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Denmark is continuing the stability-oriented economic policy with a view to ensuring a contin-
ued high level of employment and a high-standard welfare society. A high level of employment
is important to ensure the financing of the welfare society and to satisfy the ambitions of the
Government, for instance in relation to the inclusive labour market. The economic policy under-
pins the structural reforms which have been introduced on a current basis in the fields of taxation
and labour market policy. These structural reforms have as such contributed to the fall in unem-
ployment and the favourable development in employment.

The fall in unemployment has continued throughout 1999. At the start of year 2000 the rate of
unemployment had thus been reduced to a little more than 4 per cent (EU definition). This means
that unemployment has been reduced by more than 50 per cent since the mid-1990s.

This favourable development reflects a rather strong economic growth since 1994 and structural
improvements. But in 1998, the economic growth led to a deterioration of the balance of pay-
ments and pressure on the labour market resulting in higher wage increases. In order to dampen
domestic demand and ease the pressure on the labour market, a number of fiscal policy restraints
were introduced with the adoption of the so-called Whitsun package.

This tightening has led to a clear curbing of domestic demand in 1999.  Against this background,
the growth in GDP in real terms was (according to preliminary figures) 1.6 per cent in 1999
compared with about 3 per cent the immediately preceding years. The growth in employment
also slowed down in 1999. The growth was 0.7 per cent in 1999 compared with just above 2 per
cent, both in 1998 and in 1997.

The curbing of domestic demand has led to a clear improvement in the balance of payments
which  - according to the preliminary figures - showed a surplus of  just over 1 per cent in 1998
compared with a deficit of the same size in 1998.

The rate of wage increases slowed down a little bit in 1999, but with 4.5 per cent they were
somewhat above the EU average. The gap between price increases in Denmark and the euro area
widened in 1999. Compared with the preceding year, consumer prices (EU harmonised con-
sumer price index) increased by 2.1 per cent in Denmark compared with 1.2 in the euro area.

The Government attaches great importance to the curbing of the development in wages and
prices in order to ensure compliance with the convergence criteria and to maintain the possibili-
ties for a continued and sustainable growth in employment. This means that it is necessary to en-
sure that the economic growth will be rather moderate also in year 2000.

The growth in GDP in 2000 (according to the latest forecast from December 1999) is expected to
be 1.6 per cent as in 1999, i.e. a continued rather moderate growth. With the prospect of an up-
swing in the euro area, the gap between the Danish inflation and the inflation in the euro area is
expected to narrow down in the course of year 2000 and employment for the year as such is es-
timated to be only slightly higher than in 1999.

Denmark thus continues the stability-oriented economic policy which underpins the structural
policy with structural improvement being introduced on a current basis, especially in the fields of
taxation and labour market policy, cf. sections 1.3 and 2.2.
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A higher level of employment and fewer persons on transfer incomes are, of course, in their own
right important targets for the development in general welfare. But they are also important pre-
requisites for achieving a number of other targets in the Government’s medium-term strategy.
This applies in particular in relation to the high priority target that the period up to year 2005 is
to be used to reduce public debts to the widest possible extent. This will give more room for
meeting the economic challenges posed by the growing number of elderly persons in the future.

Section 1.3 gives a more detailed description of the implementation and monitoring of initiatives
to increase the supply of labour, including the efforts to make the labour market more inclusive.

The Government has announced that a referendum should be held on 28 September 2000 in
which the population will decide whether Denmark is to participate fully in the euro co-operation
and thus - in some years time - replace the Danish krone by the euro. The evaluation is that par-
ticipation in the euro will provide the best basis for continuing a development with a high level
of employment in Denmark. Participation in the euro will not change the rules in the labour mar-
ket policy field as Denmark is already participating in the EU co-operation in this field which
concerns all 15 Member States, not only the euro countries.

The European Council held an extraordinary meeting on 23-24 March 2000 in Lisbon about em-
ployment, economic reforms and social cohesion. At this meeting a medium-term reform strat-
egy was defined. The overall objective is to move towards full employment and at the same time
strengthen welfare. With a view to achieving this objective, a number of concrete targets were
fixed in specific areas.

A marked increase in the average employment rate in the European Union over the next decade
is one of the targets fixed in the employment field. The European Council called upon the Mem-
ber States to fix national targets for a higher employment rate in recognition of the fact that their
starting points are different. In Denmark it is already an element of the Government’s medium-
term strategy to increase the employment rate up to year 2005. The employment rates in Den-
mark are clearly much higher than the future targets set for the European Union as a whole. In
other words, Denmark is already today meeting the common targets.

With the Lisbon Summit the new open working method - common targets and national means to
meet these targets - was used for the first time in a really systematic manner.
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In August 1999 the Government published a new follow-up to 'HQPDUN�������This is the Gov-
ernment’s multi-annual structural and welfare policy programme. The up-dated convergence pro-
gramme which Denmark submitted in December 1999 is based on this multi-annual programme.
'HQPDUN����� forms the basis of the overall economic policy strategy, including the employ-
ment strategy, and lays down the framework and orientation of the decisions which are to be
taken in order to further develop the good results obtained so far and to meet future challenges.

One of the important long-term challenges which the Danish economy is facing is shifts in the
demographic structure which will entail a need for consolidation of public finances and efforts to
turn the trend towards early retirement from the labour market. In addition, there are require-
ments for a modernisation of and development of new management instruments in the public
sector. The most important targets for the economic development up to year 2005 are:

• The surplus on the public finances is to be maintained at over 2 per cent of GDP and public
debts are to be reduced significantly in per cent of GDP.

• The growth in public sector employment is to be moderated compared with recent years.
Real growth in public consumption is presumed to 1 per cent annually.

• The labour force is to be increased significantly. The increase is presumed to be about 80,000
persons from 1998 to 2005; by then the labour force will be 2,948,000 persons.

• Unemployment is to be stabilised at a level of about 5 per cent of the labour force (national
definition) and at the same time the development in wages should be moderated.

• The number of persons on transfer income should be reduced significantly. The presumption
is a fall of about 60,000 persons from 1998 to 2005.

• Foreign debts are to be reduced significantly. This means that a comfortable surplus on the
balance of payments must be built up.

• The tax burden must be reduced.

The overall employment strategy thus operates with an increase in the labour force from 1998 to
2005 of nearly 3 per cent. At the same time, unemployment is to be maintained at the level of 5
per cent.

The critical point in the employment strategy is whether it will be possible to obtain the neces-
sary growth in the labour force. The rate of unemployment is so low that increased employment
will require a bigger number of labour market entrants. As the demographic development as such
will lead to a fall in the labour force in the coming years, it will be necessary to increase the oc-
cupational activity of the individual age groups. Furthermore, it should be made possible for per-
sons with reduced capacity for work to enter the labour market. There is also a need for up-
grading of the skills and qualifications of the labour force.

It is important to continue and further develop the structural policy in order to meet these ambi-
tious targets. In the labour market and social policy field this means:

• The reforms of the labour market, the early retirement scheme and the tax system must be
phased in as planned.

• Labour market measures are to be strengthened, among other things by improving the quality
and effectiveness of activation measures, education/training programmes and the PES as well
as continued modernisation of the labour market systems.

• It has been decided to change the system of adult vocational training and continued training.
The system will be simplified and - to a higher degree - targeted on the needs of the labour
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market and ensure the building up of formal competences among those with the lowest level
of skills and qualifications.

• The development of the inclusive labour market should be continued.
• Preventive measures should be strengthened with a view to avoiding that too many people go

on disability pension.

The challenge in relation to continued growth in the supply of labour has become even bigger
after the conclusion of new collective agreements in some sectors on the private labour market in
the start of 2000; under the new agreements the number of the so-called "special holidays" will
be increased over the next 4 years. Unlike the statutory holidays, these special holidays may be
replaced by cash payment so it is difficult to evaluate the exact impact upon the supply of labour.
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The Employment Guidelines 2000 - as the Employment Guidelines 1999 - come under four pil-
lars:

1) Improving employability, section 1.3.1
2) Developing entrepreneurship, section 1.3.2
3) Encouraging adaptability of businesses and their employees, section 1.3.3
4) Strengthening equal opportunities policies for women and men, section 1.3.4

As described in section 1.2, an increase in the labour force up to year 2005 is a central element of
the overall economic strategy. A prerequisite for achieving this is increasing activity and em-
ployment rates in the coming years. In recent years, we have seen a favourable development in
the employment rate for the 50-59 year-olds. In combination with the labour market reform this
provides a good basis for increasing the labour market attachment in the future, also for persons
over the age of 60 years, cf. tables 1, 2 and 3.

Table 1. Activity rates - selected age groups - men and women - 1997 and 1999

1997
Men    Women

1999
Men    Women

16-66 years 81.7        72.9 81.5        73.5
16-24 years 75.6        68.7 75.6        69.2
50-66 years 69.1        53.3 69.7        55.5

Source: Statistics Denmark, RAS-statistics. RAS shows labour market attachment  during the last week of November the preceding year.
The 1999-figure shows employment in November 1998 for the population as per 1 January 1999.

Table  2. Employment rates - selected age groups - men and women - 1997 and 1999

1997
Men    Women

1999
Men   Women

16-66 years 76.7        67.1 78.1       69.5
16-24 years 72.0        64.4 72.9       66.3
50-66 years 64.6        48.3 66.5       52.1
Source: Statistics Denmark, RAS-statistics

Table  3. Employment rates - selected age groups - men and women -  1997,  1998 and
                1999

1997
Men  Wom.

1998
Men  Wom.

1999
Men  Wom.

50-54 years 82.0     70.9 82.7     72.6 83.8     75.2
55-59 years 74.0     55.2 75.0     56.9 76.6     60.0
60-66 years 34.8     18.1 35.0     18.4 35.5     18.8
Source: Statistics Denmark, RAS-statistics

Sections 1.31 - 1.3.4 give a survey of the employment strategy and the main results.
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��  The general aim of the employment guidelines under this pillar is to promote employability.
The target groups of the guidelines are young persons, adult (long-term) unemployed persons
and weak groups of unemployed persons as well as young persons who enter the labour market
for the first time after having completed education/training.

�. The labour market policy has a central position in the Danish medium-term strategy for
growth and employment. The labour market reform with subsequent revisions is a further devel-
opment of the active labour market policy, cf. NAP 1999 and section 2.2.

��  Box 1 describes the main elements of the Danish policy under pillar 1 - Improving employ-
ability. A more detailed descriptions of measures and policies can be found in the Danish Na-
tional Action Plan for Employment 1999 (NAP 1999).

%R[���0DLQ�HOHPHQWV�RI�WKH�PHDVXUHV�DQG�UHVXOWV�XQGHU�SLOODU����
,PSURYLQJ�HPSOR\DELOLW\

• The EU target - activation measures in relation to young unemployed persons (fully
phased-in) and unemployed adults (will be fully phased-in by the end of year 2000)
before reaching, respectively, six and twelve months of unemployment. The output in-
dicators fixed at community level show for 1998 that 90 per cent of the young persons
who became unemployed and 96 per cent of the adults who were insured against un-
employment and who became unemployed were out of employment before reaching,
respectively, six and 12 months of unemployment. The so-called input indicator for
young persons and adults is low, but new rules will change the situation for young
persons at the end of 1999 and for adults at the beginning of 2001.

• The EU target - that the share of persons participating in education/ training or other
active measures in relation to total unemployment must be at least 20 per cent - was
met from the start (1998). The share (input indicator)  in 1999 (1st - 3rd quarter) was
44 per cent; for men 35  per cent and for women 52 per cent. The output indicator
(1998) shows that the share of unemployed 3 and 6 months after activation was, re-
spectively, 26 per cent and 13 per cent.

• It is a very positive result that the marginal group has been halved since 1993 to
65,000 persons. The marginal group here is persons who have been unemployed, in
activation or registered with the PES as non-insured unemployed persons for more
than 80 per cent of the time within the past 3 years.

• A cost-effect analysis of selected activation programmes (completed during the first 6
months of 1998)  in the form of simple cost-effect measurements shows a modest
negative effect of education/training activation, while the cost-effect measurements of
both public and private job training is positive.

• Revision of the early retirement scheme to stimulate incentives for flexible labour
market withdrawal. The new voluntary early retirement pay scheme came into opera-
tions on 1 July 1999 and the principles for the reform of the disability pension scheme
have been laid  down. The criterion for award of a pension will be working capacity
and not - as until now - lack of working capacity, cf. the active line of the labour mar-
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ket and social policy. The plan is that the agreement on the pension reform is to be
implemented in the course of 2000 and that the new rules will come into operation in
year 2003.

• Strengthening of activities in connection with the development of an inclusive labour
market in co-operation with the local authorities on the basis of an on-going examina-
tion with a view to creating the basis for the disability pension reform, cf. above.

• It is the objective that the share of a youth class which complete youth education is to
be increased to 95 per cent over a period of 10 years. The share of young persons
completing continued and higher education shall, correspondingly, be increased to 50
per cent. The Government and the social partners have concluded an agreement con-
cerning the creation of 36,000 ordinary practical training places in year 2004.

• The action plan in the IT field mentioned in  NAP 1999 is nearly fully implemented.
IT has become a compulsory element of all vocational training programmes. The two
existing IT schools have started the development of new IT education programmes at
different levels (diploma, bachelor and master) on the basis of an appropriation of
DKK 30 million. The intake on IT educational programmes is to be increased by 1000
students over the next 3-4 years and efforts will be made to increase women’s share.

• Partnerships form an integrated part of the Danish model, for instance the apprentice-
ship scheme for adults which is used in connection with the measures to prevent bot-
tlenecks where the intake has been more that double as many as planned for the first
three years (1997-99) with 9,392 persons.

• The social chapters in the collective agreements have led to the creation of flex jobs
and jobs on special terms. The private sector has 1.9 flex job per 1,000 employees
while the public sector has 3.1. In May 1999, there were 5,500 jobs on special terms -
after an increase of 50 per cent over the most recent years. In May 1999, there were
5,800 jobs on special terms - after an increase of more than 3,000 from 1998 to 1999.
Expenditure on wage subsidies to flex jobs and jobs on special terms have gone up by
about 50 per cent from 1998 to 1999 (DDK 455 million). The target for the economy
as a whole is the establishment of 30-40,000 jobs on special terms before 2005.

• The social partners on both the public and private labour market have in their collec-
tive agreements laid down a framework for development of competences. Labour
force surveys show that 23.9 per cent of the labour force (employed and unemployed)
participated in training activities in 1999; the figure for men is 20.9 per cent and for
women 27.3 per cent. The share has been increasing for both sexes, both employed
and (especially) unemployed persons during the period 1995-1999.

