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Foreword

Previous related conferences and research studiesiied that a) although some new forms of
work organization were proven to be useful, thayaim unused or under-utilized despite the
gains that promise in the highly competitive gloinarket; b) research on the various aspects of
the subject was fragmented, and there were very bedges between academics and
practitioners; c) there were only a few agenciggg@ammes and initiatives concerned with work

organization that existed across Europe as a whole.

This Conference has succeeded in meeting its nigétiive, which was to become a forum of
ideas and experiences concerning new forms of veoganization and other cooperative
arrangements for competitiveness and employabiitychinter alia, included life-long learning
and career development, and work organization aotk ife balance. Furthermore, the
participation and contribution of social partherepresentatives from the U.K. and Greece, as
well as the presence of many university studerige gnope of meeting the other important aim
of the Conference, a closer cooperation of soc@tners’ organizations with academic
institutions, and make a more effective dissemimedéind awareness of purpose across Europe,

through the publication and distribution of the @mwence’s proceedings.

Professor Chris Jecchinis, Ph.D

Chairman of the Scientific Committee



Notes for the Readers

The Proceedings of the International Conferencthigipublication, contain the entire
contents of the contributions, which were preseimdehglish and Greek. Each Greek
contribution is followed by a summary in English.



PROMOTING NEW FORMS OF WORK ORGANIZATION AND OTHER
COOPERATIVE ARRANGEMENTS FOR COMPETITIVENESS AND
EMPLOYABILITY

SUMMARIES OF THE OPENING SESSION

CHAIRMAN, Prof. Michael Kassotakis:

Mr. Vice-Rector, Mr. Dean of the School of LetteMr. President of the Faculty,
Philosophy, Pedagogy and Psychology, Mr. Andred®epresentative of the European
Committee, Directors of Departments, dear colleagdear students, in my capacity as
Directorof the postgraduate programme ““Vocational Guidancand Counselling™
have the pleasure of welcoming you all to the gusal meeting of this Conference
which has the title "Promoting New Forms of Worlg@misation and Other Cooperative
Arrangements for Competitiveness and Employabillitfirst of all, | would like to
apologize on behalf of the Co-Chairman of this nmggtMr. Psacharopoulos, who has
notified me that he is unable to be with us forsmees of health. | had hoped that he
might be able to come to the presentation of hessp so that we could have the
pleasure of hearing him. In order to gain time badause our Vice-Rector has other
obligations, | would like to move on immediatelyttee greetings and to request the
Vice-Rector of Economic Affairs, Professor Dermkiza to take the podium.

Prof. Michael Dermitzakis, Vice Rector of the Univesity of Athens:

Honoured guests, with particular pleasure | sahday the organisation and realisation
of this Congress on competitiveness and employnharttuld like to direct attention to
the fact that the Program of Competitiveness aricegreneurshipas been taking shape
over the last three years in the University Atherikin the framework of the program
EPEAEK and is one of the most successful and @ffeprograms, despite the fact that
all Faculties of University do not participate @her reasons. We have pin-pointed the
fact that the usefulness and the efficiency ofn@gram is immense because it is related
immediately to the association of Academic Educatith the job market. It is more
generally accepted today that higher educationtitates not only the institution of
productivity and the transmission of knowledge, bisio an area for preparation of
scientists capable of dynamically undertaking msifenal and enterprising activity in the
future. Through this particular Program what weénaecomplished so far is that:

1. Our students are familiarized with the job markbe requirements of future
employers and expected financial remuneration fiteenexercise of their profession.
2. They are familiarized still more with the olj@d their study henceforth not only
theoretically but practically, being forced to smlgroblems that emerge during the
practical application of what they have been taagiut what they have absorbed in the
educational operation.

3. Because of the above-mentioned they will devslalts and flexibility that will be
essential to their future professional development.
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4.They learn the job market in depth and cultivatetacts with persons and companies
that are active in the field of their profession.

