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1 |  PART ONE  

1.1 Characteristics of the national/regional labour market and social policies1 

 

1.1.1 Institutional setting (laws, regulations, in-kind and cash benefits, services etc. in 

the relevant policy areas; wage setting institutions)  

 

a) Welfare system 

 

Belgium has a well-developed social security system with universal health coverage. Employers and 

employees both pay social security contributions as a percentage of gross income.  

 

It is compulsory to register with a health insurance fund as soon as a person has an income (from 

employment, unemployment or self-employment). If a worker is not able to work due to illness or 

accident the health insurance pays a substitute income for a certain period of time.  

 

The mandatory unemployment insurance is quite unique in that benefits last for the duration of 

unemployment. To be able to claim unemployment benefits workers have to be able to prove a 

sufficient number of working days during a particular reference period. School-leavers are entitled 

to it after a ‘professional integration period’ of one year (a nine month period called ‘waiting time’ 

before 2012)2.  

 

Social welfare benefits are paid out by the Public Social Welfare Centres (OCMW’s). Formally it 

is not the OCMW's duty to provide an income but to realise social integration preferably sought 

through employment. An instrument to realize this is the individualised project for social 

integration, a kind of ‘integration contract’ which stipulates the best fitting route to integration (for 

example through education). Only if employment is impossible or not yet possible, a person has the 

right to financial aid, called living wages. The amount is dependent on household situation.  

 

The retirement pension is a ‘Pay-As-You-Go system’ (Hoj, 2013) calculated according to the 

duration of the career and the received wages. The normal pension age is 65 and a full career takes 

45 years for men and women. Before 2009 the normal retirement age was 65 for men and 60 for 

women and a 45 year working career for men versus 40 years for women.  

 

 

 

 

1  Based on Work Package 2 

2 Before 2012 individuals were entitled to these unemployment benefits (at that time called ‘waiting allowance’) for an indefinite 

period. Since January 2012, cohabitant school-leavers are only entitled to an ‘insertion allowance’ for a maximum period of three 

years. For other school-leavers, this time limit of three years starts to count only from the age of 30 (Cocxk, 2013).  
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b) The schooling system 

 

The educational system is organized by the communities. Compulsory schooling starts at age six 

and ends at eighteen. Secondary education is possible in 4 disciplines (general and technical 

education, art school and vocational training), starts at the age of 12 and is divided in three degrees 

of 2 years. Belgium’s education systems perform better than the EU average (EC, 2013a), but there 

are differences between the communities.  

 

The system is characterized by grade repetition and early tracking with an (implicit) hierarchical 

ordering of the tracks (from general, to technical to vocational tracks). This result in a so called 

‘cascade system’: many pupils who start in the ‘higher’ tracks are gradually forced down the 

cascade by a system of reorientation at the end of each school year. Technical and vocational tracks 

therefore attract more low-ability and discouraged pupils, which is detrimental to its image (Cockx, 

2013). Both the hierarchical ordering of the tracks and the use of retention as a policy of 

remediation is more pronounced in the French than in the Flemish Community (HRW, 2009, p. 

80). In 2008, as much as 58% of French speaking pupils had accumulated at least one year of 

schooling delay in the fifth year of secondary school, compared to 35% for the Flemish pupils 

(Cockx, 2013, pp. 8-9). 

 

Combining education with work is quite uncommon in Belgium. The education to work 

transition is in many cases quite abrupt as apprenticeship schemes, internships and small hours 

student jobs are not well developed (Hoj, 2013, p.16). From 16 years onwards, students in the 

vocational track can enter part-time education, but in 2008 only 3% of youth, aged between 15 and 

29 combined studying with working, while this share is 12% in the EU-15 (HRW, 2009, p. 14). 

Moreover, part-time students have many difficulties in finding employment during this period 

(Cockx, 2013).  

 

Overall performance is marred by early school leaving, strong differences between nationals 

and pupils with migrant background, low participation in adult learning - in particular 

among older workers - and varying degrees of school autonomy in the different education 

networks (EC, 2013a). 

 

Belgium disposes of a qualified workforce reflected in the fact that the European 2020 target that 

calls for a minimum of 40% of the population aged 30-34 to complete higher education is already 

reached (EC, 2013b). In 2010, this indicator already reached 44.4% in Belgium so that the 2020 

target has been set at 47% for Belgium. However, the number of graduates in science and 

technology is relatively low in Belgium (accounting for 15.8% of the new tertiary education 

graduates in 2008 compared to the EU average of 21.9%) resulting in a mismatch between labour 

supply and demand (EC, 2013b, p.47). 
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c) Labour market regulation 

 

The employment protection legislation  

 

When looking at the OECD index for protection of permanent workers against individual dismissal 

(taking into account procedural inconvenience, notice and severance pay as well as difficulty of 

dismissal), Belgium is close to the OECD average (OECD, 2013b, p 83). With regard to collective 

dismissal, Belgium has one of the most stringent legislation in the world (Belgium has the highest 

value in the OECD of the indicator for additional provisions for collective dismissals that 

quantifies additional restrictions, over and above those for individual dismissals, OECD, 2013b, p. 

85). With regard to the regulation on temporary contracts Belgium finds itself close to the OECD 

average (OECD, 2013b, p. 92). 

 

It is important to take notice of the fact that in Belgium a difference is made between white and 

blue collar workers. They have different working contracts, holidays, dismissal rules, etc. This was 

ruled to be discriminatory and unconstitutional and as of 2014 the differences will be removed 

thanks to a uniform statute (‘eenheidsstatuut’) for both types of workers. According to Cockx 

(2013, pp. 4-5) Belgian employment protection legislation (EPL) is probably among the strictest in 

the OECD for high-wage white collar workers, while the reverse holds for blue collar workers. 

 

The wage setting system 

 

Belgium is a highly coordinated country, characterized by the presence of strong and influential 

trade union actors (Degryse, Jepsen, & Pochet, 2013). Collective bargaining takes place at three 

levels: national, sectorial and firm level. At the national level social partner organisations 

represented in the National Labour Council conclude an ‘interprofessional agreement’. In this 

agreement the ‘wage norm’ for maximal wage increases (with the upper limit determined by the 

expected wage developments in the neighbouring countries) and the minimum wage are set. The 

interprofessional agreement acts as a framework for collective agreements at sectorial level. These 

include various topics like industry job classification systems, which wage increases are 

implemented and in what manner as well as the method to adapt wages to inflation. Upon request 

by the signatory parties, they can be made legally binding by Royal Decree, conditional on approval 

by the government, for all companies and employees represented by the sector committee (EC, 

2013b, p.16). The sectorial wage agreements cover more than 90% of all employees (Hoj, 2013). 

Firm-level agreements are bound by the agreements concluded at sectorial level. 

  

The minimum wage varies much between sectors. In most sectors a higher minimum wage than 

the one in the interprofessional agreement is negotiated (Cockx, 2013). At the beginning of 2013 

the minimum wage varied between € 7 and € 18.50 an hour (HRW, 2013, p18). Currently there is a 

phasing in of the minimum wage by age, the reduced rate is 70 percent for those aged less than 17, 

gradually increasing to 100% at age 21. This will be abolished by 2015 (Cockx, 2013). 

 

Belgium has a system of automatic wage indexation that is included in all sectoral wage 

agreements and takes place when the health index (a consumer price index without items such as 

transport fuels, tobacco and alcohol items) reaches a certain threshold (typically applied to public 

wages and in some private sectors) or at fixed intervals (most private sectors). The health index is 

also used for indexing benefits and other social transfers, subsidies (e.g. the service vouchers) and in 
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the health care sector (e.g. doctors’ fees). This mechanism ensures that unexpected inflation 

translates into higher wages (Hoj, 2013, p.24). 

 

The wage system used to be age based but became slightly more flexible as a system where pay 

grade schemes are based on competence or seniority (implemented in 2007 and effective in wage 

contracts from 2009, following an EU court ruling that age based wage systems are discriminatory) 

(OECD, 2009). According to Hoj (2013, who cites Babecky et al., 2009) this results in rigid real 

wages, which forces firms to adjust labour costs via labour inputs, explaining the high take up of 

reduced working time schemes and the encouragement of older workers to leave (on early 

retirement) so they can be replaced by cheaper (because of the strong seniority element in wages) 

younger workers.  

1.1.2 Demographic structure (population structure, education and skills, migration)  

 

 

Belgium’s active workforce is steadily ageing. The share of older workers (50-64) in the active 

population has increased from 25.2% in 1999 to 29.9% in 2012, primarily at the expense of the 

share of 25-49 year olds (56.2% to 51.8% in same period) and to a lesser extent the 15-24 year olds 

(Figure 1.1).  

Figure 1.1 Share of working age population according to age 

 
 

Source Eurostat LFS (Bewerking Steunpunt WSE/Departement WSE) 
 

 

In generall, we observe higher educational qualifications over time. The share of people with low 

qualifications decreased from 38.2% in 2001 to 27.2% in 2012 (Figure 1.2). The reasons are 

twofold. Lower educated older workers are leaving the labour market on the one side, while youth 

with better qualifications levels enters the labour market on the other. 
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Figure 1.2 Share of working age population according to educational level (20-64 year) 

 
 

Source Eurostat LFS (Bewerking Steunpunt WSE/Departement WSE) 

With respect to migration, the proportion of people not born in Belgium in the active population 

has gradually increased over time. In 2005, 13. 5% of the working age population was not born in 

Belgium, while in 2012 this increased to 17.3% (Figure 1.3). However, this is still an 

underestimation of the migrant population in Belgium as these figures do not take into account 

second generation immigrants.  