• Intensification of measures in relation to disabled persons and other weak groups with
a view to obtaining a higher degree of self-support. Pilot projects with personal assis-
tance to disabled persons in education/training have been prolonged. About 1,400 re-
ceived support in 1998 and the expenditure has increased by about 20 per cent to DKK
54 million in 1999.

�� Some of the elements of the employment strategy under pillar 1 will be described in greater
detail in points 5-16 below.
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�� The Member States have agreed on some central indicators to describe the development on the
labour market. This will facilitate comparisons among the countries. Until now such indicators
have been developed for guidelines 1, 2 and 3, i.e. measures in relation young unemployed per-
sons and unemployed adults as well as activation measures.

���The common input and output indicators for evaluation of active measures in relation to young
unemployed persons and unemployed adults will appear from table 4 and annex 1. In table 5 and
annex 1 the output indicator has been calculated for guideline 3, the so-called activation degree,
i.e. the share of unemployed who have been offered education or any other activation measure,
as well as the input indicator i.e. the share of persons who are still unemployed 3 and 6 months
after ending a measure. Tables 4 and 5 only show the central indicators. A total survey and a de-
scription of the calculation of indicators can be found in annex 1.

Table 4. Output and input indicators for guidelines 1 and 2 (insured persons)
Total Men Women

*XLGHOLQH����<RXQJ�SHUVRQV
(B)/(A) Output indicator (Number of persons newly registered as unemployed who were still
unemployed after 6 months)
Newly unemployed in 1998 0.10 0.08 0.12
Newly unemployed in 1997 0.12 0.10 0.14
(D)/(B) Input indicator (Share of persons with 6 months of unemployment who have not been
offered an action plan)
Newly unemployed in 1998 0.84 0.84 0.84
Newly unemployed in 1997 0.92 0.91 0.92
*XLGHOLQH����$GXOWV
(B)/(A) Output indicator (Number of persons newly registered as unemployed who were still
unemployed after 12 months)
Newly unemployed in 1998 0.04 0.04 0.05
Newly unemployed in 1997 0.05 0.05 0.06
(D)/(B) Input indicator (Share of persons with 12 months of unemployment who have not
been offered and action plan)
Newly unemployed in 1998 0.76 0.78 0.74
Newly unemployed in 1997 0.84 0.83 0.85

It is seen from the indicators that about 10 per cent of the young persons who have newly be-
come unemployed are still unemployed after 6 months in 1998. This share has fallen from 1997
to 1998. The input indicator shows that the target which is that all young unemployed persons
are to be offered an individual action plan before reaching 6 months of unemployment is not met.
84 per cent of those who became unemployed in 1998 had not been offered an individual action
plan before reaching 6 months of unemployment. However, rules have been introduced which
will ensure that all young persons will by the end of 1999 be offered an action plan before
reaching 6 months of unemployment.

It is also seen that about 5 per cent of the adults who have newly become unemployed are still
unemployed after 12 months. The share has been falling from 1997 to 1998. The target that all
adults shall be offered an individual action plan before reaching 12 months of unemployment is
not yet met. In 1998 about 76 per cent of the newly unemployed had not yet been offered an in-
dividual action plan before reaching 12 months of unemployment. Rules have been introduced
under which all adults will by the start of year 2001 be offered an action plan before reaching 12
months of unemployment.

Table 5 shows the  input and output indicators for guideline 3, activation measures.
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Table  5. Input and output indicators for guideline 3 (insured persons)
Total Men Women

*XLGHOLQH����$W�OHDVW�����RI�WKH�XQHPSOR\HG�VKRXOG�EH�LQ�DFWLYDWLRQ
(F)/(E) Input indicator (Activation degree)
1999 (first 3 quarters) 0.44 0.35 0.52
1998 0.39 0.33 0.44
(H)/(G) Output indicator (Share of persons who are still unemployed, respectively, 3 or 6
months after ending a measure) Completed activation measures in 1998.
3 months after ending a measure 0.26 0.28 0.24
6 months after ending a measure 0.13 0.15 0.13

The input indicator - the activation degree - has been 44 per cent on average in 1999 (first 3
quarters). For women it has been 54 per cent. The activation degree has increased from 1998 to
1999. The output indicator - the effect measure - shows that 26 per cent of the persons are still
unemployed 3 months after the end of a measure, while 13 per cent after still unemployed after 6
months. The effect is slightly better for women than for men.

����The Ministry of Labour has just made a comprehensive evaluation study of the effects of the
strengthened activation line. The conclusions are:

• The right and duty to activation has a motivation effect on the job seeking activities of the
unemployed; this means that more unemployed persons find work before activation offers
are to be given.

• Generally, activation leads to upgrading of skills and this enhances the unemployed persons’
possibilities of getting a job after participation in an activation measure.

• Activation at an early stage of the unemployment spell involves a risk of retaining persons in
activation rather than in ordinary employment. This applies, in particular, to groups of unem-
ployed persons who have a high probability of finding a job - also without any activation
measures.

• Activation is a good investment. The huge sums invested in the active labour market policy
have improved the public finances - both in the short and long-term perspective - through a
reduction of structural unemployment. Structural unemployment is estimated to have fallen
by 3-5 percentage points. If 1-1½ perc. unit of this fall can be attributed to the active labour
market policy, then the total effect of the activation costs on the public budgets will be neu-
tral.

• It is a very positive result of the activation strategy that the number of persons in the mar-
ginal group has been halved since 1993. Since 1994 the number of persons in the marginal
group has fallen from just over 130,000 to 65,000 persons; i.e. a 50 per cent reduction in the
number of persons who have not been attached to the ordinary labour market for a long pe-
riod of time. In this connection the marginal group is defined as persons who have been un-
employed, in activation or on education/training leave or registered with the PES as non-
insured unemployed persons for more than 80 per cent of the time within the last three years.

�.  In connection with the evaluation of the effects of the different types of activation measures
the Ministry of Labour has made cost-effect calculations of selected activation measures com-
pleted during the first six months of 1998, cf. table 6. The average effect shows the reduction  in
dependency on public benefit after completed  participation in an activation measure. The aver-
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age budget impact includes the cost of the activation measure with a deduction of saved  benefits
during the activation period in relation to the gain from savings in subsequent public benefits.

Table 6.  Cost-effect calculations for selected activation measures completed during the first six
months of 1998

Number of
measures

Average duration
-
weeks

Average effect -
reduction of
transfer degree

Average
budgetary
impact DKK

Education/
training

32,177 27.3 9.2 -23,632

Public activation 14,296 26.9 13.8 3,621
Private activation 2,601 21.8  28.2 52,961
Source: Data from DREAM-statistics and own calculations
Note: Costs converted into 2000 prices.

The average cost of a completed education/training activity was DKK 24,000. With the mix of
activation measures during the first six months of 1998 there is thus - on the basis of calculated
simple cost-effect figures - a modest negative effect of education/training measures, while the
cost-effect figures are positive for both public and private job training.

In connection with the implementation of the latest revision of the labour market reform from
1994 education/training offered became specifically targeted. Restrictions were introduced in
unemployed persons’ use of training leave and the number of education/training programmes for
which training leave may be granted became more specifically targeted on the needs of the la-
bour market. Unemployed persons may still be granted training leave (for up to 6 weeks), but
otherwise training takes place as an activation instrument for the public employment service in
relation to the unemployed. The specific targeting of education/training measures is expected to
improve the cost-effect of education/training in the coming years.

Changes in the demand for goods and services, the globalisation, technological progress - with
new ways of organising the work in the enterprises - mean that the labour market is constantly
changing. Upgrading of skills and qualifications is a necessary pre-condition for the labour force
being equipped to meet these challenges. At the same time, this development means heavy de-
mands to the educational and labour market systems which are to supply the labour needed by
the enterprises. This is why education/training is one of the most used activation instruments.

�� The reform of the voluntary early retirement pay scheme which came into operation on 1 July
1999 should be seen in the light of the overall employment strategy objective of increasing the
supply of labour - among other things, by increasing the activity rate of elderly workers. The re-
form aims at stimulating incentives to work. But it is still premature to give more precise infor-
mation about the development.

��� Efforts are also made to promote the supply of labour in qualitative terms by encouraging a
growing share of young persons to complete youth education and/or higher education and, in
quantitative terms, by encouraging students to complete their studies more quickly. NAP 1999
gives a more detailed description of the measures introduced to promote this dimension in the
supply of labour. The situation is that 84 per cent of a youth class completed youth education and
42 per cent higher education in 1998. It is now the Government’s ambition that the share of a
youth class which complete youth education should be increased to 95 per cent over a period of
10 years. The share completing higher education should over the same period be increased to 50
per cent of a youth generation. It is one of the main objectives of the new vocational training re-
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form that will be introduced from the start of year 2001 that the drop-out rate should be halved
over a number of years to 12 per cent. At the same time, the drop-out rate in higher education
should be reduced in the same order from about 27 per cent to 17 per cent. The Government’s
proposed reform of medium level educations will contribute significantly to achieving these tar-
gets.

The IT Action Plan described in NAP 1999 has been fully implemented in most respects. IT has
become a compulsory subject in all vocational training programmes. The two IT schools have
developed new IT education programmes at different levels (diploma, bachelor and master)  with
an appropriation of DKK 30,000 granted for this purpose. In the light of the strong demand for
IT workers, the aim is to increase the in-take at IT education programmes by 1,000 students over
the next 3-4 years. One of the objectives of the new combination education programmes at the IT
schools it to attract more women. In addition, the vocational schools are offering an IT adminis-
trator education in the form a job oriented part-time education programme.

An ICT action plan has been drawn up for the period 1998-2003 in order to promote the use of
information and communication technology at all levels of the educational system. The action
plan includes a number of special pedagogical initiatives focusing on weak groups of students at
risk of becoming marginalised in the ordinary education system. They mainly take the form of
individualised training activities and the development of ECT based training programmes, mate-
rials and technical equipment which will support the learning process of less resourceful groups
of students.

This year a major reform of adult vocational training programmes was introduced which in addi-
tion to focusing on the structures of the system is also specifically targeted on the pedagogical
basis of the training programmes with a view to finding new and individualised teaching meth-
ods and learning processes based on the needs and background of the individual. These measures
are specifically targeted on those groups of students that find it difficult to complete a youth edu-
cation programme.

���  With  a  view to living up to their responsibility for increasing the supply of skilled labour in
the coming years, the Government  and the Danish Employers’ Confederation (DA)/the Confed-
eration of Danish Trade Unions (LO) have concluded a joint action plan. The aim is to provide
training places of a high quality which will match the need for skilled labour of the different oc-
cupational sectors and the needs of young persons for training places. The target for practical
training places for year 2004 has been fixed at 36,000 ordinary training places. On top of this, it
is also a joint objective to halve the number of drop-out from the training places. This objective
is to be achieved by increased use of combination agreements under which schools, local training
committees and occupational committees co-operate. Finally, the central labour market organi-
sations will launch a joint campaign with the focus on the students.

����The social partners are through partnerships closely involved in the efforts to improve labour
market integration. The partnership idea is an integrated part of the Danish labour market model.
It is mentioned in NAP 1999 that specific targets have been set with the tripartite agreement for
the number of participants in private job training and in the apprenticeship scheme for adults.

The follow-up shows that 6,300 private job training places were established, corresponding to 69
per cent of the target figure. In continuation of the tripartite agreement, an action plan was drawn
up in August 1999 by the National Labour Market Council in which the social partners and the
Government took a number of initiatives to increase the knowledge about private job training.
The social partners find that this scheme is one of the labour market policy schemes which most
effectively contributes to bringing unemployed persons into employment.
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The target figure for public job training in the municipal sector for 1999 was 11,000 full-year
places. There were 9,600 places in 1999, corresponding to an achievement rate of 87 per cent.

From the very start, the apprenticeship scheme for adults has had nearly double the number of
participants anticipated. During the first 3 years for which the scheme has existed 9,392 persons
have joined it; this has contributed to the prevention of bottlenecks, mainly in the building and
construction sector and in the iron and metal sector.

���  The National Labour Market Council and the regional labour market councils are partner-
ships set up on the basis of legislation, cf. NAP 1999. These tripartite organisations are working
with targets, fields of action and result requirements for their labour market policy initiatives.
The National Labour Market has thus fixed two targets for 1999:
1) the regional labour market councils must ensure that the enterprises will be able to recruit the

labour they need, both in the short and in the long-term perspective;
2) the regional labour market councils are to prevent and reduce long-term unemployment. The

National Labour Market Council is right now engaged in follow-up activities.

��� Both the Government and the social partners have focused on continued training - lifelong
learning - in recent years. However, no target has been fixed or politically approved for the (an-
nual) number of persons covered by measures which develop a potential for lifelong learning.
But the social partners on both the public and the private labour market have by means of collec-
tive agreements agreed on a framework for development of competences. No indicators have yet
been developed for filling in this framework. In the state sector the "(YDOXDWLRQ�RI�WKH�WKUHH�VWDII
SROLF\�PLQLPXP�UHTXLUHPHQWV� (Ministry of Finance, 1998) shows that strategic development of
competences is gaining ground. The share of workplaces covered was 71 per cent in 1998 com-
pared with 54 per cent in 1994. In connection with the possible development of competence ac-
counts, it would be natural to map out the development in the field of lifelong learning.

The scope of continued training measures can be illustrated on the basis of the labour force sur-
veys. They show that the share of the labour force having participating in training within the past
four weeks in 1999 was 23.9 per cent; 20.9 per cent for men and 27.3 per cent for women. The
surveys also show that the share is significantly higher for unemployed persons than for persons
in employment; this applies to both men and women. During the period 1995-99 this share
showed a marked increase from 1997, cf. annex 1. One of the explanations is the high priority
accorded to education/training in connection with activation measures.

����The measures to promote a labour market open to all (an inclusive labour market) have con-
tinued with increased intensity in order, among other things, to create the basis for a reform of
the disability pension scheme where the criterion for awarding a pension will be the working ca-
pacity, cf. the active line of the labour market policy and the social policy. In connection with the
Finance Act for year 2000 agreement was reached on the principles for a reform of the disability
pension scheme. The idea is that the agreement will be implemented in 2000 and come into op-
eration in 2003.