5. In the modern competitive job market they acgpirecedence over those who have
not dealt with the practical application of theirdwledge and feel readier to face the
challenges and the new data of the job market.

| warmly congratulate my colleagues and more smedly Professor Michael
Kassotakis, who is responsible for Scientific Megtéor his valuable contribution to the
success of this Congress. | wish you good sudnese work of this Conference not
only for the results, which will be useful both tars and other Universities, but also for
the Program which is under development and whidheitaken into consideration for
the further planning of employment of our graduakéany thanks.

CHAIRMAN: Ithank the Vice-Rector, Mr. Dermitzakis, andiwcall on the Dean of
the Philosophical FacultyProfessor Theodore Pelegrinis, to address hisiggsdo the
participants of the conference.

Prof. Theodossios Pelegrinis, Dean of the School loétters:

On behalf of the Philosophical Faculty | welcomeiyail to the Congress that begins
here tonight in the room of ceremonies at the Usite of Athens. It is said that the
subject of the congress, Work, has a direct reldbdhe existence of the individual and
more specifically to his quality of life, not ontypcause through work can the individual
acquire those commaodities that improve his lifé diso because work itself constitutes a
commodity. Of course, the person who works alstsfbetter in his life. In order to
promote this commodity, the more the individual dlas science in order to exempt
himself from work, the more his labour makes it @atable for him. Here, of course
exists a contradiction, a paradox; many times #rg gcience which the person invokes
in order to improve his work is turned againstwuek itself. | will mention the case of
Brecht who, in 1946, wrot@alileo precisely in order to stigmatize that warped cewfs
science. Man imported science into culture, sagxi®, in order to alleviate himself
from labour and he then used science in order tkentiae atomic bomb, which is
directed against his very own life. | would like say that over the last decades the
individual has progressed much in the scientiitdf this development, however, has
turned itself against the right of the person takvdt is explicit that the machine
substitutes the hands, consequently the possiiliti today's youth, and people in
general, of finding work are very limited. Of coeysociety always finds the way to
survive and it confronts the contradictions, theband the difficulties that it must face.
Specifically, | consider that this congress congts a contribution to the possibility of
the individual to combine science and technologythay develop in our days, with the
right to work. Precisely because the congress addsa vital part of our life, | hope that
its work will be fertile and that it will help irhe confrontation of this problem. | thank
you.

CHAIRMAN:  We also thank very much the Dean of the Schodlatfers, Prof.
Pelegrinis, and | now request the President of Raeulty Philosophy, Pedagogy,
Psychology, Professor Laurentios Delasoudas, tceaddhis own greeting.

Prof. Laurentios Dellasoudas, President of the Fadty of Philosophy, Pedagogy and

10
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Psychology:

Mr. Dean, Mr. Chairman of the Congress, ladies rmath Presidents of the Faculties,
ladies and main participants at a conference asuptd the various approaches the work
provides in the person, between the other somethongthem reported previously Mr
Dean, , work offers to the individual: a) the chae cultivate and to develop fully his
aptitudes, which in turn contribute to the groatid formation of his personality, and b)

the possibility of contracting essential relatiopshwith other members of society.
Therefore examining the aspect of preparation effefior this goal we recognise that
economic growth, competition and integration irfite job market constitute the sovereign
objectives of education with parallel downgradifigssocial and humanitarian dimensions.
For this reason members of the Greek Parliamert9®@7 in the debate concerning
Secondary Education stressed in their allocutibasthe demand for creating the essential
prerequisites remains a constant goal. Nameldagation, on the one hand, "constitutes
that professionals should be adequately preparea ftace in the world and the European
environment, and it should promote every worthysparwithout bias ", and, on the other
hand, be supported "in a mesh of values and rsiles$) as ... the healthy competition". b)
Young Greeks "should acquire knowledge that wilebsential in order for them to be able
to compete and survive in the competitiveness ishaltaping the new social and economic
environment worldwide". ¢) The educational polibpsld not be "subjugated to any kind of
technology", but "it should subjugate technologyhte benefit of society, to the benefit of
education, to the benefit of not only the presemigation, but also future generations”. With
this prospect in mind the poor or the socially dismtaged can seek the way towards
prosperity.