Figure 1.3 Share or working age population according to country of birth 

 
  

Source Eurostat LFS (Bewerking Steunpunt WSE/Departement WSE) 
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1.1.3 Socio-economic structure (regional disparities, types of firms that dominate, 

industry structure and prevailing sectors)  

 

The Belgian labour market is characterized by a large proportion of small enterprises. The larger 

organizations (>250 workers) represent only 0.2% of all organizations in Belgium. Small enterprises 

(<250 workers) represent 99.8% of all Belgian companies, while micro-enterprises (<10 workers) 

represent 94% of all Belgian companies (2011; source: Eurostat).  

 

The economy as a whole strongly depends on the public sector. As a result, the labour market is 

less sensitive to cyclical fluctuations. Furthermore, the economy traditionally relied on industrial 

sectors, including a number of vulnerable sectors such as the textile or assembly sectors. The 

important role of commercial services is reflected in high start-up and closing levels, although the 

proportion of startups is below the European average. Strong job creation in the health care sector 

and, more recently, service voucher activities, resulted in steady annual employment growth. 

 

Belgium has been moving progressively towards a service-based economy over the past decades 

(EC, 2013b). The tertiarisation of Belgian employment since 2007 is on a faster pace than before 

the crisis (HRW, 2013, p. 37). When comparing 2007 with 2011 (most recent data available) the 

sector of business services, which comprises the service vouchers and tempagancy companies, has 

risen in particular. In 2011 in all three regions more than 3/4th of jobs were in the service industry, 

in Brussels even 9 out of 10 jobs (HRW 2013, p 38). Government administration and international 

institutions (e.g. EU and NATO) are concentrated in Brussels resulting in a high demand for higher 

educated profiles. In 2011 25.1 % of jobs in Brussels were in the sector of government and 

education, compared to 20.4% In Wallonia and 14.1% in Flanders (Ibid).  

 

The industry is in decline. Whereas it represented 20 % of paid employment in 2000, that share 

has fallen to just 15 % in 2012 (NBB, 2012, p. 133). In 2011 the share of industry employment was 

15.4% in Flanders, 12.6% in Wallonia and 4.4% in Brussels. This economic structure results in 

Flanders being more sensitive to the business cycle than the other regions. The HRW (2013, p. 64) 

illustrates this with the number of workers affected by firms intentions for collective dismissals 

from January to December 2012: 938 workers in Brussels, 3539 in Wallonia and 12 230 in Flanders. 

 

Belgium is still specialised in medium technological goods (which are easily substituted and are 

thus more exposed to competition from lower wage countries) and the share of high tech goods in 

total exports (despite its increase) is still below 20% (EC, 2013b). 
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1.1.4 Processes and actors of policy-making and policy implementation (interactions, 

e.g. roles of governmental departments, national and regional competences, 

patterns of social dialogue and collective bargaining, role of charities, profit and 

not-for-profit social service providers in providing social and employment-

related services etc.)  

 

With regard to labour market policy, the federal state is responsible for the ‘passive’ component, 

while the ‘active’ component is a shared responsibility between regions, communities and the 

federal government. However, due to the 6th state reform, important changes to labour market 

responsabilities will take place. The state reform embodies a devolution of spending responsibilities 

to the communities and regions and should be fully implemented by 2015. The regions will have 

more competences regarding ALMP: occupational training, a set of employment incentives ( e.g. 

reductions in social security contributions for specific target groups will become a competence of 

the regions while general reductions in social security contributions will stay at the federal level),  

direct jobcreation (for example the service vouchers3) and controlling and sanctioning active 

jobsearch behavior will go to the regions (but the normative framework will stay federal). The 

transfers of competences and budgets create a window of opportunity for reform. 

 

First of all there is the Federal Public Service Employment, Labour and Social Dialogue (FOD 

WASO: Federale Overheidsdienst voor Werkgelegenheid, Arbeid en Sociaal Overleg) that guarantees the 

balance between employers and employees in their labour relations, the wellbeing of workers and 

the development of social legislation. Every region also has a department that has responsibilities 

regarding the policy domain of employment. 

 

The National Social Security Office (RSZ: Rijksdienst voor Sociale Zekerheid) collects and manages the 

social contributions of employers and employees used to finance the various branches of social 

security. It collects and distributes the basic administrative data for other social security institutions. 

 

The National Employment Office (RVA: Rijksdienst voor Arbeidsvoorziening) manages and activates the 

unemployment benefits. It implements certain employment measures and schemes for temporary 

working time reductions. The RVA is in charge of administering sanctions for non-compliance with 

the conditions linked to the reception of unemployment benefits, based on information provided 

by the public employment services. However, due to the state reform the implementation of 

controls and sanctions of active jobsearch behavior will go to the regions.  

 

The Federal Public Service Social Integration, anti-Poverty Policy, Social Economy and Federal Urban Policy 

(POD MI: Programmatorische Overheidsdienst Maatschappelijke Integratie) aims to guarantee a dignified 

existence to all persons who do not qualify for social security and who live in poverty. It has 

competences to activate persons on social benefits.  

 

The local social welfare offices (OCMW: Openbare Centra Voor Maatschappelijk Welzijn) run by the 

municipalities, are responsible for the administration of social welfare benefits (‘living wages’ and 

other benefits) and also offer a number of activation measures (employment and guidance in the 

employment path) and other services (for example debt settlement and budget guidance). Due to 

the 6th state reform the labour market guidance of social benefit recipients will become a regional 

responsibility. 

 

 

3 The service voucher scheme is a consumer subsidy introduced in 2004 to create jobs in the domestic service sector (and reduce 

informal employment) by encouraging demand for these services through highly subsidised prices. The domestic workers have a 

contract with a registered service company, but carry out the domestic work at the user’s residence. 
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Every region in Belgium has its own public employment service (PES). VDAB is the Flemish PES, 

Forem is the Walloon PES, Actiris is the Brussels Capital PES, and the ADG is the PES for the 

German-speaking community.  

1.1.5 Cultural setting (ideas, norms, customs and traditions)  

It seems that the dominating discourse diverges across the language border. While the approach in 

Flanders is more inspired by the Anglo-Saxon model, the Francophone policy (Wallonia, Brussels) 

seems to lean more towards the southern models. This is particularly the case with respect to 

activation and guidance (outplacement, tailored guidance, duties and obligations of jobseekers, etc.) 

which are stricter, more closely followed up and enforced by the Flemish public authorities and  

public employment service (VDAB).  

1.2 Current labour market situation 

 

Belgium suffers from below-average and stagnating labour market participation and high 

(un)employment disparities across regions and population subgroups (Figure 1.4). The Flemish 

region performs best with regards to activity rate, employment rate and unemployment rate. 

According to the European Commission (EC, 2013a) both issues have a number of drivers, such as 

the erosion of cost-competitiveness, high labour taxation, still low overall innovation capacity and 

low job creation potential in certain areas where the predominant industrial mix is in decline, 

limited labour mobility, persisting educational, geographical and skills mismatches and ineffective 

activation policies. 

http://www.dglive.be/
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Figure 1.4 Evolution of the socio economic position of the Belgian population (15-64 year olds), 2000-2012 

 
* Break in the data4

 

Source FOD Economie - Algemene Directie Statistiek – EAK / Eurostat LFS (Bewerking Steunpunt WSE/Departement WSE 

 

 

4 Before 2011 the question about job search was not linked explicitly to a certain period of time. As of 2011 the question concerns the month of reference. Because this question is one of the criteria to determine if a 

person is unemployed or inactive according   to the ILO definitions, the data are not perfectly comparable. 
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1.2.1 Employment situation  

Figure 1.5 Employment rate vulnerable groups Belgium, 2000-2012 (%) 

 
* Until 2004 EU-15, as of 2005 EU-25, as of 2007 EU-27 
Source FOD Economie - Algemene Directie Statistiek - EAK, Eurostat LFS (Bewerking Steunpunt 
WSE/Departement WSE) 

 

The employment rates show that young people, older workers and non-EU nationals are among the 

population subgroups participating least in employment (Figure 1.5).  
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Table 1.1 Employment rate according to personal characteristics 2008 versus 2010 

 2008  2010  

Sex Born in Belgium Born outside 

EU-27 

Born in Belgium Born outside 

EU-27 

Male 69.2% 60.2% 68.5% 56.5% 

Female 58.2% 36.6% 58.7% 36.9% 

Age     

15-24 27.8% 19.7% 25.6% 19.2% 

15-24 (excl. 

students) 

74.5 43.2% 69.4% 43.8% 

25-49 85.6% 56.3% 85.0% 54.4% 

50-64 48.8% 40.8% 52.2% 39.2% 

Educational 

level 

    

Low 40.1% 34.2% 39.6% 33.1% 

Middle 68.1% 53.7% 66.9% 51.8% 

High 84.3% 68.4% 83.5% 66.0% 

Total 63.8% 48.1% 63.6% 46.5% 
 

Source CGKR, 2012, p.123, FOD Economie, Algemene Directie Statistiek en Economische Informatie, LFS. 