Intensive awareness-arising initiatives have been taken concerning the issue of the inclusive la-
bour market, both in relation to the target groups (cf. NAP 1999) and the social partners,
authorities and enterprises. Thus the share of awarded disability pensions in cases where the per-
son concerned has prior to the award participated in a measure (rehabilitation and/or activation)
shows a marked increasing trend and is about 40 per cent during the first six months of 1999; at
the same time, there has been a strong fall in 1998 and 1999 in the number of awards of disabil-
ity pensions. The cause of this development is not known, but one explanation could be that the
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municipal authorities follow up on cases of long-term sickness at an earlier stage. In March 2000
the Danish Employers’ Confederation (DA) and the Confederation of Danish Trade Unions have
in co-operation listed a number of themes for the further development of joint action to obtain a
more inclusive labour market. The objective is to ensure that as many people as possible can be
retained on or obtain a new place on the labour market.

The social partners have already incorporated the so-called social chapters in the collective
agreements which have made it possible to employ persons with reduced capacity for work. The
social partners in the public and the private labour market have followed up this initiative to
varying degrees.

In a single sector in the private labour market, special consultants assist the enterprises with in-
formation and guidance in connection with the establishment of flex jobs and jobs on special
terms. In connection with the conclusion in 2000 of new collective agreements in the industry
sector, it was made possible to enter into agreements at the local level on special working condi-
tions - including working time - which  will to a higher extent make it possible for the employees
concerned to maintain their labour market attachment.

The development shows that there is more or less the same number of flex jobs in the public and
in the private labour market; but in relation to the total number of employees there are relatively
more flex jobs in the public sector (3.1 per 1000 employees) than in the private sector (1.9 per
1000 employees). There has been an increase of nearly 50 per cent in the number of jobs on spe-
cial terms in recent years to nearly 5,500 in May 1999. The trend is in the direction of a narrow-
ing down of the gap between the two sectors through an increase in the number of such jobs in
the private sector.

The Government objective - for the whole economy - is to establish 30-40,000 jobs on special
terms, including jobs based on agreements between the social partners and jobs with a public
subsidy before year 2005.

��� The total number of persons on transfer incomes continues to fall. From 1998 to 1999 the
number has fallen by 47,000, corresponding to 5.3 per cent, to 815,000 persons. On an index
(1994 = 100) the development in the number of persons broken down on sub-groups has been as
follows:
• The group of unemployed has fallen by 6 percentage points
• The group of persons on leave has fallen by 15 percentage points
• The group of persons on social benefits has fallen by 9 percentage points, and
• The group of persons on early retirement has fallen by 1 percentage point, cf. table 9 in an-

nex 1.
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�� The employment guidelines under this pillar aim at promoting the setting-up of new enter-
prises  and the creation of new jobs, for instance by means of employment friendly tax systems.

�� Box 2 below describes the main elements of the Danish policy under pillar 2 - 'HYHORSLQJ�HQ�
WUHSUHQHXUVKLS. A more detailed description of the instruments can be found in the Danish Na-
tional Action Plan for Employment 1999 (NAP 1999).

%R[���0DLQ�HOHPHQWV�RI�WKH�PHDVXUHV�DQG�UHVXOWV�XQGHU�SLOODU����
'HYHORSLQJ�HQWUHSUHQHXUVKLS

• Target - to introduce significant administrative relaxations and to reduce the administrative
burdens of trade and industry from year to year by means of

- simplification of existing legislation
- avoidance of unnecessary burdens in new legislation
- initiatives for simplification of the administration of public rules and regulations.

Results in the annual report (1999) "Business and regulation"
- DKK 30 million spent on project to reduce administrative burdens
- project aiming at strengthening the administrative competences of small and medium-sized

enterprises with special focus on reports and payments to public authorities

• Target: to promote the establishment and development of own businesses through
- counselling (start-up of enterprises, generations changes, boards, female entrepreneurs)
- facilitating access to capital for SMEs
- co-financing of innovation environments
- entrepreneurs who have received counselling prior to the start-up have a higher survival

rate than other entrepreneurs

Results (1999)
- total expenditure on these schemes  DKK 371 million
- new programme for industrial policy strategy, including focus on for instance one-stop-

shops for entrepreneurs
- counselling to entrepreneurs (before business up-start) increased to 6,000, i.e. the target

figure
- innovation environment: 2,057 contacts (1 September 1999) have led to 421 pre-

examinations, 128 pre-projects of which 6 have been continued with private financing

• Target: to utilise the employment potential of the service sector through
- the home services scheme which mainly promotes employment of unskilled workers and

reduces the extent of black work
- total expenditure (subsidies) in 1999: DKK 607 million compared with DKK 450 million

in 1998
- the share of households using the home services scheme went up to 14.3 per cent in 1999

from 12 per cent in 1998

• Target: to make the tax system more employment friendly: Reduction of marginal taxes
through the phasing-in of the tax reforms of the Whitsun-package before year 2003. It is, at
the same time, the objective to reduce the total tax burden. In the medium-term projections
the total tax burden is thus reduced by 3 percentage points to 47.7 per cent by year 2005.
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���Some of the elements of  the employment strategy under pillar 2 will be described in greater
detail in points 4-7 below

���In the industrial policy field a new policy has been introduced  in relation to new and small
enterprises since 1997. The policy has been changed from a traditional strategy focusing on sup-
port to the individual entrepreneur (for instance the enterprise allowance scheme for unemployed
persons) to a new policy which aims at creating better framework conditions for entrepreneurs
and small enterprises: Stable economic growth with low inflation, better counselling, easier ac-
cess to capital and co-financing of innovation environments, etc. This will enhance the possibili-
ties for the setting-up and development of new enterprises, cf. the description of the concrete
measures in NAP 1999. In 7KH�*RYHUQPHQW
V�LQGXVWULDO�SROLF\�VWUDWHJ\�GN��� the Government
has presented its benchmarks for the development in business and industry, including a package
of new initiatives for entrepreneurs in order to increase the number of new enterprise start-ups
and the share of entrepreneurs. During the most recent year for which statistics are available,
1997, the number of new enterprises was 16,163 corresponding to an increase in the stock of
enterprises of 3 per cent.

This new strategy is underpinned by a number of studies for instance the extensive study carried
out by the Danish Agency for Trade and Industry comprising 4,000 business owners, entrepre-
neurs, who have set up their own business in 1995/96 and who were still operating in 1999, as
well as the analysis "Female entrepreneurs now and in the future" (to be published in the summer
of 2000). The first-mentioned study shows, among other things:

• that the most important motives for setting up one’s own business are to "be your own mas-
ter", "the need for new challenges" and "a better organisations of the working time"; the last-
mentioned motive is mentioned more frequently by women than by men

• that the most important barrier to setting up one’s own business is "tax, accounts, etc."
• that over 80 per cent of the male entrepreneurs and 65 per cent of the female entrepreneurs

have been in employment prior to the start-up of their own business and they most often have
a vocational training background or no formal education

• that female entrepreneurs are - compared with male entrepreneurs - characterised by pos-
sessing fewer of the competences which have a positive impact upon the survival possibili-
ties of newly established entrepreneurs. However, research results also show that the knowl-
edge and experience acquired by the entrepreneur through his or her previous work is equally
important as competences acquired through formal education.

Denmark has, by international standards, made the greatest progress as regards an evaluation of
the administrative consequences for the enterprises of rules and regulations. But it is not yet pos-
sible to give a precise account of how the overall administrative burdens for the enterprises are
developing.

�� The development of the qualifications of the labour force is both an industrial policy instru-
ment and a labour market policy instrument. The strengthened active labour market contributes -
through the higher priority of education/training in the activation measures - to a better qualified
supply of labour and this will improve the chances that the supply of labour will match the gen-
erally increasing demands for qualifications of the enterprises. The Government is right now
working with initiatives to improve the opportunities of the labour force for lifelong learning in
the form of improvements in the system of adult vocational training and continued training, cf.
section 2.2.
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���Structural changes have also been introduced in the tax policy field, including a reduction in
marginal taxes and a shift in taxation from tax on labour to green taxes. One of the aims of the
tax reform is to promote incentives to work rather than being on passive support. The lowest in-
comes from work obtain the biggest reductions in marginal taxes.

��� At the regional level, the focus is now on promotion of job creation potentials with support
from the European Social Fund. ESF activities are mainly in the form of projects which aim at
re-integration of marginalised groups, long-term unemployed persons and exposed groups on the
labour market (the former Objective 3 activities), cf. section 4 on the implementation of ESF ac-
tivities in Denmark, 1994-99.
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�� The employment guidelines under this pillar (QFRXUDJLQJ�DGDSWDELOLW\�RI�EXVLQHVVHV�DQG�WKHLU
HPSOR\HHV deal with modernisation of the organisation of work and measures to support the
adaptability of enterprises.

���The Danish policy under this pillar is strongly characterised by the Danish labour market
model, cf. box 3. Both the question of the organisation of the work and the question of develop-
ment of new forms of employment contracts are matters which are mainly regulated by collec-
tive agreements or other agreements between the social partners. The legislation which exists in
this field is typically targeted on specific groups of employees who have not for historical rea-
sons been covered by the collective bargaining system, for instance salaried employees. The
Working Environment Act also contains restrictions as regards the organisation of the work, for
instance the rules on daily rest periods and a weekly rest period of 24 hours.

�� Box 3 points to some important elements of  the Danish policy under pillar 3 (QFRXUDJLQJ
DGDSWDELOLW\�RI�EXVLQHVVHV�DQG�WKHLU�HPSOR\HHV��A more detailed description of measures and
policies can be found in the Danish National Action Plan for Employment 1999 (NAP 1999).

%R[���,PSRUWDQW�HOHPHQWV�RI�PHDVXUHV�XQGHU�SLOODU����
(QFRXUDJLQJ�DGDSWDELOLW\�RI�EXVLQHVVHV�DQG�WKHLU�HPSOR\HHV

• More flexibility in the organisation of the working time in the form of locally agreed varia-
tions in working hours  over a certain reference period - with an average weekly working
time of 37 hours. The share of employees covered in the fields regulated by the Danish Em-
ployers’ Confederation (DA) and the Confederation of Danish Trade Unions (LO) who are
covered by a collective agreement with a reference period of 12 months or more is about 70
per cent after the conclusion of the new collective agreements in 2000.

• The collective agreements in the public sector include agreements concerning a modernisa-
tion and flexibilisation of the organisation of the work so that it is possible at the local level
to adapt the working time to local conditions. Statistics are planned.

• Access to part-time work has to an increasing extent been incorporated into the collective
agreements. According to the new collective agreements (2000) there is free access to part-
time work at nearly 50 per cent of the field covered by DA/LO.

• The state supports the introduction of flexible forms of organisation in the enterprises
through the project 0DQDJHPHQW��RUJDQLVDWLRQ�DQG�FRPSHWHQFH. An amount of DKK 237
million has been earmarked for this project for the period 1998-2001; the aim is that at least
50 per cent of all enterprises should have a flexible organisation in year 2002.

• The special pool for planning of training activities grants support to the participating enter-
prises amounting to up to 50 per cent of their costs. The number of participants corresponds
to about 2 per cent of the labour force. Half of the enterprises state that their planning project
has focused on all employees so that those with the lowest skills have also been covered to a
wide extent. The project is estimated to have only negligible deadweight effects.

• Activation measures in the form of education/training,  the job rotation scheme and the ap-
prenticeship scheme for adults make it possible for the enterprises to increase their adapt-
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ability; for (long-term) unemployed persons to improve their qualifications; and for the soci-
ety as such to reduce structural unemployment. The improved economic conditions and ad-
ministrative difficulties in connection with the job rotation scheme have led to a heavy fall in
the number of new entrants into these schemes. In return, the number of persons joining the
apprenticeship scheme for adults has been more than 50 per cent higher than expected, cf.
box 1.

���Some of the elements of the employment strategy under pillar 3 will be described in greater
detail in points 5-14 below

�� One of the elements in the efforts to ensure a bigger supply of labour could be the possibility
of a more flexible organisation of the working time. In this connection it also of importance to
ensure a better combination of family life and working life and to have access to child care fa-
cilities outside normal opening hours. A small share of the children in day care institutions are in
pool schemes under which the parents, enterprises or others are responsible for the operation and
have a wish to offer child care facilities outside the normal opening hours of child care facilities.

���The organisation of the working time  has been a central theme in connection with both cen-
tralised and decentralised negotiations and in both the public and the private sector. The social
partners have concluded agreements concerning modernisation and increased flexibility in the
organisation of the work, for instance by working longer hours during some periods and working
fewer hours in other periods. It has now become possible to conclude local working time agree-
ments within a certain framework. In many cases, it is a condition that the employer side and the
employee side have entered into an agreement concerning the changed working time.

More than 90 per cent of all employees in the DA/LO field are now covered by collective
agreements under which it is possible to conclude agreements at enterprise level on a reorgani-
sation of the working time, cf. table 10 in annex 1. In most of the sectors which - before CA-
2000 - had a shorter reference period than 12 months for the varying weekly working time, this
period has now been considerably extended. The share of employees covered by collective
agreements with a reference period of 12 months or more has thus been increased by about 10
percentage points to 73 per cent. For most of these sectors it has been agreed that any sur-
plus/deficit of working hours by the end of a period shall be balanced within a period of six
months, as a maximum.

��� Before CA-2000 about 40 per cent of the employees in the DA/LO field were covered by
collective agreements with free access to establish part-time jobs. Collective agreements cover-
ing about 18 per cent of the employees give no possibility for part-time work. In connection with
CA-2000 this situation was significantly improved. For about half of the 18 per cent there is now
free access to enter into agreements at the local level concerning part-time work. This means that
after CA-2000 there is now free access to part-time work on about 51 per cent of the field cov-
ered by DA/LO, cf. table 11 in the annex.

���In the state sector,  the working time agreements which have been concluded at the decentral-
ised level will be evaluated in the coming year with a view to providing quantitative data which
will illustrate the development in the degree of flexibility in the working time regulations.

���The use of untraditional forms of employment relationships is growing in connection with the
enterprises’ efforts to make their organisation more flexible. These new employment relation-
ships are often characterised by the fact that the employee has a different - often more flexible -
attachment to the workplace than earlier. At the same time, there is not the same protection as
that offered by labour legislation and collective agreements to employees in traditional employ-
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ment relationships. The Government is considering to initiate a study on the scope of different
types of employment contracts, their implications, etc.

���  For some years, the Government has with its project on 0DQDJHPHQW��RUJDQLVDWLRQ�DQG
FRPSHWHQFH been supporting the introduction of flexible forms of organisation in the enterprises.
The overall objective is that at least 50 per cent of all enterprises will have a flexible organisation
in year 2002 compared with 20 per cent in 1997. The activities initiated under this project sup-
port the adaptability of business to the competition conditions in a knowledge-based economy.
An amount of DKK 237 million has been earmarked for this project for the period 1998-2001;
the project is until now running as planned.