Thus, while a such policy does not theoreticakigigde prosperity, either economically or
for any other reason, in everyday life the lack@iial opportunities in all sectors and levels
has repercussions, as is natural, in the leastifadsocial groups. It is progressively certain
that inequality appears to limit itself, on the drand, with the increase in the number of
entrants to Third Degree Education and, on ther ditsed, with the operation of programs of
professional training. However, the increase inrthmber of university entrants and the
generalisation of additional educational help @heol or out-school) do not put an end to
competition, but on the contrary they bring it t@e higher levels. In this way we are led
towards a system of intensification of study witiremitting education and learning, so
much so thalife-long educationandlearning constitute a new aradditional problem.
Turning now to the other side, we must take ictmant: a) the needs of the job market
and b) the rights of employers who exclude or tdgss productive workers, while we
should not overlook the need to access informationigh quality, which should be
enriched and updated continuously.

With this data and keeping in mind the Europearegepce with regard to employment we
could, by formulating concisely a basic guide ®lbleginnings of equitable practice, say that
the basic conditions of professional integrationstitute the following actions:

On the side of the State:

(i) the existence of a policy for professionalieation and training,

(i) the long-term planning of training and emphognt,

(i) the existence of strategy and infrastructimesufficient briefing concerning the needs,
the potentials and the requirements of the job etaskd, (iv) the organisation of School
Career Counseling.

On the side of the job market:

(i) its predispositions and readiness in view efripid change in orientation of the economy
and, (ii) the obligation of services responsilolethe exchange of information to include all

11
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the interested parties. Taking into consideratioat the relative processes should be
distributed throughout the European Union, thediaion of particulars into the various
languages is essential.

Having therefore before us the problems and thekmesses of both sides the following
guestion forms itself: how much of the questiorewfployment could be confronted with
new approaches and conditions; that is to saysubgct for alternative or new forms of
employment should be examined.

| consider that at least certain of the alterreatorms of employment for the Disabled and
Handicapped People are suitable for the generailatpn. | could describe several of them,
but | find myself here in order to address a greptind not to make proposals. Simply |
report indicatively thancrease in aid tondividual and corporate employment, pointing out
themounting tendency for the foundation ebtial companiesin various formstelework
(the creation and distribution of a product or sees via computer or telephoredthe
cooperation of organisations or institutions.

With these data, the particularly important rdlen@dern approaches to work with new or
alternative forms of professional employment andpadingly, the necessity and usefulness
of the present congress are well founded and disshed. There remains nothing further for
me to do than to congratulate the Programme ofgPadtiate Studies in the Advisory and
Professional Orientation, the Laboratory of Expemtal Pedagogy, and the School and
Professional Department of the Faculty of Philogogtedagogy and Psychology of the
University of Athens, that is to say the colleaguefessors Mr. Kassotakis and Mrs. Nova,
as well as all those who have contributed to tigauwsisation of this congress, and to wish all
present, including the foreign participants, ayarccessful Congress

CHAIRMAN:  We thank you, Mr. President, and hope that ydl & given the
opportunity during the proceedings of the Congtegsxpress your opinions, which you
were unable to do now in their entirety. At thisirg, | would like to request the
representative of the European Committee, Mr. Easndersen, to address a greeting to
the participants of the conference on behalf ofBhepean Committee.