 

The statistics show that the labour market position of vulnerable groups has been affected 

differently during the crisis period. In the period 2008-2010, the employment rate increased for 

both the female workers and the older workers (Table 1.1). An explanation for this more adverse 

effect on men is that they often work in sectors that are more sensitive to the business cycle while 

women are strongly represented in the less sensitive service sectors (NBB, 2011). Apart from this 

sectorial explanation the rising employment rate of women is underpinned by cohort effects: the 

youngest groups in the female population are increasingly skilled, and those women are 

participating in working life to a greater extent and for longer periods (Ibid). These same cohort 

effects and the effects of the reforms in pension schemes are often quoted as an explanation for the 

increasing employment rate of older workers.  
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1.2.2 Unemployment situation  

Figure 1.6 Unemployment rate vulnerable groups in Belgium, 2000-2012 (%) 

 
* Until 2004 EU-15, as of 2005 EU-25, as of 2007 EU-27, in 2011 the phrasing of the questions in the LFS 

changed 
Source FOD Economie - Algemene Directie Statistiek – EAK / Eurostat LFS (Bewerking Steunpunt 
WSE/Departement WSE) 
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1.2.3 NEETs’ situation  

 

A group that is particularly worrisome is the group of youth that is not in education, employment 

or training (NEET). Between 2000 and 2008 the youth NEET-rate went down considerably from 

17.70% to 10.10% (6.6 ppts). However, Labour Force Survey data show an increase in the NEET-

rate5 (15-24 year olds) and in the percentage of unqualified school leavers6 (18-24 year olds) as of 

2008 (Figure 1.7). In 2012, 12.3% of young people (15-24) declared in the LFS that they are neither 

employed nor in education and training (NEET). There are however large regional differences: In 

Flanders 9.2% of youth is NEET, in the Walloon region 15.4% and in Brussels capital region 

19.2%. 

Figure 1.7 NEET-youth rate** of 15-24 year olds Not in Employment, Education or Training, in Belgium and 

its regions (2000-2012) (%) 

 
* Break in the data ** The share of youth in the age group of 15 to 24 year olds that is not in employment, 

education or training 
Source FOD Economie - Algemene Directie Statistiek - EAK, Eurostat LFS (Bewerking Steunpunt 
WSE/Departement WSE) 

 

1.2.4 Contracts and working hours  

 

When looking at the evolution between permanent and temporary contracts, we notice that the 

share of temporary employment only slightly decreased in the time period 2000-2012 (from 9.0% to 

8.1%- Figure 1.8). The crisis did not seem to have a big effect on the average number of hours 

worked weekly (Figure 1.9).  

 

 

5 This indicator shows the proportion of young people that are not following training or education and are not working in the age 

group of 15-24 year olds.  

6 The figures of unqualified school leaving represent the proportion of young people (18-24 years) with only lower-secundary education 

who did not participate in training during a reference period of four weeks.  
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Figure 1.8 Share of temporary employment as a percentage of total dependent employment (in %) 

 
Source OECD  

Figure 1.9 Average number of usual weekly hours in main job 1999-2013 

 
 
Source Eurostat  
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rest of the European Union. Median hourly earnings increased from 14.9 EUR in 2006 to 16.4 
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EUR in 2010. In the European Union this was respectively 11.3 EUR (2006) and 11.9 EUR (2010).  

The average hourly labour cost in 2008 increased from 32.9 EUR to 38.0 EUR in 2013, compared 

to respectively 21.5 EUR and 23.7 EUR in the EU. In Belgium, salary growth is primarily driven by 

high taxes and automatic wage indexation, as already pointed out in Work Package 2.   

Table 1.2 Average hourly labour costs Belgium vs EU 28 (2008-2012)  

 2008 2009 2010 2011 2012 2013 

Belgium  32.9 34.2 35.3 36.3 37.2 38.0 

EU 21.5 22.0 22.4 22.9 23.4 23.7 
 

Source Eurostat  

1.2.6 Poverty and social exclusion (AROPE, SMD, LWI households etc.)  

 

The AROPE indicator is an aggregated indicator (of three other subindicators) reflecting the share 

of the population who experiences one of the following problems: poverty, severe material 

deprivation or low work intensity. Despite the crisis, Belgium’s AROPE indicator in 2012 is at the 

same level as in 2004.   

Table 1.3 AROPE-indicator Belgium (2004,2012) 

 2004 2012 

AROPE 

 

    Poverty Risk Rate 

 

    Low labour intensity 

 

    Severe material deprivation 

21.6% 

 

        14.3%  

 

        14.7%  

 

        4,7 % 

21.6% 

 

         14.3% 

 

         14.7% 

 

          6,5 % 
 

Source Eurostat  

 

1.2.7 Vulnerable groups 

 

 

The impact of the crisis affected mostly the flexible (temporary) workers, businesses in 

restructuring and certain groups like young people and the low-educated (Bulté & Struyven, 2013). 

Our analysis adds the non-EU migrants to the most affected groups. According to Mulder & 

Druant (2012b) labor market segmentation increases the correction of employment due to adverse 

shocks and it causes disproportionate pressures on the adaptation process for specific employee 

groups, such as the aforementioned. De Mulder & Druant add that the longer these groups are 

unemployed, the greater the risk that their skills will diminish, making it harder for them to find 

work in the future which can eventually  lead to higher structural unemployment. In conclusion, 

before and after the crisis, the same groups should be considered vulnerable but the crisis has 

exacerbated their situation, exposing vulnerable groups even more. 
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In the table below we present a comparative overview of evolutions in the employment and 

unemployment rate of the vulnerable groups in Belgium. The disabled are not included because we 

only have (reliable) figures on the employment rate evolution between 2007 (2nd quarter) and 2012 

of people experiencing hindrance in Flanders, this went down with 4 ppts. 

Table 1.4 Evolutions of the labour market position of vulnerable groups in Belgium (ppts) 

Vulnerable groups 

Employment rate Unemployment rate 

2012-2008 2012-2000 2012-2008 2012-2000 

Working age population (15-64) -0.55 1.70 0.58 0.51 

Youth (15-24) -2.14 -3.78 1.78 2.20 

Youth (15-24, excl. students) -4.41 NA NA NA 

Older workers (55-64) 4.98 13.37 0.13 1.50 

Other EU-country nationality (15-64) -0.33 3.77 2.00 1.09 

Non-EU nationality (15-64) -3.69 2.87 3.34 0.99 

Low qualified (25-64) -1.71 -2.55 1.24 2.25 
 

Source own computations, based on LFS data in appendix 

 

The disabled, youth and non-EU nationals were hit the hardest by the crisis. However, when 

comparing the situation in 2012 with those in 2000 the employment rate of non –EU nationals 

increased. The biggest losers for the 2000-2012 period are the low qualified and youth. The 

evolution in the youth employment rate can be biased by evolutions in the student population. 

Older workers have improved their position on the labour market based on these indicators. In 

spite of their higher participation on the labour market, their position is ‘au fond’ not less 

vulnerable. Getting out of unemployment is a rare phenomenon for older workers and keeping 

them at work still requires supportive measures.  

 

1.3 Trends in innovation7 

1.3.1 Content  

 

1. Ad hoc anti-crisis measures  

 

Several (temporary) anti-crisis measures were introduced to limit job losses resulting from the 

recession (temporary unemployment of blue collar as well as white collar workers, temporary collective working time 

reduction). The aim of these measures was to preserve the jobs of employees by increasing flexibility 

in the labour force.  

This means that when a company was faced with a decrease in company’s volume of business, 

employers can choose to make their workforce work less hours or suspend their employment 

contracts temporarily.  

 

 

7  An overview of all inovations can be found in Annex 1 and Annex 2. Innovations are always quoted in italics. 
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Other curative measures were specifically aimed at supporting dismissed workers or getting them in 

employment sooner (restructuring card, outplacement, crisis wage subsidy). It is also more difficult for 

companies to make extensive use of the pre-pension scheme (unemployment with company allowance). 

 
2. Activation  

As a response to the problem of low labour market participation, several innovations aim to 

strengthen activation. More generally, different steps are taken to reform the unemployment benefit 

scheme and strengthen job search incentives for (long-term) unemployed. The measures aim to 

encourage unemployed to start looking for work sooner and more actively by changing benefit 

eligibility and levels (higher degressivity in unemployment benefits; tightening of the eligibility conditions for the 

integration allowance) and to strengthen job search monitoring (reform of the monitoring job search scheme 

and job search requirements). 

 

Besides these structural innovations, other targeted policies focus specifically on certain 

disadvantaged groups, such as older and young unemployed. The innovations to activate older 

unemployed imply financial incentives (activation of benefits, back to work bonus for older unemployed) or 

better guidance of older unemployed towards a job (outplacement, reform of the job search monitoring 

scheme). For young unemployed, activation is often perceived in terms of a human capital 

investment approach which implies a strong focus on enhancing work experience and acquiring the 

adequate skills to improve their current and future labour market positions. Several innovations try 

to address the lack of skills by offering first work experiences (starting job contracts, individual vocational 

training, activation of benefit-schemes). Other measures intend to strengthen job search incentives for 

younger unemployed by encouraging them to start looking for work sooner or by offering them 

tailored guidance (reform of the waiting allowance, reform of the job search monitoring scheme, individualized job 

support plan, non-response pilots).  

 
3. Working Longer  

Having more elderly at work is not only a matter of activating older unemployed, but also of 

keeping older workers longer at work. In line with the problem of low labour market participation 

of elderly, which is specifically problematic in Flanders, several innovations address this problem. 

The measures intend to increase the employment rate among older workers (and eventually, align 

the effective retirement age with the statutory retirement age) by: 

 

- improving employment prospects for older workers by making jobs more workable and 

eventually retain older workers as long as possible (end-of-career time credit, workability monitor, 

employment plan for older workers, professional experience fund).  

- reforming different early retirement schemes (early retirement legislation, unemployment with 

company allowance, end-of-career time credit), making it less attractive for workers and employers 

to benefit from these measures and eventually change the existing early retirement culture.   