����The enterprises may find it very useful to go into planning of training activities for their em-
ployees. This is clearly documented in a recently completed evaluation of the pool for planning
of training activities which covers up to 50 per cent of the costs of the projects of the participat-
ing enterprises. More than half of the enterprises find that their participation has improved their
competitiveness. Half of the enterprises state that their planning project has focused on all em-
ployees, so that those with the lowest skills have also to a wide degree been covered. About
50,000 employees, corresponding to two per cent of the labour force, have been covered by the
project until now. This good result is primarily attributable to the fact that the enterprises have in
their planning of training activities focused on the organisation of the enterprise rather than on
specific groups. The evaluation also seems to indicate that the deadweight effect of the project is
negligible as the enterprises have stated that they would not have started the projects without
funding from this pool.

The social partners on the private labour market have stated that systematic planning is to under-
pin the work to ensure a better connection between training and the employees’ possibilities for
living up to both present and future job requirements and thus an increase in the level of compe-
tences for the benefit of the productivity and the professional development of the employees.
This has been incorporated into agreements in the DA/LO field in connection with the CA-2000
in the fields of trade, clerical work and services, among others.

��� The Danish leave system makes it possible for employee to take leave to participate in train-
ing activities and thus improve their qualifications and competences. With the continued im-
proving economic situation in recent years there has been a fall in the number of persons taking
training leave; since 1999 this fall is also caused by the restrictions in the right of unemployed
persons to training leave; the leave period has been reduced to a maximum period of six weeks
for this group.

����For a number of years the job rotation schemes have contributed to promoting the adaptabil-
ity of businesses and their employees. Job rotation may in many respects be described as a very
useful labour market policy instrument which has mainly been used by private enterprises (the
level for private enterprises has been around 75-80 per cent). It is presently being considered
how the job rotation instrument can be further developed. These considerations are based on a
research report published by the Technological Institute which shows that the scheme is compli-
cated for the enterprises and that the groups with the lowest level of skills are underrepresented
in the projects.

����The overall initiatives to improve both the flexibility in the organisation of the working time
and the skills of the labour force, including the availability of qualified labour in fields with bot-
tleneck problems, (cf. NAP 1998 about the apprenticeship scheme for adults) have contributed to
the improvement of the structures on the labour market, including the reduction of structural un-
employment, and have thus improved the adaptability of the labour force and the enterprises.
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���The general objective of the employment guidelines under this pillar is to strengthen equal op-
portunities for women and men, including a gender-mainstreaming approach in all policies, to
offer better possibilities for reconciling work and family life and to facilitate reintegration into
the labour market.

�� The principle of the equal opportunities for women and men (the mainstreaming approach) has
been integrated in the Danish legislation in the fields of labour market policy and taxation as this
legislation is based on the individual person, cf. NAP 1998 and NAP 1999 and the information
given under pillars 1-3 in this report. The high degree of coverage in the field of child care serv-
ices is one of the reasons which explain why the activity rates and employment rates of both men
and women continue to be among the highest in an international context. International Labour
Review, Vol. 138 (1999) "Evaluation of gender equality within the European Union" shows that
Denmark is in the top group of countries.

���Box 4 below describes the Danish policy under pillar 4���6WUHQJWKHQLQJ�HTXDO�RSSRUWXQLWLHV
SROLFLHV�IRU�ZRPHQ�DQG�PHQ. A more detailed description of measures and policies can be found
in the National Action Plan for Employment 1999 (NAP 1999).
  

%R[����0DLQ�HOHPHQW�RI�WKH�PHDVXUHV�DQG�UHVXOWV�XQGHU�SLOODU��
6WUHQJWKHQLQJ�HTXDO�RSSRUWXQLWLHV�IRU�ZRPHQ�DQG�PHQ

• The principle of equal opportunities for women and men is integrated into all the employ-
ment guidelines (mainstreaming).

• The legislation in the field of taxation and labour market policy is based on individuals and
thus put men and women on an equal footing.

• The activity rates and employment rates of men and women are among the highest in an in-
ternational context. In 1998 they are, respectively, 81.5 and 78.1 for men and for women, re-
spectively, 73.5 and 69.5.

• The Ministry of Labour has initiated a project concerning job assessment in order to identify
factors which influence the determination of wages.

• A study published by the Ministry of Finance shows modest gender-based wage gaps in the
state sector within identical occupational categories and wage scales; this is also the case
with the recently introduced more individualised pay system. But the labour market in the
state sector is still segregated. In 38 per cent of the occupational categories, men account for
more than 80 per cent of the jobs; while this is the case for women in 13 per cent of all jobs.

• The social partners on the private labour market have initiated a monitoring project con-
cerning, among things, equal opportunities. This projects will include experience from con-
crete cases and disputes in this field.

• The waiting list for child care facilities or school clubs for children under 10 is estimated to
be reduced to 7,000 by January 2000, corresponding to 2 per cent of the children who would
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use a place if it was available or about 1 per cent of all children in this age group.

• The degree of coverage for children in day care facilities, school clubs and youth clubs (age
groups 6 months - 17 years) has been increased by 1 percentage point from 1998 to 1999
and is now 55 per cent.

• The utilisation degree of maternity/paternity leave is 74 per cent for mothers in 1998, while
it is 67 per cent for fathers in 1999.

• The take-up rate for the parental leave scheme has been slightly increasing since 1998.
Women’s share of parents on leave has constantly been 93 per cent.

���Some of the elements of the employment strategy under pillar 4 will be described in greater
detail in sections 5-8 below.

���On the basis of the work (1997-99) of a special committee with representatives of the social
partners and others, the Minister for Equal Opportunities has tabled a proposal for a new equal
opportunities act, including a proposal to set up a Knowledge Centre for equal opportunities and
a Debate Forum. The social partners are involved in and supporting a policy which seeks to inte-
grate equal opportunities in all policies and planning activities.

One of the tasks of this knowledge centre will be to provide better systems for collection of sta-
tistical data with a view to the production of current official statistics which will create a better
basis for monitoring the development from a gender perspective. The project mentioned in NAP
1999 concerning the development of equal pay statistics which take into account those elements
of the wage formation which are of importance for the identification of actual wage differences,
for instance seniority, different occupational sectors, etc. is expected to be completed in the near
future.

�� Gender wage gaps in the state sector have been examined by the Ministry of Finance in the
autumn of 1999. On the basis of this documentation it is seen that only modest differences exist
in the wages of men and women if comparisons are made within the same staff cate-
gory/occupations and on the same wage scales. The Ministry of Finance states that this is still the
case also after the introduction of a decentralised pay system with a more individualised deter-
mination of wages.

���It is thus a fact that only modest differences exist in the wages of men and women in the state
sector; but the state sector labour market is still highly segregated. Men account for more than 80
per cent of the employees in 38 per cent of all occupational categories in the state. Women ac-
count for more than 80 per cent in 13 per cent of all occupational categories.

A study carried out by the Central Organisation of Managers on the development on the private
labour market shows that about 1/3 of the managers in the younger age classes are women and
concludes that the enterprises are starting to realise the advantages of recruiting female manag-
ers.

During the autumn of 1999 the Ministry of Labour has held three conferences on the segregated
labour market which have, among other themes, focused on sectors with a relative strong in-
crease in the share of women. As a follow-up to these conferences, a project has been initiated
concerning job assessment in order to identify the factors which are of importance for the deter-
mination of wages. The decentralised wage determination system introduced in the public sector
is also closely monitored, cf. the mention above of the study in the state sector.
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The social partners in the private labour - the Danish Employers’ Confederation (DA) and the
Confederation of Danish Trade Unions (LO) - have in connection with the renewal of the collec-
tive agreements in 2000 entered into an agreement to start monitoring activities concerning,
among other things, equal opportunities, based also on the experience from concrete cases and
disputes concerning this matter. A progress report is expected by March 2002.

�. The framework conditions for families with small children have been improved through a
continued extension of child care facilities. A high degree of coverage as regards child care fa-
cilities is also one of the main reasons when it comes to explaining why the activity rates and
employment rates of both men and women continue to be among the highest in an international
context.

In order to promote the objective of abolishing waiting lists, municipal authorities with a "child
care guarantee" have been given the possibility of raising the share of the costs paid by the par-
ents by 1 percentage point from 30 per cent of the operational costs for each of the years 2000 to
2002. The share of children in the individual age groups on waiting lists for day care facilities or
school clubs has as per January 2000 been reduced to about 7,000 children under the age of 10,
which corresponds to less than 2 per cent of the children who would use a place if it was avail-
able. The degree of coverage for children in day care facilities, school clubs and youth clubs (the
age groups 6 months - 17 years) has been increased by 1 percentage point from 1998 to 1999 and
is now 55 per cent. Broken down on age groups, all age groups have the same or a higher cover-
age in 1999 than in 1998.

In the light of the equal access to day care facilities and the seniority principle for allocation of
places combined with the low number of children on waiting lists, it is estimated that only a very
small number of parents are unable to take up a job because of child care problems.

The price of a place in a child care facility is higher for the young children and lower for older
children, primarily due to the difference in the number of employees per child in day care facili-
ties. It is estimated that the price for  about 1/3 of the children in child care facilities is today re-
duced due to low incomes. The share of the families’ disposable income after taxes which goes to
payment of child care facilities is shown in table 7.

7DEOH��
&RVWV�RI�FKLOG�FDUH�DV�SHUFHQWDJH�RI�GLVSRVDEOH�LQFRPH�DIWHU�WD[HV

One child in the
age group 6
months - 2 years

Two children - one in the
age group 6 months - 2
years and one in the age
group 3-5 years

Single
Non-insured unemployed 2% 0%
Insured unemployed 5% 5%
Employee  (annual income DKK
285,000)

10% 13%

Couple
Non-insured unemployed 8% 10%
Insured unemployed 10% 12%
Employee s (annual income 2 x
DKK 285.000)

8% 10%

Source: Ministry for Social Affairs
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��  As regards the utilisation of maternity/paternity leave the degree of utilisation for mothers is
relatively stable about 72-74 per cent . For fathers the degree of utilisation has been increased by
9 percentage points to 67 per cent from 1997 to 1999. The fathers are almost exclusively using
the scheme for the first two weeks, while the schemes for weeks 15-24 and 25-26 are only used
by, respectively 3 and 17 per cent of the fathers. It should be noted, however, that the scheme
concerning weeks 25-26 only started on 1 April 1998. In connection with the renewal of the col-
lective agreements in 1999, public employees became entitled to full pay during mater-
nity/paternity leave in weeks 25-26; this is expected to increase the share of fathers who use this
scheme in the future.

��� As per January 2000 about 19,700 persons were on parental leave, cf. table 8. Women ac-
count for 93 per cent of the parents on leave and this share has been constant.

7DEOH����3DUHQWDO�OHDYH���PRQWK�RI�-DQXDU\�RI�WKH�\HDU

1998 1999 2000
Number of children

6 months - 2 years 15,947 16,408 17,028
3 - 5 years 1,888 1,552 1,401
6 - 8 years 1,150 1,239 1,235
Total 18,985 19,167 19,664
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�������7KH�&RXQFLO�V�UHFRPPHGDWLRQ��

The Council has - at the recommendation of the Council - given Denmark a recommendation
against the background of the need for an increased supply of labour. According to this Denmark
should:
�3XUVXH�UHIRUPV�RI�WKH�WD[�DQG�EHQHILW�V\VWHP�VR�DV�WR�UHGXFH�WKH�RYHUDOO�ILVFDO�SUHVVXUH�RQ�OD�
ERXU��LQ�SDUWLFXODU�WKH�WD[�EXUGHQ�RQ�ORZ�LQFRPHV��DQG�WR�LQFUHDVH�LQFHQWLYHV�WR�WDNH�XS�RU�UH�
PDLQ�LQ�MREV��7KH�UHIRUP�RI�HDUO\�UHWLUHPHQW�DQG�OHDYH�VFKHPHV�VKRXOG�EH�FRPSOHWHG�DQG�FORVHO\
PRQLWRUHG�LQ�WKH�OLJKW�RI�WKH�QHHG�WR�LQFUHDVH�ODERXU�VXSSO\��

�The changes in the tax system which will be gradually introduced from 1999 to 2002 have been
described in the Danish NAP 1999, under guideline 14. The implementation of these changes
which aim at making the tax system more employment-friendly - especially for the lowest in-
come brackets - is taking place as planned.

From 1998 to 1999 it is expected that the tax burden has gone up from 49.3 per cent of GDP to
50.8. Part of this increase - 0.6 percentage points - is caused by a change in the special labour
market pension contributions (ATP-contributions) so that they now recorded as an income for
the public finances on the national budget. A reduction of the tax burden is one of the targets up
to year 2005 in the Government’s multi-annual structural policy and welfare programme. In year
2000 the tax burden is expected to be 50 per cent of GDP and 49.7 per cent in 2001.

The continued advancement of activation offers means that the rules on availability for work are
becoming stricter. An effective duty to be available for work in important to ensure an incentive
to work considering the Danish unemployment benefit system which ensures low income groups
a rather high compensation degree in the event of unemployment.

The number of persons on leave has continued to fall in 1999. From January 1999 to January
2000 the fall is 10,600 persons or 28 per cent. The stock is 27,400 as per January 2000.

As regards the number of persons on early retirement table 9 below shows the development in
the stock from January 1999 to January 2000.

Table 9  Number of persons in the voluntary early retirement scheme January 1999  - January
2000

Jan-99 Febr. March April May June July August Sept. Octo-
ber

Novem.Dec. Jan.-00

145283 145919 146120 146599 147020 146719 149818 149639 151575 152535 152872 153028 154325
100 100.4 100.6 100.9 101.2 101 103.1 103 104.3 105 105.2 105.3 106.2
Source: the National Labour Market Authority (AMS) (stock)
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������7KH�&RXQFLO�V�UHFRPPHQGDWLRQ��

The Council has - at the recommendation of the Commission - given Denmark a recommenda-
tion according to which Denmark should:
��3URPRWH�WUDLQLQJ�DQG�MRE�RSSRUWXQLWLHV�IRU�XQHPSOR\HG�ZRPHQ��DQG�H[DPLQH��LQ�WKH�FRQWH[W�RI
D�JHQGHU�PDLQVWUHDPLQJ�DSSURDFK�ZD\V�WR�UHGXFH�WKH�FXUUHQW�OHYHOV�RI�RFFXSDWLRQDO�DQG�VHFWR�
UDO�LQWHJUDWLRQ�LQ�WKH�ODERXU�PDUNHW�

Denmark has a very extensive activation system which to a very high degree benefits both men
and women. But in 1998-99 the activation degree for women has been considerably higher for
women than for men, cf. section 1.3.1, table 4.

