracts Signed
total Subsidy 

amount
16 – 30 years 120 465,650 €
31 – 44 years 107 399,934 €

45+ years 72 420,399 €

 
 programme number of  

contracts Signed
total Subsidy 

amount
Programme I 8 45,000 €
Programme II 48 300,883 €
Programme III 6 43,500 €
Programme IV 10 31,016 €

 programme number of  
contracts Signed

total Subsidy 
amount

Female 37 217,196 €
Male 35 203,203 €

Appendix

I. IV. V Innovative Content of the Practice

The concession of subsidies to promote the 
creation, maintenance and stability of em-
ployment in Cantabria is not an innova-
tive measure itself, as this type of incentive 
measures has been implemented in different 
contexts with different target groups.

table 4:  
contracts and Subsidies

contracts and Subsidy by age group

contracts and Subsidy by programme for age group 45+

contracts and Subsidy by gender for age group 45+

Source:  
Peer Review Workshop Report,  
Santander, 2012.
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15 See: www.age-work-balance.metropolisnet.eu/assets/Dublin-Peer-Review.pdf.

I. V. I Background and Rationale of the Prac-
tice

As a result of the financial crisis, the collapse 
of the construction industry and its effects 
on other sectors, especially retail, unem-
ployment in Ireland increased from 4.5 % 
(2007) to 14.5 % (2011) with long-term un-
employment rising from 1.6 % to 8 %. While 
the crisis has particularly affected young 
workers, people aged 45 – 64 make up a sig-
nificant percentage of the registered unem-
ployed. A quarter of those unemployed for 
under a year fall into this age group with this 
figure increasing to one third for those un-
employed for over a year. Unemployed old-
er workers have relatively low educational 
qualifications. 70 % have not completed sec-
ondary school, i.e., they do not have a school 
leaving certificate qualification (compared 
with just 20 % within the overall workforce).

Labour market policies in Ireland are de-
signed at national level by the government’s 
Department of Social Protection (DSP). Lo-
cal or city authorities have no designated 
role in activation policy or implementation. 
Implementation is carried out by local DSP 
offices (the Public Employment Service - 
PES) around the country - supplemented by 
25 Local Employment Services (LES) which 
are based mainly within local area partner-
ships.

I. V. II Description of the Practice

Area partnerships are independent organ-
isations which implement a range of pro-
grammes at local level on behalf of the gov-
ernment to tackle social exclusion – key 
among these are LES. Partnerships are run 
by boards of management made up of repre-
sentatives of Trade Unions, community and 
voluntary sector, business, and local govern-
ment. This structure provides the LES with 
the strong local links and local knowledge to 
adapt their services to the specific needs of 
their local areas.

The PES situated within the Department 
of Social Protection provides a general em-
ployment service to newly unemployed peo-
ple while the LES were set up to focus on 
long-term unemployed people. Doing so, 
they do not follow a target group specific 
approach. The LES were set up in 1996 to 
tackle long-term unemployment which had 
reached 12 %, and much higher in some are-
as, e.g., in Ballyfermot it was 45 %. The aim 
in establishing locally based employment 
services was to enable a local response to a 
local problem, bringing together local ser-
vices and support for unemployed people to 
ensure the most effective outcome for them. 
The LES can be situated in the context of 
Ireland’s strong voluntary and communi-
ty sector which facilitates community self-
help initiatives to deal with problems like 
drug addiction and unemployment. The 25 
LES have their own national network which 
meets monthly and engages in dialogue with 
the PES on policy issues to do with the ser-
vice being provided.

i. v dublin (Ireland) – local Employment Service 15
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The LES are funded with special contracts 
by PES and work as independent bodies as 
part of the government’s national Labour 
Market policy.

I. V. I Background and Rationale of the  
Practice

LES have an active national network which 
meets monthly and this network links into 
the PES nationally on policy issues. Each lo-
cal LES networks with the local PES, local 
training and education providers and the 
wide range of community and voluntary fa-
cilities that provide much of the social sup-
port infrastructure in the Irish context.

The networking within which BLES operates 
is not only a network but a key tool within 
the practice which enables provision of the 
individualised support needed. While the 
national government’s PES sets targets for 
the locally based LES within a contractual 

process, LES are not simply implementing 
national policy but have a degree of free-
dom to decide to change and adjust their ap-
proaches. However, the shift in the balance 
between flexible agreements and trust and a 
more contract controlling approach may be 
also shifting the balance between local and 
national control. PES contracts with LES 
now contain greater specification of targets.

I. V. IV Results and Impact of the Practice

The current employment crisis is having a 
significant impact on both the practice itself 
and the network relationships. There has 
been a huge increase in the number of peo-
ple accessing the service with the number of 
advisors remaining constant and also a shift 
in the networking relationships with greater 
national intervention into the local practice. 
Table 5 summarises the participation and 
placement numbers in 2011 and 2012.

 
total older job  

Seekers (50+)
total older job  

Seekers (50+)
Participants in 
training / education / 
labour market  
programmes

817 85 608 65

Job placements 381 41 198 19

table 5:  
participation and placements

2011 2012 (January – June)

Source:  
Peer Review Workshop Report,  
Dublin, 2012.
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www.age-work-balance.metropolisnet.eu

www.facebook.com/AgeWorkBalance
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