- granting wage subsidies to older workers and thus addressing the high labour costs of older 

workers (because of the strong link between wage structure and seniority) 

 

 

 

 

 

 

 



 

 

22 

4. Other forms of policy delivery  

In recent years, other forms of service delivery have emerged and can be observed  in the field of 

labour market policies.  

 

This is especially clear in those innovations which are a manifestation of the evolution towards a 

more collaborative governance model. Public Employment Services recognize that more 

cooperation with partners can meet the needs of citizens and companies more flexibly and 

accurately and smooth the functioning of the transitional labour market. The Flemish PES VDAB 

(but also the Wallonian PES Forem) is increasingly taking up the role as a conductor of the labour 

market and actively encourages stakeholder partnerships at a regional and local level (tendering, 

VDAB as a labour market conductor, local one stop job shops, collaboration experiments PES-local services). 

VDAB can also be conceived as a forerunner in Europe (Leroy & Struyven, 2014). 

 

Second, in the context of the ongoing state reform, some labour market policies (especially in the 

policy field of active labour market policies) have shifted towards the regional level. Paradoxically, 

the devolution of labour market competences which leads to more autonomy for the regions, 

also implies the need for more cross-border cooperation between different public employment 

services and with other policy levels such as the federal level. In recent years we have indeed 

observed increasing cooperation between different public employment services (VDAB, ACTIRIS, 

FOREM) around interregional labour market matters. But also with the federal level, for example 

with the federal benefits agency (National Employment Office) cooperation has increased. In the 

context of the ongoing state reform, the control function of this benefits agency will devolve to the 

regions. 

 

Also the widespread joint administration of both employers’ and employees representatives 

in the governing board of different policy institutions on the several policy levels (federal, regional, 

etc.) is holding up rather well. 

 
5. Wage subsidies 

To address the high labour costs of certain groups (and in certain cases the low initial productivity) 

several wage subsidies exist to encourage employers to recruit among disadvantaged groups (target 

reductions, Flemish support subsidy for disabled, activation of benefits, individual vocational training, Article 60§7).  

 

Although our collected innovations do not cover all wage subsidies, a certain trend can be 

identified. There are wage subsidies for all kinds of target groups, often both at regional and federal 

level, in various modalities and forms. Not surprisingly, the system of wage subsidies is perceived as 

not transparent and even counterproductive in terms of meeting its objectives.   

 

To mitigate the effects of the crisis, some wage subsidy programs have been extended by making 

the financial benefits higher for certain groups such as the low-educated or young people, whose 

respective labour market positions prove to be very vulnerable during crisis periods. For example, 

the temporary extension of the existing activation of benefits scheme (WIN-WIN). 

 

In the context of the ongoing state reform several of these wage subsidy programs will become 

regional competences. This offers a huge opportunity for the simplification of the current complex 

wage subsidy scheme. 
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6. Risk Prevention (human capital investment)  

Finally, there seems to be increasing awareness for human capital investment and interventions on 

the supply side, to enhance matching on the labour market and increase resilience of workers 

individually (individual vocational training, training cheques, skill centres, sectoral funds, sector covenants, SME 

wallet, Certificates of competence). 

 

 

7.  Obinger-typology  

 

When assessing how innovations relate to a broader strategy of liberalization, dualisation, 

encompassing security or flexicurity, most of the innovations seem to follow a social-democratic 

welfare regime strategy and try to provide security and protection for all (although in some cases at 

the expense of outsiders in the labour market). According to the typology of Obinger most of the 

innovative measures can be categorized under the label “encompassing security”. 

 

However, some innovative measures, such as the structural measures reforming the unemployment benefit 

and monitoring job search system may be categorized under the label of liberalization as they imply a 

lower social and employment protection in combination with activation. 

1.3.2 Forms 

 

Most of the innovations dealt with in Work Package 3 are new policies, practices or measures. 

Others are in fact a retrenchment or an expansion of existing earlier policy (e.g. structural measures 

related to the reform of unemployment benefits, anti-crisis measures such as a temporary collective reduction of working 

time, etc.) In fact, it is sometimes hard to say whenever an existing measure is a reform of an existing 

policy (retrenchment or expansion) or whether it is a new policy, as new policies often have their 

roots in earlier policy initiatives. 

 

The innovative aspect of certain measures can relate to their content, form, implementation, 

governance, etc.  Some measures are innovative in their form of policy making such as those which 

are implemented as a result of collective labour agreements (outplacement, employment plan for older 

workers, etc.). Others imply new forms of partnership or cooperation (sectoral training funds, sector 

covenants, local service economy, and those related to governance within PES policies, PES labour market conductor, 

tendering).  

 

In line with this evolution, there is an increasing need for PES to collaborate with sufficient 

autonomy with local actors and stakeholders to solve matching problems locally (territorial 

decentralization). However, as in every decentralization exercise, a balance needs to be sought 

between flexibility and local responsiveness on the one hand, and equal treatment and economies 

of scale on the other. 

 

Additionaly, there seems to be an increasing interest in sector involvement in policy initiation and 

implementation, leading in some extent to more functional decentralization (sectoral training funds, 

sector covenants). The involvement of sectoral institutions in labour market policy is especially 

interesting because of the pressure on government budgets and the presence of sectoral expertise 

which may lead to more efficient allocation of funds. 
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1.3.3 Actors  

 

Both the regions and the federal level have shared competences in the labour market field. While 

the federal level has competences in the field of labour market legislation and active labour market 

policies (National Employment Office – RVA, National Social security Office - RSZ), the regions 

are primarily responsible for placement and guidance of unemployed and training policies by their 

respective public employment services (Flanders- VDAB, Wallonia- FOREM, Brussels- Actiris). 

However, the 6th State reform will devolve certain competences in the field of active labour market 

legislation to the regions. Annex 1 maps the different innovations according to their corresponding 

policy level. 

 

Several measures were initiated on demand of the social partners (crisis wage subsidy, employment plan 

for older workers). Others are implemented as a result of collective bargaining agreements (outplacement, 

employment plan older workers, etc.). And some are implemented or coordinated by the social partners 

themselves, be it in the field of monitoring labour market conditions (workability monitor) or in the 

field of sectoral policy (sectoral training funds, sector covenants).  

1.3.4 Measure effectiveness or return on investment  

 
Monitoring and evaluation are essential to assess innovations on their measure effectiveness. 
However, although there is a lot of monitoring data available, reliable evaluation material linked to 
concrete measures is scarce in Belgian labour market policy. Therefore it is hard to assess the 
different measures on their net-effects and potential perverse effects (deadweight, displacement, 
etc.) as well as their macro-economic impact. 
 

1.4 Factors impacting labour markets resilience  

 

1.4.1 Mapping of policy innovations on a two-dimensional scale based upon the 

concept of resilience 

 

“Resilience is the capacity of labour markets to resist, withstand or recover quickly from negative external 

shocks or to renew, adjust or re-orientate and mitigate their impact for employment levels especially for vulnerable 

groups in order to maintain or improve its pre-shock state.” 

 

Starting from the definition of resilience (review essay Work Package 1), innovative measures can 

be grouped in a matrix according to two distinct dimensions. The first dimension is a continuum 

representing the timing of the innovation (proactive/reactive). The distinction between both ends 

of this dimension corresponds to before or after dismissal. In a second dimension, measures are 

categorized according to their main functional dimension: innovations aimed at human capital 

investments or those which focus primarily on income protection. The latter dimension can be 

understood either positive (income support or compensation) or negatively (financial incentives to 

increase active job search behavior).  
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The matrix (figure 1.10) shows these innovations according to their multiple dimensions. While 

some measures can be primarily categorized under one quadrant, others are situated on the crossing 

point or have linkages with other policy innovations. This is for example the case for the structural 

reforms in the unemployment benefit system (higher degressivity in unemployment benefits, reform of the 

waiting allowance). While their main functional dimension corresponds to income protection, these 

policy measures are also closely linked to the human capital dimension of activation. 

 

Figure 1.10 Innovations according to their main dimensions 

 

 

 

We give some examples for each of the different clusters: 

 

Pro-active, investing in people (quadrant I) 

 Training Vouchers for employees 

 Sectoral Training Funds 

 Certificates of competence 

 Skill Centres  

 Target Reduction Mentors 

 Personal Development Plan  

 Career cheques  

Pro-active, income protection (quadrant II) 

 Temporary collective working time reduction  

 Temporary unemployment of blue and white collar workers 

 Work Bonus 
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 Time Credit Scheme 

 End of Career Time Credit 

Reactive, investing in people (quadrant III)  

 Outplacement 

 Individual Vocational Training 

 Activation of benefits 

 Work Experience Program 

 Article 60§7 

 Training Vouchers for employees 

 Service vouchers for local jobs and services 

 Youth work plan & non-response pilots   

 Individualised Job Support Plan 

 Monitoring Job Search Scheme (activation) 

Reactive, income protection (quadrant IV)  

 Crisis wage subsidy 

 Higher degressivity in unemployment benefits 

 Unemployment with company allowance 

 Integration allowance (reform of the waiting allowance) 

 Reform of the job search requirements 

Note that for some innovations the expected impact on resilience is rather ambiguous. Although 

the tightening of eligibility criteria for unemployment benefits and the stricter monitoring of 

jobseekers may lead to positive employment effects, it can also affect negatively income protection. 

It is unclear yet to what extent the degressivity of unemployment benefits and a potential shift of 

benefit recipients to the integration allowance system will decrease income protection among 

jobseekers.  