In order to make the equality work more effective and to strengthen the mainstreaming activities
in the public employment service, three regional employment services have recently started a
project which aims at improving the placement activities by taking gender aspects into account.
It is the overall objective of the project to streamline placement activities by changing attitudes
and by developing and testing instruments in connection with the handling of job or-
ders/placement activities which may lead to a higher degree of gender awareness in the employ-
ment services and thus increase the staff’s abilities to be gender neutral in their activities.  By fo-
cusing on the gender aspect  in the daily routines the projects aims at increasing placements of
both men and in selected sectors where they have so far been underrepresented in relation to the
opposite sex.

The regional employment services are working on a current basis to promote equal opportunities
for women and men through a broad range of measures, both in relation to their enterprise-
oriented measures and it the work to upgrade the skills and qualifications of the unemployed in
order to enhance their job opportunities. As equal opportunities on the labour market form part
of the general labour market policy measures, it is only natural that the prioritisation hereof var-
ies from one region to another over time. A topical issue is the efforts to introduce women to tra-
ditionally male-dominated sectors.

The National Labour Market Authority has implemented a project of 2½ year's duration in co-
operation with three enterprises in Funen. The aim of this project was to develop instruments to
dismantle gender-based barriers on the labour market and in the individual enterprise. The proj-
ect used training planning as the basis for promotion of equal opportunities in the participating
enterprises through integration of equal opportunities in activities which could develop the en-
terprise and the employees. The general experience in connection with the project is that it led to
good result to let the equality work form an integrated part of the activities of the enterprise con-
cerning staff and organisational development.

The implementation of the mainstreaming principle is one of the new elements in the proposal
for a new �$FW�RQ�HTXDO�RSSRUWXQLWLHV�IRU�ZRPHQ�DQG�PHQ��which the Government has recently
put before WKH�)RONHWLQJ (the Danish parliament). This means that all public authorities are to
work with equal opportunities within their specific fields of competence and to integrate the
gender aspect in their planning and administration. It is still premature to say anything concrete
about the effect of this Act1, but it certainly means that this field is being given a higher priority
in Denmark.

                                                     
1 The Act has not yet been passed.
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In this connection it can be mentioned that the Danish county/municipal administrations employ
many women. Most county/municipal administrations are working actively to solve the problems
with the segregated labour market; this applies both to the horizontal and the vertical dimension.
They have a duty to report on progress in this work every second year to the Ministry of the Inte-
rior.

Finally, it can be added that women’s overrepresentation in unemployment in relation to men has
been falling during the period 1997-1999, cf. table 10 below. In 1997 the rate of unemployment
for women was 9.3 per cent compared with 6.7 per cent for men, i.e. a difference of 2.6 percent-
age point. In 1999 this difference has been reduced 1.7 percentage point.

Table 10 Unemployed as percentage of the labour force broken down on sex and age groups

1997 1998 1999
men women men women men  women

16-25
years

4,7. 5.8 3.7 4.8 n.a. n.a.

25-59
years

6.9 9.7 5.7 8.2 n.a. n.a.

60-66
years

10.1 17.0 7.0 12.0 n.a. n.a.

Total 6.7 9.3 5.5 7.8 4.9 6.6
Source: Statistics Denmark (ABBA)
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���This section gives a brief description of changes in policy fields contained in NAP 99 as well
as implemented policies which are related to the changes in the guidelines for year 2000 in rela-
tion to the guidelines for 1999.

���Guidelines 1 and 2
The most recent adjustment of the labour market reform which came into operation on 1 January
2000 means a higher degree of flexibility in the measures and thus a more specific targeting
upon employment in the private sector by means of a new instrument - work practice. This in-
strument has been used for a long time in the county/municipal system. The employment guide-
lines for 2000 also include a strengthening of the preventive strategy, including individualisation.

With this instrument the public employment service may give unemployed persons an offer of
staying in an enterprise for 2 to 4 weeks with a view to finding out whether the unemployed per-
son has the qualifications required and thus a chance of obtaining ordinary employment in the
enterprise or whether there is a need for further training. During the period of work practice, the
unemployment insurance fund pays a practice work allowance to the unemployed corresponding
to the amount of unemployment benefit which the unemployed is entitled to.

Furthermore, the legal basis has been created for introduction of pilot projects. The purpose of
such projects is to obtain experience with an even higher degree of flexibility, both in relation to
the instruments used and in a geographical perspective. Pilot projects running for two years have
been started in two regions. It is made possible - at the discretion of the labour market councils
and within the economic framework - to give offers to the unemployed earlier during the first
year of the unemployment spell - the benefit period - so that the requirement about activation for
75 per cent of the activation period is made more flexible. There are also changes in other cen-
trally fixed target and result requirements to the pilot regions.

�� Guideline 6
The Government has introduced a reform of adult and continued vocational training (the so-
called VEU-reform). The starting point is that the public authorities have the overall responsibil-
ity for ensuring relevant continued training offers for all. The challenge is to create the general
framework which will ensure training offers of high quality and relevance for the society, enter-
prises and individuals - irrespective of age, gender and educational background. One of the ways
to do so is by ensuring more cohesion and the highest possible degree of mutual recognition both
within the system of adult and continued vocational training offers - for instance by a stronger
co-ordination of training programmes so that relevant competences are recognised and made
visible across the various training systems - and between the adult and continued training system
and the basic training programmes. The objective is to ensure genuine training opportunities for
low-skilled workers on the basis of the individual person’s work experience and daily work. In
connection with the VEU-reform the Government will establish a coherent system of basic and
continued training programmes without any blind alleys.

����Prior to the reform�a tripartite committee composed of the Government and the social part-
ners has discussed adult vocational training and continued training and has drawn up the report
"The new industrial strategy - the competent and innovative Denmark". The discussions focused
on structures and economic incentives. The more detailed rules concerning participation in adult
vocational training and continued training activities are laid down in the collective agreements of
the social partners which have for many years regulated agreements concerning the terms and
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conditions for participation in such training activities. The social partners have also by collective
agreements agreed to establish joint training funds for development of adult vocational training
and continued training activities.

��� The Government finds that the continued development of adult vocational training and con-
tinued training activities should take the form of a broad range of measures to underpin labour
market and educational policy objectives. It is, in particular, important to ensure genuine training
opportunities for low-skilled workers on the basis of the individual person’s work experience and
daily work.

It is the Government’s objective that all adults shall have access to lifelong learning and devel-
opment of competences; also those who did not complete formal education or training when they
were young or who lack basic skills. Education of low-skilled adults at basic school level should
therefore be given a higher priority and be improved by the establishment of an offer of Pre-
paratory Education for Adults.

����The reform also sets up a new framework for the vocational training system (the so-called
AMU-system) with the establishment of a management system for AMU-training programmes
which is to underpin the function of the AMU-system as a labour market policy instrument. 7KH
ILUVW�HOHPHQW is that some of the existing AMU-programmes will be changed into training pro-
grammes which will be paid for by the users and there will a more flexible management of the
terms for the supply of training programmes. 7KH�VHFRQG�HOHPHQW is the establishment of a fi-
nancing system so that the enterprises will be given a bigger responsibility for the financing of
measures in relation to groups with better qualifications and in relation to training programmes
which are more specifically targeted on the individual enterprises.

����A reform of the financing principles will be introduced in order to strengthen the responsi-
bility of the social partners for the competence development of adults within the framework of
vocational training and continued training programmes. The intention is to strengthen the link
between the responsibility for the content and merits of the training programmes and the respon-
sibility for the financing. Under the auspices of the Ministry of Labour a new financing scheme
will be set up - the Labour Market Training Financing (the so-called AUF-system). AUF is to be
run by a board composed of the social partners. One of the tasks of the Board will be to submit
recommendations concerning needs for activities and the derived needs for financing of opera-
tional activities and allowances to participants.  Each year, the state will contribute with an
amount of DKK 2,854 million to the scheme corresponding to the budgeted public expenditure
on education/training programmes and allowances to participants on the Finance Act for year
2000. To the extent that the public contribution does not fully cover the activities implemented,
the Board will make a recommendation to the Minister of Labour concerning the need for a spe-
cial employer contribution to cover the shortfall. The Board will have at its disposal a pool for
training planning in SMEs of DKK 50 million in 2001.

��� The development in the field of information technology (IT) is of significant importance for
the continued training system for adults, cf. the conclusions from the meeting of the European
Council in Lisbon. A growing number of work functions include the use of IT and lack of IT
skills may reduce the possibilities for an active participation in the public debate. This is why an
action plan has been drawn up for the Government’s IT initiatives in the coming 3-5 years; the
aim is to make training programmes "future proof" and to give adults with low qualifications
better chances of obtaining a foothold on a labour market characterised by the use of IT.
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It is important to ensure that the increased use of IT in AMU training programmes will be linked
to the technical-occupational elements which are already the core activity of the AMU system.
The action plan identifies the following benchmark fields:

• All training programmes shall be IT updated on a current basis so as to ensure the necessary
technological innovation in line with the innovation and development in the enterprises. IT
should, to the widest possible extent, be integrated in most training programmes and occupa-
tions where this is relevant and should thus contribute to underpinning the technical qualifi-
cations of the individual.

• Initiatives shall be taken to make the development in the needs for qualifications visible in
relation to education/training institutions; the AMU system should be able to identify new
cross-sectoral needs for training in IT which are not identified by the present system.

• IT should form part of the training as an ordinary instrument - especially as a training in-
strument which may help persons with literacy problems and persons with low-skills. The
focus should be on the needs of the low-skilled for IT competences.

• The Ministry of Education has taken the initiative to the development of the supply of special
offers of training in IT competences for teachers at all levels within the educational system. It
is expected that 25 per cent of the teachers within the basic school education system will
have participated in such a course in 2000.

���Guideline 8
As a new thing compared with 1998, guideline 8 in 1999 sets the target that special considera-
tions shall be paid to the development of relevant training programmes in computer skills for pu-
pils and teachers, installation of computer equipment in the schools and easier access to the
Internet for pupils by the end of year 2002, at the latest. In Denmark the situation is that the share
of a youth class using computers/ Internet at school in the 7th-9th grades is, respectively, 93 and
85 per cent according to an analysis from the International Association for Evaluation of Educa-
tional Achievement, IEA. Denmark expects to meet the target fixed for this guideline before year
2002.

���*XLGHOLQH��
����The Finance Act for 2000 comprises an agreement about the inclusive labour market. Both in
the short and in the longer perspective, this initiative will provide better incentives for the crea-
tion of more flex jobs (i.e. jobs on special terms with public subsidies). The agreement includes
measures in the following fields:

• municipal business services in relation to private enterprises
• social clauses in connection with tenders and with the granting of public subsidies, etc.
• social clauses in connection with the granting of state subsidies
• more jobs on special terms under the social chapters
• further extension of the flex job scheme in the state sector
• pilot projects with special mentor schemes for persons with a different ethnical background
• awareness-raising campaign in relation to the inclusive labour market
• improvements in unemployment allowances.

The aim of municipal business services for private enterprises is contribute to making it easier
for the enterprises to get an overview of and to use the different measures and subsidy schemes,
such as flex jobs, and thus increasing the incentives for the enterprises to engage in active social
measures. Many municipal authorities have thus concluded co-operation agreements with private



30

enterprises concerning the employment of persons with reduced capacity for work.  In many re-
gions the unemployment insurance funds and the public employment services are involved in
this co-operation which will in this way cover all unemployed persons, both those who are in-
sured against unemployment and those who are not.

As regards the unemployment allowance improvements have been introduced in the rights of
persons employed in flex jobs (i.e. with a wage subsidy to persons with permanently reduced ca-
pacity for work) in the form of an extended right to receive an unemployment allowance both
during the period before the start in a flex job and during any periods between two flex jobs.

Furthermore, it has been made possible - as a pilot project - to establish up to, respectively, 6,500
and 10,000 service jobs in the public sector in 2000 and 2001. Service jobs are jobs to which the
state grants a subsidy, but in which the employee receives the ordinary wage paid for the job in
question. Such jobs are targeted on long-term unemployed persons in the age group 48 > ; expe-
rience shows that this group finds it especially difficult to find a job.

It is the task of  the development center for employment on special terms to collect experiences
from the many projects and to systematise and disseminate experiences among actors and
authorities in this field.

��� In November 1999 the Government set up a tripartite committee which was given the task of
submitting proposals for initiatives which may contribute to improving the integration of ethnic
minorities on the Danish labour market. This committee has submitted its proposals in Janu-
ary/February 2000. These proposals formed part of basis of the general action plan for better in-
tegration which the Government submitted in February 2000. The following examples of impor-
tant initiatives can be mentioned:

• unemployed persons with insufficient knowledge of Danish are offered language courses at
an earlier stage

• easier conditions for access to the so-called "icebreaker scheme" (highly qualified unem-
ployed persons may receive a wage subsidy for 6 months); better information about the
scheme

• better knowledge about and use of the competences of ethnic minorities
• establishment of a mentor scheme with a view to strengthening the integration of ethnic mi-

norities on the labour market.

As per 1 January 2000 a national centre was established for validation of documented educa-
tional qualifications of foreigners who come to this country. This initiative is an element of the
Government’s initiatives to ensure a better integration of refugees and immigrants on the labour
market and in the educational system. The objective is to facilitate the access to the Danish edu-
cational system and to the labour market.

����In connection with the renewal of collective agreements this year the Danish Employers’
Confederation (DA) and the Danish Confederation of Trade Unions (LO) have stated that the so-
cial partners have agreed to start a fact-finding and monitoring study concerning equal treatment
and non-discrimination.

The objective is to underpin the efforts to avoid any form of discrimination on the labour market.
The social partners have also agreed to promote a development so that all employees - irrespec-
tive of gender, ethnic background, etc. - will have the same opportunities in relation to recruit-
ment, education/training, promotion and other terms of employment.
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As an element of the monitoring activities the social partners will look upon the experience from
concrete cases and disputes with a view to identifying barriers and avoiding discrimination on
the labour market. This fact-finding and monitoring activity is to be started as soon as possible
and a progress report will be published before 1 March 2002.

���Guidelines 10 and 11
These guidelines deal with the Member States’ efforts to make it easier to start up and run busi-
nesses. The Government has recently published "The Government’s industrial strategy.dk.21"
which lays down the Government’s benchmarks for the development in business and industry.

Small enterprises often find it difficult to obtain long-term loans for development activities and
other purposes because they are not able to offer collateral security. This is why the Government
will establish a scheme for loan guarantees for small and medium-sized enterprises. The guaran-
tee constitutes 75 per cent of the principal sum and is written down over a period of 10 years.
The annual premium is 1.5-2 per cent and the fee for establishing the guarantee is 2-3 per cent.

Most of the administrative work is carried out by the banks and other financial institutions. The
scheme is administered by the Growth Fund on the basis of appropriations to cover future net
expenses on the guarantees issued during the year. In the long term, the income from premiums
should finance at least 50 per cent of the expected losses.

���Guideline 19
This guideline deals with measures to promote equal opportunities for women and men.

��� The Industrial Policy Report for 1998 focused on female entrepreneurs’ special potentials,
conditions and barriers. The background was that women accounted for only 30 per cent of the
entrepreneurs although they constitute 45 per cent of the labour force. Women thus represent an
un-utilised entrepreneurship potential, but there are a number of barriers which women find par-
ticularly difficult to overcome; barriers which are in many cases based on choice of education,
family patterns and traditions sex roles. Women’s contribution to the national economy could be
even bigger with better framework conditions for women who wish to set up their business.

The industrial policy objective is to increase the share of female entrepreneurs. In the course of
1999 the Danish Agency for Trade and Industry has implemented two major studies: "Condi-
tions, barriers and potentials for female entrepreneurs" and "Banks’ relations with female entre-
preneurs". These analyses deal with such matters as women’s conditions, barriers, motivation,
management values, needs for counselling and financing.

On the basis of the mainstreaming principle these analyses are to improve the framework condi-
tions for female entrepreneurs. The analyses will be published in the spring of 2000 as an annex
to a report which will be published in a series called "A close look at the industrial policy" pub-
lished by the Ministry of Trade and Industry.

��� The public employment service has launched a project on patterns in placement activities; the
objective is to change traditional patterns and to increase the number of placements of both men
and women in jobs in sectors which are characterised by an imbalanced gender distribution. The
aim is to develop and provide instruments and change traditional attitudes by focusing on some
sectors and occupational fields with a big under-representation of men or women. The public
employment service will focus on a gender neutral basic registration. In connection with this first
registration with the PES the job seeker’s general qualifications, competences and experience are
described. As an experiment a broader recruitment basis is used so that not only traditional gen-
der stereotyped traditional qualifications are registered, but also qualifications which have for in-
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stance been acquired during the person’s spare time. This project is monitored so that concrete
result requirements will be fixed within the prioritised fields.
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The Danish labour market model is characterised by being a multi-string system based on
agreements, collective agreements and legislation. The social partners play a central role in the
determination of pay and working conditions by means of collective agreements and other
agreements; traditionally, the social partners are also involved in connection with legislation and
not least the administration of legislation, both at the central and regional level. With a growing
need for labour market flexibility the strong involvement of the social partners is of strategic im-
portance. The social partners are close to the problems.

The Government’s working method is the co-operation method. This also applies in the labour
market field. The close involvement of the social partners is also an important factor when it
comes to explaining the Danish labour market success.

The social partners are actively involved on a current basis in the implementation of the em-
ployment strategy, i.e. the employment guidelines. The involvement of the social partners takes
place through two main channels; through collective bargaining and through various types of
partnership agreements, either mutual agreements between the two sides or agreements between
the social partners and the Government.

In March 2000 the social partners in the private labour market concluded new collective agree-
ments which will run for four years. Some of the elements of the employment guidelines were
taken up in connection with these negotiations such as the question of modernisation of the or-
ganisation of work, access to part-time work, lifelong learning and the terms for employment of
persons with reduced capacity for work.

As mentioned, the involvement of the social partners also takes place by means of partnership
agreements. Denmark has very positive experiences with tripartite co-operation between the
Government and central representatives of the social partners. The labour market reform is a
good example of this. There are two models for this co-operation.

The first model is based upon the fact that a number of advisory bodies with representatives of
the social partners have been established in important policy fields at the national level by legis-
lation. This is for instance the case in the labour market field and in the educational policy field
where the Government and the social partners will on a current basis discuss the developments in
these policy fields and any initiatives or concrete proposals for policy adjustments that may be
required.

This involvement of the social partners at the national level is supplemented by involvement at
the regional or local level where councils or boards are attached to the local administrations or
institutions; in these bodies the social partners participate in the prioritisation of initiatives and
measures at the local level, cf. NAP 1999. It is an indisputable fact that this combination of a re-
gionalisation of the labour market policy and management through regional councils with repre-
sentatives of the social partners and regional authorities has created a high degree of consensus
about the labour market policy and has made both employers and employees more responsible.
This has made it possible to make heavier calls upon unemployed persons, employees and enter-
prises concerning their active participation in the implementation of the employment strategy.

The second model is based upon ad hoc involvement of the social partners whenever the need
arises for doing so at different levels. In the course of 1999, the social partners at the national
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level have been involved in a tripartite forum about the labour market; in this connection the so-
cial partners have participated in bipartite committee concerning integration and a tripartite
committee about statistics.

At the local level, the municipal authorities will set up social co-ordination committees in which
the social partners will be represented. The objective is to improve employment opportunities for
persons who are at risk of losing their labour market attachment or persons who find it difficult
to obtain employment on ordinary terms.
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�� Social Fund activities in Denmark take place under objectives 3 and 4 of the Fund. The final
accounts for 1999 activities are not yet available. As 1999 is the last year of the programme pe-
riod 1994-99, the implementation period has been prolonged, as a maximum to the end of year
2001.

�� Social Fund objective 3 is targeted on unemployed persons and the main aim is: Combating
long-term unemployment, occupational integration of young persons and persons excluded from
the labour market and creation of equal opportunities for women and men on the labour market.

During the period 1994-99 there has been four priority fields of action in Denmark: young per-
sons under the age of 25 years, long-term unemployed persons, exposed groups and TA (techni-
cal assistance, support to the decentralised/regional implementation, evaluations, information
and control). The funds used broken down on priority fields of action will be appear from table
11. The total amount spent is DKK  478.7  million in 1999 allocated to 545 sub-projects. During
the period 1994-99, a total amount of DKK 2,073.2 million.

Table  11. Break-down of ESF funds under objective 3, 1994-99 and 1999. Million DKK, current
prices. Preliminary figures
Priority 1999 - million

DKK
1999 - per cent 1994-99 - million

DKK
1994-99 -  per
cent

Priority - young
>25 years

65.3 13.6 397.9 19.2

Priority -
long-term unem-
ployed

233.8 48.8 1019.9 49.2

Priority -
Exposed groups

168.7 35.2 621.4 30.0

Priority -
technical assis-
tance

10.9 2.3 33.9 1.6

�� Social Fund objective 4 is targeted on employees and the main aim is: To facilitate the em-
ployees’
adaptation to industrial changes and the development in production systems.

During the period 1994-99 there has been four priority fields of action: Analysis of development
trends on the labour market, job-oriented training measures and guidance and counselling, de-
velopment of new training systems in the field of vocational and occupational training and, fi-
nally, technical assistance (TA). The funds used broken down on priority fields of action will ap-
pear from table 12. A total amount of DKK 99.2 million has been used in 1999 distributed on 93
projects. During the period 1994-99, the total amount allocated was DKK 300.5 million.
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Table 12.  Break-down of ESF funds under objective 4, 1994-99 and 1999. Million DKK, current
prices. Preliminary figures
Priority 1999 - million

DKK
1999 -  per cent 1994-99 -

 million DKK
1994-99 -
per cent

Priority Analysis 13.6 13.6 45.7 15.2
Priority -
Training

47.9 48.3 155.4 51.7

Priority -
New training
progr.

33.9 34.2 91.4 30.4

Priority -
Technical assis-
tance

3.8 3.9 8.0 2.7

�� Evaluations of Social Fund activities have been carried out. In mid-1999 the Danish Institute
for Social Research (SFI) and the consultancy firm,  PLS Consult, completed their evaluations of
the experiences with, respectively, objective 3 and objective 4 activities.

During the period 1994-99 objective 3 activities focused on measures to prevent and  reduce la-
bour market marginalisation. SFI has recommended that this topic should continue to be in focus
during the period 2000-2006 as the group of marginalised persons and persons at risk of becom-
ing marginalised is still very big. At the same time, it is exactly in relation to these groups that it
is most difficult and resource-demanding to introduce effective labour market policy measures.
SFI also recommends that the possibility of flexible social fund measures should be maintained
during the coming period. This recommendation also applies to the organisation of the measures
in order to make it possible to take differences in regional labour market conditions into account.

SFI finds that the employment effects of the activities so far have been significant. In order to in-
crease the employment effects, SFI recommends that the Social Fund specifically targets its ef-
forts on the development and testing of new types of activities and projects which, for instance,
create a closer connection between ordinary workplaces and activation measures, mentor
schemes for entrepreneurs, etc. The experiences from the period 1994-99 seem to indicate that
the longer the unemployment spell has been, the more difficult is it to implement effective meas-
ures in relation to the unemployed person. Against this background, SFI recommends that a big-
ger emphasis should be put on the preventive aspect in future ESF activities.

The activities under objective 4 have - according to PLS Consult - led to the start and support of
a number of interesting projects which have, in most cases, led to useful and often promising re-
sults. The programme has thus promoted methods, products and experiences which are innova-
tive in relation to the existing Danish labour market policy or in relation to previous local solu-
tions.

The evaluation of objective 4 highlights the potential of continued measures to improve the
adaptability of employees and thus reduce the risk of unemployment by means of competence
development, identification of future needs on the labour market and improvements in educa-
tion/training systems. PLS Consult also recommends specifically targeted measures in the future
to ensure a high degree of innovation and better dissemination effect of the general activities.

�� Social Fund activities broken down on the employment guidelines (EGL) have been as fol-
lows:
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In 1999 an amount of DKK 65.3 million was spent on measures in relation to young persons
with a poor basic education background or without formal competences. During the period 1994-
99, the amount was nearly DKK 400 million - corresponding to 19.2 per cent of the total objec-
tive 3 grants.

(*/���
The Social Fund contribution of DKK 233.8 million has mainly been spent on long-term unem-
ployed persons, i.e. typically persons with no formal education or with poor qualifications, per-
sons in declining sectors or regions or persons whose qualifications in other ways do not live up
to the requirements of the labour market. During the  period 1994-99, a total amount of more
than DKK 1 billion has been granted, corresponding to 49.2 per cent of the total objective 3
grants.

(*/���
The contribution of the Social Fund to this priority field of action supplements the national sys-
tem with untraditional or specially organised training programmes which form part of the train-
ing plan for the individual unemployed person.

(*/�����
Partnerships are a very important element in the Danish Social Fund administration. The social
partners (especially on the employee side) have been very active and have initiated many proj-
ects under the Social Fund.

(*/�����
As mentioned under EGL 1, ESF funds are mainly used for young persons with poor qualifica-
tion or no qualifications at all as the low rate of youth unemployment means that the unemployed
are found in these groups.

(*/���
In 1999, 35.2 per cent of the funds, corresponding to DKK 170 million were granted for this
field of action. During the period 1994-99, a total amount of  more than DKK 620 million, corre-
sponding to 30 per cent of the total objective 3 grants.

(*/�������
A few of the objective 4 projects during the period 1994-99 fall under this pillar.

(*/�������
Most of the objective 4 projects are targeted on measures which will supplement, innovate and
strengthen existing Danish initiatives in this field.

(*/����
The principle of equal opportunities for women and men is an overall guiding principle in con-
nection with allocation of funds from the Social Fund.

���Fields of action for the Social Fund for the period 2000-2006
The framework for the prioritisation of future fields of action - which is drawn up as a Single
Programming Document, SPD - is right now being negotiated with the EU Commission. Den-
mark will during the coming period receive a total amount of  378.9 M �RU�DERXW�'..�����PLl-
lion per year during the coming 7-year period.  Social Fund objectives 3 and  4 have for the new
period been merged in a new objective 3. In the future, the Social Fund will be closer connected
to the National Action Plan for Employment, NAP, and will thus underpin the implementation of
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the European employment strategy as laid down in the employment guidelines. From the Danish
side, the emphasis is on a strengthening of the following general aspects of the future measures:

• lifelong learning, reduction of the drop-out rate in the vocational and occupational training
systems and a strengthening of the use of information and communication technology in edu-
cation/training programmes

• strengthening of the entrepreneurship culture in the education system and development of
entrepreneurship and innovation competences in the labour force

• to contribute to promoting the qualifications and flexibility of the employees and thus the de-
velopment of flexible enterprises with a high innovation capacity and a high competitiveness

• contribute to the occupational and employment mobility of both men and women by incorpo-
rating the instruments and objectives of the equal opportunities policy in the labour market
system (mainstreaming)

• integration of marginalised groups.
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Indicators for guidelines 1, 2 and 3 (Tables 1-5)

Table 1. Guideline 1 (young persons are to be offered an action plan before 6 months’
unemployment)
– Input and output indicators

Total Men Women
(A) Number of young persons newly
registered as unemployed:
1998 24,784 13,129 11,655
1997 26,724 13,331 13,393
(B) Number of persons newly regis-
tered as unemployed (A) who were still
unemployed after 6 months
1998 2,552 1,113 1,439
1997  3,146 1,311 1,835
Share (B)/(A) output indicator
1998 0.10 0.08 0.12
1997 0.12 0.10 0.14
(C) Number of persons newly regis-
tered as unemployed (A) who have
been offered an action plan before 6
months
1998 1.247 585 662
1997 873 396 477
Share (C)/(A)
1998 0.05 0.04 0.06
1997 0.03  0.03 0.04
(D) Number of persons newly regis-
tered as unemployed who were still un-
employed after 6 months (B) and who
have not bee offered an action plan
1998 2,148 933 1,215
1997 2,887 1,195 1,692
Share (D)/(B)
1998 0.84 0.84 0.84
1997 0.92 0.91 0.92
Source: DREAM register
Note: 3HUVRQV�QHZO\�UHJLVWHUHG�DV�XQHPSOR\HG�are defined as persons who have become unemployed during the year and who have not been un-
employed within the previous year. ��PRQWKV
�XQHPSOR\PHQW�are defined as 26 weeks during which the person has been continuously unem-
ployed, in activation or on training leave.
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Table 2. Guideline 1 (young persons have to be offered an action plan before 6 moths’
unemployment)
– Data for measuring the scope of the measures.