 

1.4.2 Factors impacting labour markets resilience positively  

 

The Belgian labour market has been resilient throughout the crisis with a smaller increase in 

unemployment than in many other OECD countries.The following factors are assumed to have 

contributed to the resilient response of the Belgian labour market.  

 

-  The low increase in the unemployment rate is widely interpreted as a result of labour 

hoarding, in particular through the large use of short working time schemes (Hijzen and 

Venn, 2011; OECD, 2013a; Bulté & Struyven, 2013).  

 

- In addition, more people were (temporarily) employed through the extensive use of 

temporary agency work to adapt rapidly to changes in demand (modernization of 

temporary agency work).  

 

-  Another factor contributing to the resilience of the labour market is the rise of jobs in the social 

services sector, consisting of household services (cleaning, etc.) paid for by the service voucher 

scheme.  
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Note that mapping the impact of innovations on resilience is a difficult exercise. For many 
innovations, impact outcomes are only observable when using more specific indicators of resilience. 
For example, the extent to which innovations adress supply and demand mismatches, to what 
degree they offer labour market opportunities for vulnerable groups or to what degree jobseekers 
can acquire the necessary competences to increase their chances on filling in future vacancies, etc. 

 

1.4.3 Factors impacting labour markets resilience negatively  

 

On the contrary, several factors may have had a negative impact on the resilience of the Belgian 

labour market (OECD, Economic survey 2009):   

- The pension system (pay-as you go pension system) has low replacement, which gives 

households strong saving incentives to offset the losses in financial wealth.  

- The openness of the Belgian economy makes it sensitive for the economic cycle. Belgian 

companies saw their exports collapse in the fourth quarter of 2008.  

- The weak exports dynamism is strongly related to the loss of competitiveness of the Belgian 

economy, which is caused by higher nominal wage growth not offset by higher productivity 

growth.  

- Accelerating inflation caused by high energy prices and automatic indexation of wages, 

leads to a further loss of competitiveness vis-à-vis the trading partners. 

-  In contrast with the falling unemployment which can be observed in other countries, 

unemployment is at the same level as in the early 1990’s. The factors behind this are the relatively 

weak productivity growth, relatively slow expansion in employment and adverse 

developments in price competitiveness.  

1.4.4 No impact  

 

See 1.3.4. 

1.4.5 No measurable impact  

 

See 1.3.4. 

For the majority of innovations it is difficult to assess the impact on labour market resilience, either 

because there are no evaluations available, either because it is too early, either because effects are 

ambiguous.  

1.5 Challenges for innovative policies contributing to labour market resilience and 

labour market inclusion  

 

Based on several studies, the main challenges are as follows:  

- The disparities between regional labour markets and the vulnerability of target groups makes it 

hard to target innovations. 

- The fact that active and passive labour market policy is split between the federal state and the 

regions(even after the 6th State reform) makes it difficult to design, coordinate and implement a 

coherent structural or long term labour market policy.  
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- The lack of scientific evidence in the field of labour market evaluations. 

- The ambiguous impact of automatic stabilizers, which on the one side provide income assurance 

for households (through the wage indexation mechanism and the generous social security 

system), but on the other are likely to reduce the competiveness of Belgium’s labour market on a 

longer term (through high taxes and increasing salary growth) (OECD, 2013a).  

- The repositioning of PES in order to facilitate a broader range of transitions on to and from the 

labour market (“career facilitating role”) 

- A coherent skills policy, consisting of the envolvement and contributions of social partners in 

addition to a number of governmental measures.  
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2 |  PART TWO 

2.1 Working method 

2.1.1 Selection of innovations 

 

The working method consists of several steps. In a first step we made a longlist of possible 

innovations by using own knowledge, federal and (in second instance) regional government 

websites, existing databases (e.g. the Web-tool for Evaluated Employment Services Practices of the 

European Commission) and overview studies that focus on the Belgian labour market and the crisis 

(e.g. studies of the OECD and Belgian High Council of Employment). We focused mainly on 

labour market and social security policy because other policy terrains have a more indirect link with 

resilience on the labour market. Technical modifications were left aside. 

 

In a second step we consulted experts (among others the experts interviewed in Work Package 2 

and the department of international relations of the regional PES’s) to signal more possible 

innovations and validate the longlist. The experts each endorsed some of the innovations on the list 

where these laid in their own area of expertise and suggested some more measures and policies to 

include. We often got the remark ‘what is innovative?’.  Following this working method the longlist 

is a subjective list that is highly dependent on the Belgian context and the knowledge and 

background of the composers and consulted experts. 

 

In a third step the longlist was used to make a selection of innovations. The criteria formulated in 

the guidelines are very broad. Therefore we chose to base our selection primarily on the following 

criteria: 

-the period 2000-2013 (but very recent and important reforms are also taken into account); 

-the possible effects on resilience (relation to the crisis) and relevance for vulnerable groups; 

-the scale (this means we focus more on federal reforms, Flemish (60% of the population), Walloon 

(30% of the population) and Brussels reforms (10% of the population) in that order of importance);  

- the innovativeness for Belgium and relevance in international perspective (according to consulted 

experts). 

2.1.2 Completing the questionnaires 

We tried to upgrade the quality of the evidence by contacting experts who have specialized 

knowledge on the innovations to fill in the questionnaires. Experts include HIVA researchers who 

evaluated the innovations or have expertise on them, government experts and experts from the 

PES.  All the questionnaires were then checked and completed by the HIVA INSPIRES research 

team. Information available from existing databases (e.g. the Web-tool for Evaluated Employment 

Services Practices of the European Commission) was consulted for the completion of the 

questionnaire.
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Annex 1 – Innovations according to corresponding policy level  

Federal level State reform: federal -> regional  Regional level (Flanders) Regional level (Wallonia) 

1. Unified Status – Harmonization of white and 

blue collar legislation 

2. Time credit scheme 

3. End of career time credit 

4. Reform of the pension age regime 

5. Employment plan for older workers at the 

company level 

6. Unemployment with company allowance 

7. Work bonus 

8. Sectoral training funds 

9. Integration allowance (reform of the waiting 

allowance) 

10. Higher degressivity in unemployment benefits 

11. Reform of the job search requirements 

12. Temporary collective working time reduction 

13. Temporary unemployment of blue collar and 

white collar workers 

14. Modernization of temporary agency work 

15. Restructuring cards for employees of 

bankrupt companies 

16. Crisis wage subsidy 

17. Service vouchers for local 

jobs and services 

18. Target reduction mentors 

19. Monitoring job search 

scheme 

20. Article 60§7 

21. Outplacement 
22. First job contracts 

23. Activation of benefits 

24. Back to work bonus for 

older unemployed 

25. Professional experience 

fund  

 

 

26. Workability monitor  

27. Flemish support subsidy for disabled 

28. Non-Response pilots 

29. Training vouchers for employees 

30. SME Wallet/ SME portfolio 

31. Certificates of competence 

32. Personal development plan 

33. Sector covenants 

34. Career cheques 

35. Work experience program 

36. Local service economy 
37. Individual vocational training 

38. Tailored support decree 

39. Integrated work-welfare (W²) 

trajectories 

40. PES as labour market conductor  

41. Tendering  

42. One stop job shop centres (Flanders) 

43. Collaboration experiments PES- local 

services 

 

44. Network of skill 

centres 

45. Individualised job 

support plan 

46. Local one stop job 

shops  

47. Forem & third 

parties- integrated 

steering model 
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Annex 2 – Overview- information on policy innovations  

 

 Policy innovation Policy Level Target Group Description 

1. Unified Status  
 
 

Federal  Non-targeted  The unified status harmonizes labour conditions for blue and white collar workers: (1) 
New redundancy scheme:  The reform introduces a unified dismissal system with new 
notice periods for employment contracts starting as of 1 January 2014. The new notice 
periods will be fixed and based only on the seniority of the employee, which means the 
remuneration level or the employee’s age will no longer be of any importance.  (2) 
Elimination of the “carens day”: For blue-collar workers, the first day of illness, was not 
paid, whereas it was paid in full for white-collar workers. Since the new agreement was 
implemented, all employees receive a guaranteed salary as of the first day of work 
incapacity. (3) Elimination of the trial period: From 2014 it is no longer possible to 
include a probation period in employment agreements.  
 

2. Time credit scheme  
 

Federal  Non-targeted  Time-credit schemes allow employees in the private sector to reduce their working time 
completely or part-time (by 1/2 or 1/5). During this period they receive a part of their 
wage from their employer, complemented with state allowances from the National 
Employment Office (RVA). An employee’s entitlement to allowances depends on 
whether or not the employee is on a “non-motivated” or “motivated” time credit leave. 
Payment varies according to age, civil status and years of employment. 
 
In a “non-motivated” time credit scheme, allowances are limited to a maximum of one 
year for those taking a complete break from work, 2 years for a 50% suspension and 5 
years for a 20% suspension. Non-motivated time credit is mainly used for reasons such 
as taking long holidays, life reorientation or just for leisure or rest. In the case of 
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“motivated” time credit leave (parental leave, care for family member, palliative care, 
training), employees are entitled to allowances during a period of 36 or 48 months.  
 

3. End of career time 
credit  
 

Federal  Older workers  Time-credit schemes allow employees to reduce their working time in combination with 
an allowance paid by the National Employment Office.  A special time credit system 
(landingsbanen) applies to older workers (55+) who can choose to decrease their working 
time with 1/5 or 1/2. Apart from the age threshold, eligibility conditions are 2 years 
seniority with the current employer, and a 25 year career requirement. Contrary to the 
regular time-credit system, end-of career time credit has no maximum duration, so the 
decrease in working time can last until they are of pension age.  
 