Total Men Women
Average number of insured young unem-
ployed persons
1998 10,031 4,759 5,272
1997 13,545 6,648 6,897
Number of insured young persons newly
registered as unemployed (the target
group)
1998 24,784 13,129 11,655
1997 26,724 13,331 13,393
Insured young unemployed who have
been offered an action plan before 6
months' unemployment, broken down on
type of activation measure:
1998:
Job training 82 36 46
Education/training 275 123 152
Job seeking activities/guidance 18 10 8
Total 375 169 206
1997:
Job training 48 29 19
Education/training 166 74 92
Job seeking activities/guidance 6 1 5
Total 220 104  116
Source: DREAM register (continued next page)
Note: The breakdown on W\SHV�RI�DFWLYDWLRQ�PHDVXUH is based on the activation first mentioned in the action plan. Thus, the breakdown shows the
breakdown on types of activation measures in action plans that have been offered before 6 months’ unemployment.
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Table 3. Guideline 2 (adults are to be offered an action plan before 12 months’
unemployment)
– Input and output indicators

Total Men Women
(A) Number of adult persons newly reg-
istered as unemployed:
1998 127,469 64,413 63,056
1997 119,156 53,447 65,709
(B) Number of persons newly registered
as unemployed (A) who were still unem-
ployed after 12 months
1998 5,498 2,547 2,951
1997 6,397 2,692 3,705
Share (B)/(A) output indicator
1998 0.04 0.04 0.05
1997 0.05 0.05 0.06
(C) Number of persons newly registered
as unemployed (A) who have been offered
an action plan before 12 months' unem-
ployment
1998 14,391 5,362 9,029
1997 11,482 3,915 7,567
Share (C)/(A)
1998 0.11 0.08 0.14
1997  0.10 0.07 0.12
(D) Number of persons newly registered
as unemployed who were still unem-
ployed after 12 months (B) and who had
not been offered an action plan
1998 4,166 1,982 2,184
1997 5,398 2,240 3,158
Share (D)/(B)
1998 0.76 0.78 0.74
1997 0.84 0.83 0.85
Source: DREAM register
Note: $V�7DEOH����+RZHYHU�����PRQWKV
�XQHPSOR\PHQW��LQVWHDG�RI���
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Table 4. Guideline 2 (adults are to be offered an action plan within 12 months’
unemployment)
– Data for measuring the scope of the measures.

Total Men Women
Average number of insured adult unem-
ployed persons
1998 143,403 60,414 82,989
1997 174,031 75,048 98,983
Number of insured adult persons newly
registered as unemployed (the target
group)
1998 127,469 64,413 63,056
1997 119,156 53,447 65,709
Insured adult unemployed who have en-
tered into a measure before 12 months'
unemployment, broken down on type of
activation measure:
1998:
Job training 177 91 86
Education/training 982 397 585
Job seeking activities/guidance 79 31 48
Total  1,238 519 719
1997:
Job training 128 56 72
Education/training 610 266 344
Job seeking activities/guidance 179 94 85
Total 917 416 501
Source: DREAM register (continued next page)
Note: $V 7DEOH���
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Table 5. Guideline 3 (at least 20% of the unemployed should be in activation).
Total Men Women

(E) Average number of insured unem-
ployed
1999 133,888 59,356 74,532
1998 151,407 64,086 87,321
1997 185,670 80,609 105,061
Average number of participants in active
measures who started from unemploy-
ment. Broken down on type of activation
measure
1999
Job training 19,226 7,296 11,930
Education/training 36,783 11,430 25,353
Start-up allowance 3,241 1,793 1,448
Total 59,250 20,519 38,731
1998
Job training 19,566 7,626 11,940
Education/training 33,213 9,784 23,429
Start-up allowance 6,611 3,852 2,759
Total 59,390 21,262 38,128
1997
Job training 20,325 8,372 11,953
Education/training 30,679 8,684 21,995
Start-up allowance 9,478 5,879 3,599
Total 60,482 22,935 37,547
(F) Average number of participants in ac-
tivation measures who started from unem-
ployment.
1999 59,250 20,519 38,731
1998 59,391 21,262  38,129
1997 60,480 22,934 37,546
Share (F)/(E) – input indicator
(activation degree)
1999 0.44 0.35 0.52
1998 0.39  0.33 0.44
1997 0.33 0.28 0.36
(G) Number of completed activation
courses
1998 100,605 33,316 67,289
(H) Number of completed activation
courses where the person is still unem-
ployed 3 or 6 months, respectively, after
completion of an activation course
After 3 months 25,697 9,259 16,438
After 6 months 13,466 4,918 8,548
Share (H)/(G) - output indicator
After 3 months 0.26 0.28 0.24
After 6 months 0.13 0.15 0.13
Source: DREAM register and Statistics Denmark’s AMFORA statistics.
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Table 6. Public expenditure within the unemployment benefit system
(insured persons), 1994-1999
Mill. DKK (1999 price
level)

1994 1995 1996 1997 1998 1999

Activation benefits, total 12,200 14,500 15,800 14,300 13,800 14,600
Passive benefits, total 53,000 48,600 47,000 44,600 40,400 38,000
Total 65,200 63,100 62,800 58,900 54,200 52,600
Activation benefits as a
percentage of Total

19% 23% 25% 24% 25% 28%

Passive benefits as a per-
centage of Total

81% 77% 75% 76% 75% 72%

Table 7. Public expenditure within the social assistance system
(non-insured persons), 1994-1999
Mill. DKK (1999 price
level)

1994 1995 1996 1997 1998 *1999

Activation benefits, total 3,840 4,233 4,442 4,442 4,767 4,636

Passive benefits, total 11,863 10,403 9,828 9,569 9,388 8,503

Rehabilitation, total 3,432 3,235 3,288 3,483 3,423  5,030

Total 19,135 17,871 17,558 17,494 17,578 18,169
Note: The expenditure for activation also includes operational costs on activation measures. The expenditure on pre-rehabilitation has been in-
cluded under rehabilitation.
Note 1999 (*): The 1999 figures are estimates, as the final expenditure has not yet been calculated.

Table 8. Share of the labour force that has undergone education/training within the last 4 weeks,
broken down on employment status and gender, 1995-1999
Percentage 1995 1996 1997 1998 1999
Men in the
labour force

19.6 19.5 20.3 20.4 20.9

- employed 19.2 19.2 20.0 19.8 20.4
- unemployed 25.4 24.6 25.7 32.9 32.1

Women in the
labour force

24.6 25.1 26.3 27.3 27.3

- employed 24.3 24.7 26.0 26.7 26.6
- unemployed 27.4 30.3 30.2 35.8 37.2

Labour force,
total

21.9 22.0 23.0 23.6 23.9

- employed
- unemployed

21.5
26.5

21.7
27.7

22.7
28.3

23.0
34.5

23.2
34.9

Note: Education/training and courses that may be relevant for a present or future job have been included. Supplementary training courses for em-
ployed persons have been included regardless of whether the course has been completed on-the-job or off-the-job. Apprentices and trainees under
the age of 25 have been included in the labour force, but not under persons who have received education/training.
Source: Special data from Statistics Denmark on the basis of the Labour Force Surveys.
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Table 9.  Persons (15-66 years of age) on transfer income, 1993-99.
Number of persons (1,000) 1993 1994 1995 1996 1997 1998 1999
Insured unemployed persons 284 279 238 204 183 148 127
Non-insured unemployed persons 64 65 51 42 37 34 33
Leave schemes 4 49 77 58 43 40 31
Social assistance (Persons not
registered with the PES)

78 74 65 69 71 69 56

Maternity/paternity leave benefits 34 35 36 35 36 35 35
Sickness benefits 38 39 43 48 50 50 49
Vocational rehabilitation 18 16 17 18 20 22 32
Disability pension 262 267 271 272 273 272 269
Early retirement pension 115 117 120 126 133 145 153
Transitional allowance 4 8 23 46 42 36 30
Total 901 949 941 918 888 851 815
Source: The Financial Statement and Budget Report 2000, Ministry of Finance.

Table 10. Varying weekly working hours in the DA/LO field.
Reference period for an av-
erage of 37 hours per week

Pre-CA2000
share of employees

Post-CA2000
share of employees

No access 7% 5%
3-4 weeks 5% 1%
2½-3½ months 18% 15%
6 months 9% 10%
10 months 4% 0%
12 months or more 57% 69%
Note: Based on collective agreements for approximately 90% of the DA/LO field.
Source: The Danish Employers’ Confederation.

Table 11. Access to part-time employment in the DA/LO field.
Pre-CA2000
share of employees

Post-CA2000
share of employees

Free access 43% 51%
Only access for newly em-
ployed persons, etc.

39% 39%

No access 18% 10%
Note: Based on collective agreements for approximately 90% of the DA/LO field.
Under the group "No access" there may be a possibility of part-time employment for certain types of enterprises.

Source: The Danish Employers’ Confederation.
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Table 12. Women in the educational system 1985 - 1998
1985 1990 1995 1998

�WK�����WK�IRUP ��� ��� ��� ���
$FDGHPLFDOO\�RULHQWHG�XSSHU�VHF�
RQGDU\�HGXFDWLRQ

��� ��� ��� ���

9RFDWLRQDOO\�RULHQWHG�XSSHU�VHF�
RQGDU\�HGXFDWLRQ

��� ��� ��� ���

6FKRRO�SURJUDPPHV��HWF� ��� ��� ��� ���
School programmes, etc., mercantile 65% 64% 62% 66%
School programmes, etc., technical 34% 31% 31% 33%
9RFDWLRQDO�HGXFDWLRQ ��� ��� ��� ���
Vocational education, mercantile 6% 63% 61% 64%
Vocational education, technical 18% 23% 21% 22%
Vocational education, health care 95% 96% 94% 94%
Open education, etc., vocational 9% 5% 8% 10%
6KRUW�F\FOH�KLJKHU�HGXFDWLRQ ��� ��� ��� ���
Short-cycle higher education, social
science

19% 42% 43% 48%

Short-cycle higher education, arts,
languages, etc.

90% 88% 89% 91%

Short-cycle higher education, techni-
cal

24% 25% 23% 24%

Short-cycle higher education, veteri-
nary/agricultural

44% 48% 51% 51%

Short-cycle higher education, health
care

92% 93% 82% 85%

Short-cycle higher education, other 46% 46% 52% 52%
0HGLXP�F\FOH�KLJKHU�HGXFDWLRQ ��� ��� ��� ���
%DFKHORU�GHJUHH ��� ��� ��� ���
0DVWHU
V�GHJUHH ��� ��� ��� ���
Master’s degree, social science 34% 38% 38% 37%
Master’s degree, arts, languages, etc. 59% 62% 66% 65%
Master’s degree, technical 20% 26% 26% 27%
Master’s degree, natural science 29% 34% 38% 38%
Master’s degree, veterinary/ agricul-
tural

42% 53% 58% 57%

Master’s degree, health care 54% 61% 61% 60%
Master’s degree, pedagogics 52% 62% 67% 71%
Long-cycle higher education, other 49% 60% 57% 56%
3KLORVRSKLFDO�'RFWRU��3K�'�� ��� ��� ��� ���
Source: Ministry of Education
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���7KH�FDPSDLJQ�DERXW�WKH�VRFLDO�UHVSRQVLELOLW\�RI�WKH�HQWHUSULVHV
The campaign about the social responsibility of the social partners was launched in January
1994. The aim was to establish and extend the co-operation among all actors on the labour mar-
ket and in the social sector with a view to:

• preventing exclusion from the enterprises
• recruiting also less resourceful persons to the enterprises
• creating harmony between work and family life
• initiating a senior staff policy.

2UJDQLVDWLRQ
The social partnership in the form of co-operation which is most suitable in relation to the con-
ditions for co-operation among the various actors. Social partnerships have been created at all
levels of the society.

7KH�&RXQFLO�IRU�VRFLDO�DFWLRQ�RQ�WKH�LQFOXVLYH�ODERXU�PDUNHW is a partnership which aims at
strengthening joint initiatives to promote an inclusive labour market. It takes place at the central
level with representatives of the central labour market organisations, county/municipal level or-
ganisations and the Ministry for Social Affairs. The Council acts in an advisory capacity in rela-
tion to the Minister with regard to legislation and initiatives, etc. concerning the inclusive labour
market. At the local level, each municipal administration is required to set up a social co-
ordination committee composed of representatives of the social partners, representatives of or-
ganisations for disabled persons, medical experts, etc. The aim of the work of these committees
in to enhance employment opportunities for persons who are at risk of losing their labour market
attachment or persons who are unable or find it difficult to obtain employment on ordinary
terms.

In addition, a number of partnerships have been established on a voluntary basis where relevant
actors underpin the process of avoiding labour market exclusion.

,QVWUXPHQWV
All interested parties - trade unions, employer organisations, social high schools, the Ministry of
Social Affairs, county/municipal organisations, enterprises - have contributed to the development
of different methods and instruments which are used in the recruitment of persons on social as-
sistance, persons receiving disability pension, persons on sickness benefits and other persons on
transfer incomes. They have also contributed to the development of methods and instruments to
prevent exclusion due to absence from work, sickness and other social events. A broad variety of
instruments exists from "the method of the round table" (retention of employees) over mentor
schemes, sickness benefit and social profiles to social-ethic accounts.

5HVXOWV
The results so far from studies of labour market inclusion in selected sector are;
9RFDWLRQDO�UHKDELOLWDWLRQ�EHIRUH�DZDUG�RI�D�SHQVLRQ
From 1995 to 1999 there has been an increase from 20 to 40 per cent in the number of persons
participating in vocational rehabilitation and/or activation of persons who have been awarded an
disability pension. These figures demonstrate the strong impact of the active social policy and
show a significant strengthening of measures to try to activate/establish connections to the labour
market for unemployed persons on transfer incomes in the social system. This year the focus will
be on rehabilitation measures in the enterprises as several studies show that vocational rehabili-
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tation in an enterprise leads to a stronger workplace attachment than rehabilitation in an institu-
tion. The number of cases where disability pension is awarded has fallen from about 29,000 in
1991 to about 14,000 in 1999.

1XPEHU�RI�SHUVRQV�LQ�IOH[�MREV
From January 1996 to May 1999 the number of persons in flex jobs has increased from 2,000 to
nearly 6,000. A further increase in the number of persons in flex jobs is expected, among other
things as a result of new rules on entitlement to an unemployment allowance during periods be-
tween two flex jobs as well as the possibility of being transferred to a senior allowance at the age
of 60 years. The senior allowance is a retirement allowance.

7KH�QXPEHU�RI�SHUVRQV�LQ�MREV�RQ�VSHFLDO�WHUPV
The number of disability pensioners in jobs on special terms has increased from 3,700 in January
1996 to about 5,500 in 1999.

3HUVRQ�HPSOR\HG�XQGHU�WKH�VRFLDO�FKDSWHUV�LQ�FROOHFWLYH�DJUHHPHQWV
Most collective agreements between the social partners contain a social chapter which make it
possible to make the individual enterprise more inclusive. A study carried out by the Danish In-
stitute for Social Research shows that about 3,500 persons are employed in jobs created by
agreements within the framework of the social chapters.

3HUVRQV�ZLWK�VHULRXV�GLVDELOLWLHV
A total number of 17,000 persons with severe disabilities are employed in public and private en-
terprises; in nearly all cases they are employed on special terms.

7KH�DWWLWXGHV�RI�SXEOLF�DQG�SULYDWH�HQWHUSULVHV�WR�WKH�LQFOXVLYH�ODERXU�PDUNHW
The majority of private and public enterprises find that they should to a higher degree than is the
case today retain employees whose working capacity becomes reduced and that they should
contribute to the creation of jobs for long-term unemployed persons with reduced capacity for
work and other persons in a difficult situation in relation to employment.

7KH�QXPEHU�RI�SHUVRQV�RQ�SDVVLYH�EHQHILWV�LV�IDOOLQJ�DQG�WKH�QXPEHU�RI�SHUVRQV�LQ�DFWLYDWLRQ
PHDVXUHV�LV�LQFUHDVLQJ
The number of persons on social assistance in the course of the year has fallen from 299,000 in
1994 to 257,000 in 1998, corresponding to a fall of 14 per cent. During the same period the
number of persons in vocational rehabilitation and activation measures has increased from
160,934 to 174,749, corresponding to about 8.5 per cent.

A committee has been set up to examine why the fall in the number of persons on social assis-
tance has not been bigger - seen in the light of the favourable employment situation.

���&RQFUHWH�H[DPSOHV��5HWHQWLRQ�RI�HPSOR\HHV�DQG�LQWHJUDWLRQ

([DPSOH����5HWHQWLRQ�RI�HPSOR\HHV
Partnership agreement between Post Denmark (post district Ålborg) and more than 16 municipal
administrations in Northern Jutland in the post district. The agreement aims at ensuring and fur-
ther developing a sound and secure organisation with due consideration to the general working
environment at the workplace in co-operation with the municipal authorities, general physicians,
health authorities, etc. The aim is to reduce absenteeism, to retain employees in the enterprise
and to work for integration of unemployed persons who are recruited to the enterprise. This ex-
ample has spread to a number of other post districts and several big firms.
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([DPSOH����,QWHJUDWLRQ�RI�XQHPSOR\HG�SHUVRQV�RQ�VRFLDO�WUDQVIHU�LQFRPHV
Grundfoss A/S is co-operating with the municipality of Viborg, the county institution Oustru-
plund, the vocational rehabilitation centre Laboremus and the municipality of Bjerringbro about
a job training unit in the company for young persons with social problems and 2nd generation
immigrants in the age group 18-25 years. The young persons learn to read and are trained in la-
bour market behaviour with a view to full self-support or to qualify them for participating in
formal education/training programmes. The intention is that the participants in the project should
be offered employment in the company or be offered an apprenticeship place in the fields of
electronics, edp-technology, engineering or production of tools.
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I.IMPROVING EMPLOYABILITY

7DFNOLQJ�\RXWK�XQHPSOR\PHQW�DQG�SUHYHQWLQJ�ORQJ�WHUP�XQHPSOR\PHQW

In order to influence the trend in youth and long-term unemployment the Member States will in-
tensify their efforts to develop preventive and employability-oriented strategies, building on the
early identification of individual needs; within a period to be determined by each Member State
which may not exceed three years and which may be longer in Member States with particularly
high unemployment, Member States will ensure that:

1. Every unemployed young person is offered a new start before reaching six months of unem-
ployment, in the form of training, retraining, work practice, a job or other employability measure
with a view to effective integration into the labour market.

2. Unemployed adults are also offered a fresh start before reaching twelve months of unemploy-
ment by one of the aforementioned means or, more generally, by accompanying individual vo-
cational guidance with a view to effective integration into the labour market.

These preventive and employability measures should be combined with measures to promote the
re-employment of the long-term unemployed. In this context, Member States should pursue the
modernisation of their public employment services so that they can deal with the strategy of pre-
vention and activation in the most effective way.

7UDQVLWLRQ�IURP�SDVVLYH�PHDVXUHV�WR�DFWLYH�PHDVXUHV

Benefit, tax and training systems, where that proves necessary, must be reviewed and adapted to
ensure that they actively support employability. Moreover, these systems should interact to in-
crease the incentive to return to the labour market. Each Member State:

3. Will endeavour to increase significantly the number of persons benefiting from active meas-
ures to improve their employability with a view to effective integration into the labour market. In
order to increase the numbers of unemployed who are offered training or any similar measure, it
will in particular fix a target, in the light of its starting situation, of gradually achieving the aver-
age of the three most successful Member States, and of at least 20 %.

4. Will review and, where appropriate, refocus its benefit and tax system:

• to provide incentives for unemployed or inactive people to seek and take up work or meas-
ures to enhance their employability and for employers to create new jobs, and

• in addition, it is important to develop a policy for active ageing, encompassing appropriate
measures such as maintaining working capacity, lifelong learning and other flexible working
arrangements, so that older workers are also able to remain and participate actively in work-
ing life.

(QFRXUDJLQJ�D�SDUWQHUVKLS�DSSURDFK

The actions of the Member States alone will not suffice to achieve the desired results in promot-
ing employability. Consequently:
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5. The social partners are urged, at their various levels of responsibility and action, to conclude
as soon as possible agreements with a view to increasing the possibilities for training ,work ex-
perience, traineeships or other measures likely to promote employability of the young and adult
unemployed and to promote entry into the labour market.

6. In order to reinforce the development of a skilled and adaptable workforce, both Member
States and the social partners will endeavour to develop possibilities for lifelong learning, par-
ticularly in the fields of information and communication technologies, and each Member State
will set a target according to national circumstances for participants benefiting from such meas-
ures. Easy access for older workers will be particularly important.

(DVLQJ�WKH�WUDQVLWLRQ�IURP�VFKRRO�WR�ZRUN

Employment prospects are poor for young people who leave the school system without having
acquired the aptitudes required for entering the job market. Member States will therefore:

7. Improve the quality of their school systems in order to reduce substantially the number of
young people who drop out of the school system early. Particular attention should also be given
to young people with learning difficulties.

8. Make sure they equip young people with greater ability to adapt to technological and eco-
nomic changes and with skills relevant to the labour market. Member States will give particular
attention to the development and modernisation of their apprenticeship and vocational training
systems, where appropriate in co-operation with the social partners, to developing appropriate
training for the acquisition of computer literacy and skills by students and teachers as well as to
equipping schools with computer equipment and facilitating student access to the Internet by the
end of 2002.

3URPRWLQJ�D�ODERXU�PDUNHW�RSHQ�WR�DOO

Many groups and individuals experience particular difficulties in acquiring relevant skills and in
gaining access to, and remaining in, the labour market. A coherent set of policies promoting the
integration of such groups and individuals into the world of work and combating discrimination
is called for. Each Member State will:

9. Give special attention to the needs of the disabled, ethnic minorities and other groups and in-
dividuals who may be disadvantaged, and develop appropriate forms of preventive and active
policies to promote their integration into the labour market.

II.DEVELOPING ENTREPRENEURSHIP

0DNLQJ�LW�HDVLHU�WR�VWDUW�XS�DQG�UXQ�EXVLQHVVHV

The development of new enterprises, and the growth of small and medium-sized enterprises
(SMEs),is essential for job creation and for the expansion of training opportunities for young
people. This process must be promoted by Member States encouraging greater entrepreneurial
awareness across society and in educational curricula, by providing a clear, stable and predict-
able set of rules, by improving the conditions for the development of, and access to, risk capital
markets. The Member States should also reduce and simplify the administrative and tax burdens
on SMEs. These policies will support Member States’ attempts to tackle undeclared work. To
that end the Member States will:
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10. Give particular attention to reducing significantly the overhead costs and administrative bur-
dens for businesses, and especially SMEs, in particular when an enterprise is being set up and
when hiring additional workers.

11. Encourage the development of self employment by examining, with the aim of reducing, any
obstacles which may exist, especially those within tax and social security regimes, to moving to
self-employment and the setting up of small businesses as well as by promoting training for en-
trepreneurship and targeted support services for entrepreneurs and would-be entrepreneurs.

([SORLWLQJ�QHZ�RSSRUWXQLWLHV�IRU�MRE�FUHDWLRQ

If the European Union wants to deal successfully with the employment challenge, all possible
sources of jobs and new technologies and innovations must be exploited effectively. To that end
the Member States will:

12. Promote measures to exploit fully the possibilities offered by job creation at local level and
in the social economy, especially in new activities linked to needs not yet satisfied by the market,
and examine, with the aim of reducing, any obstacles in the way of such measures. In this re-
spect, the special role and responsibility of local and regional authorities, other partners at the re-
gional and local levels, as well as the social partners, needs to be more fully recognised and sup-
ported. In addition, the role of the public employment services in identifying local employment
opportunities and improving the functioning of local labour markets, should be fully exploited.

13. Develop framework conditions to fully exploit the employment potential of the services sec-
tor and industry-related services, inter alia, by tapping the employment potential of the informa-
tion society and the environmental sector, to create more and better jobs.

0DNLQJ�WKH�WD[DWLRQ�V\VWHP�PRUH�HPSOR\PHQW�IULHQGO\
And reversing the long-term trend towards higher taxes and charges on labour (which increased
from 35 % in 1980 to more than 42 % in 1995).Each Member State will:

14. Set a target, if necessary and taking account of its present level, for gradually reducing the
overall tax burden and, where appropriate, a target for gradually reducing the fiscal pressure on
labour and non-wage labour costs, in particular on relatively unskilled and low-paid labour,
without jeopardising the recovery of public finances or the financial equilibrium of social secu-
rity schemes. It will examine, if appropriate, the desirability of introducing a tax on energy or on
pollutant emissions or any other tax measure.

III.ENCOURAGING ADAPTABILITY OF BUSINESSES AND THEIR EMPLOYEES

0RGHUQLVLQJ�ZRUN�RUJDQLVDWLRQ

In order to promote the modernisation of work organisation and forms of work, a strong partner-
ship should be developed at all appropriate levels (European, national, sectoral, local and enter-
prise levels):

15. The social partners are invited to negotiate and implement at all appropriate levels agree-
ments to modernise the organisation of work, including flexible working arrangements, with the
aim of making undertakings productive and competitive and achieving the required balance be-
tween flexibility and security. Subjects to be covered may, for example, include training and re-
training, the introduction of new technologies, new forms of work and working time issues such
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as the expression of working time as an annual figure, the reduction of working hours, the re-
duction of overtime, the development of part-time working, and access to training and career
breaks.

16. For its part, each Member State will examine the possibility of incorporating in its law more
adaptable types of contract, taking into account the fact that forms of employment are increas-
ingly diverse. Those working under contracts of this kind should at the same time enjoy adequate
security and higher occupational status, compatible with the needs of business.

6XSSRUW�DGDSWDELOLW\�LQ�HQWHUSULVHV

In order to renew skill levels within enterprises Member States will:

17. Re-examine and, where appropriate, remove the obstacles, in particular tax obstacles ,to in-
vestment in human resources and possibly provide for tax or other incentives for the develop-
ment of in-house training; they will also examine new regulations and review the existing regu-
latory framework to make sure they will contribute to reducing barriers to employment and
helping the labour market adapt to structural change in the economy.

IV.STRENGTHENING EQUAL OPPORTUNITIES POLICIES FOR WOMEN AND MEN

*HQGHU�PDLQVWUHDPLQJ�DSSURDFK

Women still have particular problems in gaining access to the employment market, in career ad-
vancement, in earnings and in reconciling professional and family life. It is therefore important,
inter alia :

• to ensure that active labour market policies are made available for women in proportion to
their share of unemployment,

• to reduce tax-benefit disincentives, wherever identified, because of their negative effects on
the female labour supply,

• to give particular attention to obstacles which hinder women who wish to set up new busi-
nesses or become self employed,

• to ensure that women are able to benefit positively from flexible forms of work organisation
on a voluntary basis. Therefore, the Member States will:

18. Adopt a gender-mainstreaming approach in implementing the guidelines of all four pillars. In
order meaningfully to evaluate progress on this approach, Member States will need to provide
for adequate data collection systems and procedures.

7DFNOLQJ�JHQGHU�JDSV

Member States and the social partners should translate their desire to promote equality of op-
portunity into increased employment rates for women. They should also pay attention to the im-
balance in the representation of women or men in certain economic sectors and occupations, as
well as to the improvement of female career opportunities. Member States will:

19. Attempt to reduce the gap in unemployment rates between women and men by actively sup-
porting the increased employment of women and will take action to bring about a balanced rep-
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resentation of women and men in all sectors and occupations. They will initiate positive steps to
promote equal pay for equal work or work of equal value and to diminish differentials in in-
comes between women and men. In order to reduce gender gaps, Member States will also con-
sider an increased use of measures for the advancement of women.

5HFRQFLOLQJ�ZRUN�DQG�IDPLO\�OLIH

Policies on career breaks, parental leave and part-time work, as well as flexible working ar-
rangements which serve the interests of both employers and employees, are of particular impor-
tance to women and men. Implementation of the various directives and social-partner agreements
in this area should be accelerated and monitored regularly. There must be an adequate provision
of good quality care for children and other dependants in order to support women’s and men’s
entry and continued participation in the labour market. An equal sharing of family responsibili-
ties is crucial in this respect. In order to strengthen equal opportunities, Member States and the
social partners will:

20. Design, implement and promote family-friendly policies, including affordable, accessible
and high quality care services for children and other dependants, as well as parental and other
leave schemes.

)DFLOLWDWLQJ�UHLQWHJUDWLRQ�LQWR�WKH�ODERXU�PDUNHW

Those returning to the labour market after an absence may have outmoded skills and experience
difficulty in gaining access to training. The Member States will:

21.Give specific attention to women, and men, considering a return to the paid workforce after
an absence and, to that end, they will examine the means of gradually eliminating the obstacles
in the way of such return.