4. Reform of the pension 
age Regime  
 

Federal  Older Workers  In Belgium several measures have been taken to increase the actual age at retirement.  
Between 1997 and 2009, the female retirement age was gradually aligned with the male 
one. In 2009, the statutory pension scheme for women was aligned with that of men by 
raising the statutory retirement from 60 to 65 years and extending the length of working 
career to qualify for a full pension from 40 to 45 years. Several early retirement systems 
(early retirement, pré-pension) which  enabled workers to retire before the legal age of 
retirement have been reformed by tightening up access conditions.  
 

5. Employment plan for 
older workers at the 
company level 
 
 

Federal  Older Workers  Since 2013, it is agreed that any company with more than 20 employees have to establish 
an action plan, containing measures, to maintain or increase the numbers of workers 
aged 45 or older in a company. The action plan should be tailored according to the 
company’s size and activity and to the extent it aims to maintain or increase the 
employment of aged workers.  
 

6. Unemployment with 
company allowance  

Federal  Older Workers  In an “unemployment with company allowance” scheme, an employer dismisses an older 
employee under such conditions that the employee receives a specific unemployment 
status until he reaches the statutory retirement age. The dismissed worker receives a 
supplementary allowance (payable by the employer) on top of the unemployment benefit 
he receives from the National Employment Office (RVA) until the employee turns 65 
years. The employer’s paid allowance amounts to 50% of the difference between the 
former net wage and the benefit. The reform restricted the conditions for accessing the 
regime. The admission age increased to 60 years, while the career length requirement 
became 40 years although longer careers can give access as early as 56 years.  
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7. Work bonus  
 

Federal  Non-targeted The Work bonus aims at reducing the tax wedge between wage costs and net wages of 
low wage earners through a reduction in employees’ social security contributions (social 
work bonus) and through a personal income tax credit (fiscal work bonus). The work 
bonus ensures that these workers with low wages still receive a net income that is higher 
than what they would get when unemployed without increasing the gross wage. 
 

8. Sectoral training 
funds 
 

Federal  Non targeted  Sectoral training funds (STF’s) aim to establish sectoral training initiatives, adapted to the 
needs of companies and the realities of the sectoral labour market.  STF’s are funded by 
fixed contributions of companies, agreed on a sectoral level in collective labour 
agreements. Engagements (for contributions) are often expressed as a percentage of the 
enterprises payroll in a certain sector.  
 
STF’s are managed by social partners (employers and employee organisations) on a 
bipartite basis. They determine the goals of the initiatives, the specific training needs, the 
main target groups, duration, educational methods, etc. The autonomy allows them to 
organize their own training structure which is suitable to the requirements of companies 
and workers in the sector in question.  
 

9. Integration allowance 
(reform of the waiting 
allowance) 

 

Federal  Young people  Waiting allowances are a specific form of unemployment allowances granted to young 
school leavers in Belgium who never worked and consequently never contributed to the 
unemployment benefit system. They can receive a waiting benefit after a certain “waiting 
period” (unpaid period between leaving education and receiving the 1st allowance).The 
benefits are lump sums depending on their age and family situation, and are only slightly 
above the level of social assistance benefits.  
 
The reform of the waiting allowance in 2012 tightened the eligibility conditions for this 
benefit to strengthen job search incentives and prevent abuse of the measure: (1) The 
“waiting period” has been extended from 6,9,12 months (depending on age) to 12 
months for all new applicants. (2) The duration of the benefit (previously unlimited) has 
been limited to three years, although there are some exceptions. (3) The benefit is 
restricted to under 30 years olds.  
The waiting period has been renamed into professional integration period while “waiting 
allowances” turned into “integration allowances”.  
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10. Higher degressivity in 
unemployment 
benefits  
 

Federal  Non-targeted  The reform of the unemployment benefit system made the unemployment benefits more 
degressive over the duration of unemployment. Unemployment benefits will decrease 
over time in several steps at a pace which depends on household situation and the 
previous career length. Job seekers fall back on a lump sum slightly higher than social 
assistance benefits at latest after 4 years, but much earlier for those unemployed with 
short working careers (as soon as 16 months).  
 

11. Reform of the job 
search requirements 
 

Federal  Non- targeted  Unemployment benefits are conditioned on availability requirements and the willingness 
to accept suitable job offers. The concept of “suitable employment” is based on legal 
criteria such as the distance to the workplace, wage and the job function which define 
the kind of job a jobseeker must accept if he has no legitimate reasons to turn it down. 
Furthermore, also other criteria such as the duration of the employment offered, 
linguistic issues, and political or ideological convictions of the jobseeker can play a role.  
A 2012 reform restricted these criteria: (1) Jobseekers will no longer be able to refuse a 
suitable job within a minimum distance of 60km of one’s home (before 25km). (2) The 
right to search for the same kind of job has been restricted to three months for young 
unemployed and five months for other unemployed. Sanctions in case of non-
compliance may include temporary reduction, suspension or permanent cessation of 
benefit payments. 
 

12. Temporary collective 
working time 
reduction  
 

Federal  Non-targeted This measure was introduced as an anti-crisis measure in the light of the 2009 crisis. In 
contrast to the existing collective reduction of working hours for indefinite duration, this 
crisis measure was only temporary and provides a social security contribution reduction 
in the case of a temporary and collective reduction of working time by 1/5 or 1/4 
through a collective labour agreement (CLA). The aim was  to avoid as many lay-offs as 
possible during the crisis period. The reduction can apply to all employees (blue-collar 
and white-collar) or to a specific category of employees in the company. If the reduced 
working hours are linked to a loss of pay, then the employee is entitled to wage 
compensation.  
 

13. Temporary 
unemployment of 
blue collar and white 

Federal  Non-targeted This measure, which is already being applied on a large scale to blue-collar workers, 
allows employers to suspend (partially or completely) white-collar employees’ contracts 
when firms fulfill certain criteria. The worker receives a crisis-related daily allowance for 
each day of suspension equal to 70% or 75% of his or her salary from the National 
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collar workers  
 

Employment Office complemented by an employer top-up.  Before the measure can be 
applied, a firm has to be recognized as a “firm in difficulty” and prove it has been 
negatively affected by the crisis. It must prove it has experienced a substantial fall in 
turnover or production. The duration is a minimum of one week and a maximum of 16 
weeks, in the case of total suspension and a minimum of  two weeks and a maximum of 
26 weeks, in the event of partial suspension (minimum two days a week). As soon as the 
volume of work increases again, employees can be employed again.  
 

14. Modernization of 
temporary agency 
work  
 

Federal  Non-targeted  The Belgian legislation on temporary agency work has been modified on several 
domains. The key changes are: (1) New justification for using temporary agency workers: 
Employers will be allowed to use temporary agency workers on a “try and hire” basis 
with a view to permanent recruitment. (2) Regulation on the use of daily contracts: the 
use of daily contracts is permitted only when firms can prove the “need for flexibility” 
offered by such contracts (volume of work fluctuates or depends on external factors, 
etc.). (3) Obligations to consult and inform representative bodies with regard to 
temporary work: every six months (number of agency workers it employs, their working 
hours and the reasons for their employment on temporary contracts, etc.) (4) Phasing 
out of the 48 hour-rule: The 48 hour rule set a time limit of two working days after an 
employee’s arrival in the workplace for an employment contract for temporary work to 
be signed. To prevent abuse, a working agreement must now be signed before a worker 
starts a job.  
 

15. Restructuring cards 
for employees of 
bankrupt companies 
 
 

Federal  Non-targeted  Restructuring cards aim to facilitate the return to the labour market after a redundancy 
by cutting personal and employers’ social security contributions for workers affected by 
collective dismissals. 
Laid-off employees can enjoy a temporary reduction of their personal social security 
contributions when they find work with a new employer, within 6 months following the 
date of termination of the employment contract. The employer who recruits someone 
with such a card receives a temporary reduction of employers‘ contributions. Employers 
undergoing restructuring, and making use of the reduction card, can benefit from a 
repayment of the outplacement cost for the dismissed worker.  
 

16. Crisis wage subsidy  Federal  Non-targeted  The crisis wage subsidy was an anti-crisis measure taken by the government in 2010. If 
an employer wished to dismiss a blue collar worker during the period 1 January 2010 till 
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 31 December 2011, the employee was entitled to a (tax-free) crisis subsidy to be paid 
partially by the employer. The subsidy amounted to max 1.666 EUR for full time 
workers of which 2/3 was paid by the National Employment Office, while the employer 
was liable for the remainder. Since 1 January 2012, this policy is reformed to a structural 
“severance payment”. The measure expanded in scope and the payment is now 
completely at the expense of the National Employment Office.  

 

17. Service vouchers for 
local jobs and services  
 

Federal  Non-targeted  The service voucher scheme is a consumer subsidy introduced in 2004, to create jobs in 
the domestic sector by encouraging demand for these services through highly subsidized 
prices.  It allows individuals or households to pay for the provision of local services to 
households (cleaning, cooking, ironing, sewing, caring, shopping, etc..). In order to avoid 
unfair competition, the government has set strict limits to the list of activities that an 
individual can pay for with service vouchers. Services are supplied by non-governmental 
organisations (NGO’s) and normal companies at prices that can compete with those of 
undeclared workers. The domestic workers have a contract with a registered service 
company, but carry out the domestic work at the user’s residence. Users wishing to use 
these services can purchase service vouchers. Users submit one service voucher per hour 
of work done by workers.  
 

18. Target reduction 
mentors  
 

Federal  Older workers  Employers who use employees for education or guidance of other employees 
(mentorship) can receive a reduction of social security contributions. The goal is to 
promote training in the workplace.  
 

19. Monitoring job search 
scheme  
 

Federal  Non-targeted  Since the introduction of a new monitoring job search effort scheme in 2004 (and the 
reform in 2012) the receipt of unemployment benefits is more closely linked to active job 
seeking. Job seekers are closely monitored in their job search and have to prove they are 
actively searching for work. 
The programme starts with a notification letter, sent to the jobseeker, to remind him/her 
that she must be actively seeking employment. Afterwards, a series of interviews follow, 
where past job search effort is evaluated on the basis of proof delivered by the jobseeker. 
If a jobseekers gets a negative evaluation, an action plan is prepared outlining the next 
steps to be taken. Sanctions may apply to unemployed if their efforts seem to be 
insufficient or in case of non-compliance. This can include temporary reduction, 
suspension or permanent cessation of benefit payments. The 2012 reform reformed and 
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intensified the follow-up of jobseekers, especially the follow-up on older and younger 
unemployed. 
 

20. Article 60§7 
 
 

Federal  Welfare 
beneficiaries  

Employment in accordance with Article 60§7 enables employment integration of social 
assistance beneficiaries in order to bring these persons back into the social security 
system and the employment process. Public social welfare centres (PSWC) can either 
employ the persons themselves in their own services or put the person at the disposal of 
a third party employer. Either way, the PSWC acts as their legal employer. As long as the 
duration of employment, the PSWC receives a subsidy from the federal government and 
an exemption from social security contributions in its capacity as employer.   
 

21. Outplacement  
 

Federal  Older workers Outplacement seeks to give active support to dismissed workers in their exploration of 
new job opportunities. This service, provided on individual or group basis, includes 
psychological support and job counseling, but also logistic and administrative support. In 
some cases Belgian employers are required by law to provide outplacement services for 
dismissed employees. A distinction needs to be made between the cases of individual 
dismissal, in which the legal framework of individual outplacement is in place and the 
cases of collective dismissal, in which the legal framework of collective outplacement is 
in place.  
 

22. First job contracts  
 

Federal  Young people  The ‘starting jobs’ policy was introduced in 2000 in an effort to reduce youth 
unemployment and integrate young people as quickly as possible and in a sustainable way 
in the labour market. Therefore, both public and private (social profit and profit) 
employers with a minimum of 50 employees have been put under the obligation to hire 
young people (<26) at a minimum rate of 1.5% to 3% of their total amount of full time 
equivalent employees. In addition, all private employers which have at least 50 employees 
should altogether hire at least 4% of the total amount of their full time equivalent 
employees. The newly hired employees should  not be engaged to replace other 
employees. 
 

23. Activation of benefits  
 

Federal  Young people 
Older workers  
Disabled people  
Migrant workers  

In “activation of benefit schemes”, social security benefits (unemployment or welfare 
benefits) are being used as an employment subsidy. This means that jobseekers who find 
work can keep part of their benefit while employers can deduct this amount from the net 
wage payable. The activation of the benefit may be coupled with a reduction of the 
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Long-term 
unemployed 
 

employer’s contribution and can be granted temporarily or permanent. The duration and 
amount of the benefit may depend on age, unemployment duration, and the type of plan. 
Different schemes exist for different target groups (long-term unemployed, welfare 
recipients, poorly qualified, etc.). 
 

24. Back to work bonus 
for older unemployed  
 

Federal  Older Workers  The back to work bonus encourages older unemployed, older than 55 years, to take up 
work by offering them a monthly supplement, paid for by the National Employment 
Office in addition to the wage of the worker. If unemployed have less than 20 years of 
seniority, the supplement is degressive, and limited for a maximum of 3 years (temporary 
back-to-work bonus). When unemployed have more than 20 years of seniority, there are 
no time restrictions; the bonus is granted for as long as the worker works (permanent 
back-to work bonus). 
 

25. Professional 
experience fund  

Federal  Older workers  The Professional Experience Fund project contributes to the  increase of the 
employment rate of older workers in Belgium by encouraging labour market stakeholders 
to adapt and improve the working environment. Employers can submit a project 
proposal to the Professional Experience Fund to improve the well-being of workers aged 
45 or over. Grants are then allocated to allow employers to measure the 'workability' of 
their workers as well as analyse and then improve their working environment.  
 

26. Workability monitor  
 

Flanders  Non –targeted  The Flemish Workability monitor is a tool to monitor the workability of work (stress at 
work, well-being at work, learning opportunities, work-family balance), and is developed 
at the initiative of the social partners in cooperation with the Flemish government. The 
monitor is a survey instrument with scientifically validated indicators and compiles its 
data from a representative group of Flemish employees and self-employed. 
 

27. Flemish support 
subsidy for disabled  
 

Flanders  Disabled people  The VOP is a wage subsidy to stimulate the hiring of disabled people and the retention 
of workers who become disabled. Wage subsidies are awarded to employers in the 
private sector,  in education and to local authorities. The basic scheme is a subsidy of 40 
% of the labour costs during the first year, 30 % during the second, and 20 % in the 
third, fourth and fifth. Then follows an evaluation which decides on the continuation of 
the subsidy. Based on a special assessment, the subsidy may be raised from the first year 
on to a maximum of 60 %. There is also a separate scheme for independent workers. 
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28. Non-Response pilots  
 

Flanders  Young People  The Flemish PES (VDAB) collaborated in nine pilots with coaches of local private non-
profit social work partners familiar with the group of hard to reach young jobless people 
to (1) reach out to the target group by searching them proactively in the city, and (2) 
support them in their (re)insertion in the labour market. These young people were to 
receive the whole package of services – intensive coaching, job hunting and mediation, 
job coaching even after finding employment – from one coach to enable them to build 
trust in their coach. The different phases could overlap and be repeated; it was not meant 
as a linear pathway. The expertise from partners in different policy domains were 
brought together and innovative techniques and instruments were used: outreach 
strategies and attention was paid to the removal of non-employment related barriers like 
welfare issues or housing problems. 
 

29. Training vouchers for 
employees  
 

Flanders  Non-targeted  Training vouchers for employees grant employees the possibility to purchase training 
from accredited providers. Users pay a contribution of 50%, while the other half is 
funded by the government. Training courses involved must increase the employability of 
employees. Beneficiaries can use these vouchers for a maximum amount of 250 euros 
per year. After the training course, participants get a certificate of the attended course 
and the competences acquired.  

 

30. SME Wallet/ SME 
portfolio  
 

Flanders  Non-targeted  The SME-portfolio is a digital tool supporting SMEs in Flanders in the field of training 
and consultancy. Entrepreneurs can obtain up to 40.000 euro of subsidies when 
purchasing services like training, business advice, technological investigation/exploration 
or international business advice, strategic advice or coaching. 
 

31. Certificates of 
competence  
 

Flanders  Non-targeted  Certificates of competence (Ervaringsbewijzen) refer to procedures for the validation of 
skills gained informally, at work, in the education or training system (without being 
certified). They were introduced in Flanders in 2006. Procedures are established for more 
than 50 professions, in a broad range of sectors (commerce, construction, food industry, 
health care, clothing industry, life sciences, … ). Assessments are standardized (making 
use of job and competence profiles) and assessment centres are designated for each 
profession. As the number of test centres is limited, not all validations can take place 
locally.  
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32. Personal development 
plan  
 

Flanders  Non-targeted  A POP is wide-ranging policy instrument focusing on career counseling and competence 
development. It is used both as an instrument an sich and as a part of other policy 
instruments (for instance career guidance). As POPs are applied in different settings, the 
overarching definition of the instrument is not very concrete. The more specific 
modalities vary among the different contexts (e.g. POPs for poor people, POPs in social 
economy and POPs in companies) in which POPs are set up. All POPs, however, consist 
of a supported process which aims to enhance the labor market-oriented development of 
an individual. In this process, the individual reflects on his career and competences. 
Subsequently, a target is set up with regard to this career and competences, based on the 
reflection. This target is translated in an action plan, which is carried out and evaluated.  
 

33. Sector covenants 
 

Flanders  Non-targeted 
(migrant workers)  

Sector covenants are collaboration agreements between sectors and the government of 
Flanders. Sectoral covenants provide a framework that commits all social partners of a 
sector to targets in the field of increasing diversity, synchronization of education and 
labour, and lifelong learning. These targets must not be met in each enterprise separately: 
social partners are expected to apply for support and to implement plans on the 
company level on a voluntary basis. Examples of targets include: the number of diversity 
plans to be concluded within the next year, the share of migrant in training courses set 
up by the sector, etc. 
 
When sectoral covenants are approved by the Flemish government, the sector receives 
funding for the recruitment of sectoral consultants who assist the social partners in the 
implementation of their sectoral plan and the preparation of dossiers. Sector covenants 
are agreements for 2-3 years. After each year, the industry should provide a progress or 
final evaluation report to the Flemish government. All sector covenants are monitored 
and evaluated annually by the Flemish government. 
 

34. Career cheques  
 

Flanders  Non-targeted  In the 2013 reform of the career counseling policy, career cheques were introduced. 
Every employee and employer in Belgium can buy two career cheques every six years. 
Each cheque represents four hours of career counseling. A small amount of the costs for 
these counseling hours is covered by clients who pay 40 euros per cheque, but the 
biggest part is subsidized by the Flemish government. If eight hours would not suffice, it 
is possible to request up to eight hours more. The career counseling comprises of an 
introspection on wishes, capacities and interests. The results of this reflection are used to 
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reflect on the labour market and career possibilities. Subsequently, a goal is set with 
regard to the career. During the counseling, a personal development plan is filled out, 
containing a resume of the reflection and an action plan describing the steps that should 
be taken in order to achieve the stated goal.  
 

35. Work experience 
program  
 

Flanders  Long-term 
unemployed  

A subsidized program, executed by ‘Work Experience Enterprises’ (WEE), which are 
nonprofit organizations or public enterprises, who offer work experience  for 12 months 
(which might be extended up to 18 months) to long-term unemployed jobseekers (at 
least 24 months unemployed or 12 months inactive). Focus on providing work 
experience as well as providing the skills aimed at successful integration in the regular 
labor market (normal economic circuit – NEC). These enterprises receive subsidies for 
the target group as well as for the personal coaching of these target group employees. 
Examples of activities deployed by WEE are health and social care (cleaning, ironing, 
family care, household services), green maintenance, construction, etc.  
 

36. Local service economy  
 

Flanders  Long-term 
unemployed  

Local service economy initiatives provide sustainable employment for long-term 
unemployed persons but additionally offer quality services to the local community and 
households. This way, labour market policy objectives are grouped with other social 
policy objectives. An important condition is that these services are complementary to 
services offered by private organizations . The subsidies for local service economy 
initiatives are organized in a model of cloverleaf financing: the Federal, Flemish and local 
authorities all contribute to the financing. Activity domains of local service economy 
initiatives include assistance and implementation of packages for rational energy use, 
running bicycle shelters, cleaning services, shopping assistance for the elderly, etc.  
 

37. Individual vocational 
training  
 

Flanders  Young people  Individual Vocational Training (IVT) is an in-house individual vocational training 
scheme in which the employer gets a trainee for several months at a reduced cost. After 
the completion of the training, the employer is contractually obliged to employ the 
trainee during a period at least as long as the training period. Employers have to provide 
training by appointing one of his employees as a coach, who will function as personal 
mentor of the trainee. Duration of traineeship depends on the competence gap and can 
vary between 1 - 6 months. The measure makes use of the activation of benefits scheme. 
During the training period, the employer pays a productivity premium to the trainee, 
who retains his or her unemployment benefit. This premium gradually increases as the 
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training advances and brings the wage at the end of the training period up to the level of 
the standard wage corresponding to the job trained for.   
 

38. Tailored support 
decree  
 

Flanders  Social economy  A new policy, formalized into a new Decree, aimed at restructuring the existing social 
(insertion) economy in Flanders. The goal is to realize a better match between the 
different employment measures and organizations in the existing social (insertion) 
economy, taken into account the federal and European legislation, since the previous 
Decree wasn’t in line with these legislations. Within this new Decree, a new definition of 
social economy is given, a new target group is defined (cf. target group of the new decree 
is more broad compared to the existing social insertion economy) and existing 
organizations in the social insertion economy are going to be reformed into new types of 
organizations. Another goal is to allow every organization that underscribes the 
principles of the Decree to employ so called ‘target group workers’ (vulnerable groups on 
the labour market), and to link the financial support not only to the organizations, but 
also to the target group workers, aimed at offering ‘tailored support’. 
 

39. Integrated work-
welfare (W²) 
trajectories 
 

Flanders  Welfare 
beneficiaries  

W²-trajectories for unemployed people in poverty are trajectories that integrate work and 
welfare aspects aimed at integration in the labour market. Every work-welfare trajectory 
starts with individual guidance by a specialized coach from the PES. The individual 
guidance is flanked by collective sessions for the target group on orientation and job-
search training with an empowerment approach  
 

40. VDAB as a labour 
market conductor  
 

Flanders  Non targeted  To realize its labour market objectives, the Flemish public employment service VDAB 
has in recent years increasingly taken up the role of labour market conductor, besides its 
initial role as main service provider.  This was the result of a deliberate choice for more 
collaboration with partners in order to smooth the functioning of the transitional labour 
market.  
 
The conductor role touches upon different dimensions: (1) In a first sense, the 
conductor role implies that the PES will assist individuals in the management of their 
careers over the life course and facilitate a transitional-friendly functioning of the labour 
market. (2) In a second sense, conducting refers to a new position and role of the PES 
vis a vis other actors (public, private and non-profit). It implies the role to facilitate and 
stimulate connections between stakeholders and service providers to ensure that the 
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various actors within a complex labour market setting are working to achieve the same 
common objectives. In this context , the VDAB has chosen to become a preferred point 
of contact, which may serve as a gateway to other actors in the labour market. The 
cooperation of public and private commercial and non- commercial agents is intended to 
achieve a higher quality of services overall, bring about improvements in expertise and 
client approach and improve the links with other policy areas (education, welfare). 
 

41. “Tendering” (free 
market for the 
guidance of 
unemployed) 
 
 

Flanders  Non-targeted  The Flemish public employment service (VDAB) outsources certain services through the 
procurement of services via “tenders”.  The VDAB sees this contracting out as an 
instrument for flexibly responding to temporary, regional and sectoral labour market 
needs in order to achieve a higher quality of services overall and bring about 
improvements in expertise and client approach.The VDAB carefully considers which 
services are best provided in-house and which services are best provided by third 
partners. Tenders are often supplementary to the own services the VDAB provides as a 
public service. The idea is to contract out additional activities to the market, often with 
additional government funding. Both profit, non-profit as well as public organisations 
can compete for these tenders. Tenders are often assigned on a central regional level, 
however, local offices can make requests for local tenders, targeted to specific groups or 
a specific need. Some recent important calls for tenders include the ESF call for tenders 
(May 2007), the Youth Employment Plan call for tenders (March 2008) and the IBO call 
for tenders. 
 

42. One stop job shop 
centres (Flanders) 
 

Flanders  Non-targeted  Local job shops (werkwinkels) are local job centres which function as a single point of 
contact for those seeking employment. Although they are managed by the Flemish PES, 
they combine PES services together with a representation of different local stakeholders: 
public social local welfare services, labour counselling, National Employment Office, etc.  
 
Local job centres function as an information hub and first-line service for citizens and 
businesses about all work-related aspects and try to make local labour market policy 
more coherent and locally embedded. According to the need of citizens and businesses, 
clients are transferred from the basic services to the broad field of specialized services. 
Job shops advocate more integration and inclusion for every individual with special 
attention for those that require additional support and with attention for the local and 
individual context. 
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43. Collaboration 
experiments PES- 
local services  
 

Flanders  Welfare 
beneficiaries  

The overall idea behind this experiment was to create a “rule-free” context to explore 
new forms of collaboration between the sub-regional job centers of the Flemish public 
employment service and the local social welfare offices. In Belgium, the latter are run by 
the municipality and they are responsible for the administration of social benefits and 
offer a number of activation measures (employment and guidance in the employment 
path) and other services (for example debt settlement and budget guidance). The job 
centers in turn are managed at a regional level, and while their staff has to document 
non-compliance with the conditions linked to the reception of unemployment benefits, 
the public employment service (PES) is not in charge of taking a final decision about the 
administration of these benefits. This decision is taken by a separate federal entity, the 
National Employment Office (NEO). Both the municipalities and the PES function 
rather independently from each other, and they are both offering a number of activation 
measures and services.   
 

44. Network of skill 
centres  
 

Wallonia  Non-targeted  Vocational training is the main purpose of the Skill Centres. These Centres offer a wide 
range of courses. In addition to training and in line with the development of new 
technologies, they also constitute centres of development, information and awareness-
raising in relation to the qualifications, occupations and techniques they deal with. This 
allows them to offer businesses relevant advice on training and help them formulate their 
needs. 
 

45. Individualised job 
support plan  
 
 

Wallonia Non-targeted  The main job-coaching scheme implemented by le Forem, the “individualised job-
support Plan” (“l’Accompagnement individualisé”) has been shaped and developed in 
January 2010. This “individualised Job-support”, proposed to every jobseeker who 
registers at FOREM, consists of ensuring a real coaching and a tailor-made action plan 
for unemployed people, based on a trust relationship between the jobseeker and his/her 
personal counsellor. The aim is to give the jobseeker a “boost” and to support him into 
work, as soon as he/she registers. This plan is mainly based on (1) A simplified 
registration process, with distant access (call centre & website) as often as possible, 
notably for a re-registration as a jobseeker (2) Early intervention, shortly after registration 
(3) Assignment to a personal / referent counsellor (coach). 
 

46. Local one stop job Wallonia  Non-targeted Local one-stop job shops aim to create centralized locations (60) where people can 
access comprehensive and complete information about employment, professional 
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shops (Wallonia) 
 
 
 

integration and training. They aim to improve this service for citizens by developing 
access to new information and communication technologies. Job shops are often 
partnerships between the regional public employment service FOREM, the municipality 
and the public social welfare centre (CPAS). The structures are created based on the 
integrative principle and the pooling of resources.  
 

47. Forem & third parties- 
integrated steering 
model  
 

Wallonia  Non-targeted The project aims to develop a comprehensive strategy and integrated steering model (un 
pilotage intégré) in relation with third parties in the training and labour market. This is 
related to the concept of joint management of the labor market:  Forem, as the 
Wallonian public employment service, does not act alone but also with third parties. This 
implies, on the one hand, to develop an integrated strategy (internal/external) that 
addresses the needs of employment and training and on the other, to organize and 
manage interactions between Forem and third parties. 
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