Lars-Erick Andreasen, Administrator Principal, Euro pean Commission:

| thank you very much, Mr. Chairman. It is a grplasure for me on behalf of the
European Committee to assist in this meeting wigely will be effective. A few words
concerning the various programs that the Commisgioymotes so much: In November,
we held a Conference in Barcelona and yesterdayadea similar meeting in Athens;
we plan to have a new one in Rome and we are atgp@png yet another in Poland. All
these meetings concern themselves with the developof new forms of work and, as
the previous speakers have remarked, it is a veppitant subject. In November, the
Committee received the last report concerning Eemopcompetitiveness and the first
conclusions to which we were led, according to thort, render it explicit that the
combination of organisational forms of work is anirel characteristic of those
enterprises which aspire to an increase in thedytivity. It is precisely this subject
which will be raised in your own congress here anas other speakers have already
remarked, a vital question of our times. One ahdlbyears ago, the Danish Presidency
organised a meeting where Mr. Chris. Jechinis esid himself to me, asking if the
Committee would really be interested in a similangress in Athens and | answered
that, of course, yes, as it is something whichregts us very much. You understand,
therefore, that the Committee really is very gladduse this congress is taking place in

12
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order to raise and discuss all those question®titatpy businesses today. | would like
therefore to congratulate all those who contribwidrt in order for this meeting, this

congress to take place. | congratulate your imiaand wish success in your work. |
thank you very much.

CHAIRMAN: We thank you, Mr. Andreasen, for your wishes.Wéeild like also to
thank you for your help and your support concerriigorganisation of this congress

Prof. Michael Kassotakis, Director of the postgradate programme
“Vocational Guidance and Counselling”

Your Excellency Mr Vice-Chancellor

Mr. Representative of the European Commission

Mr. Dean of the School of Letters of the UniversifyAthens

Mr. Head of the Faculty of Philosophy, Educatiod &sychology
Mrs Directors of the Departments of the Faculty Rifilosophy, Education and
Psychology

Dear Colleagues

Dear Students

Dear friends

The view that the onset of the®dentury is consonant with spectacular changesdrye
sector of human activity has become a commonpltese changes, which are due to a
number of factors, the most important of which urde the growth of the Information
and Communication Technologies and the rapid irsered knowledge, have brought
about the globalization of economy, culture andaddiée, thus creating new challenges
to mankind.

Work has inevitably been influenced by the abovenges, the consequences of which
can be observed in its renewed nature, methodstestuhology. As a result, the
traditional organizational models and structurethanworking environments must be
replaced by new organizational structures, whicbukh be highly competitive and
flexible enough in order for new working places amate chances for employment to be
secured. It is evident that the new organizatigtraictures of work will affect people’s
personal and social lives. Further, their applaratrequires that the cadre of the
enterprises and organizations as well as the wekkaat employers should develop new
skills.

The flexibility and uncertainty, which can be ceghtin a working environment like the
one mentioned above, call for provision of contmsi@ssistance to enterprises and
workers. Such a perspective formulates the neectriating social and economic
contexts, which will support the new models of warld their spread. They will also
provide for equipping the counselors with new krexalge and skills through properly
designed training courses. In view of the above,rtte of education which is that of
preparing the workers to enter the labour markétadmorming links between them and
various productive units along with the operatidntlee Vocational Guidance and
Counselling should undergo radical changes. VogatiGounselling should stop being a
simple process of assisting individuals to findraection of studies or a job. Instead, it
should aim at supporting individuals to obtain sedfualization, adjust themselves to
new working environments, and acquire the skillgureed for the new working
organizational structures.

13
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The lack of comprehensive knowledge of the abosasis in Greek reality was our main
incentive for organizing the present Conference,dim of which is a) to reveal the
necessity of adopting new models of work and umeldre multiform cooperation that is
required for the study and resolution of the issaresing from the application of the
above working models, b) to reinforce the cooperetietween the productive units and
the universities, and c) to show the necessith@fcontribution of the graduates of the
postgraduate programme “Vocational Guidance anah&xiling” to the realization of the
above goals.

Before finishing this short address, | would likethank the European Commission for
sponsoring the organization of this Conferenceganticularly Mr Larse Eric Andersen
for his precious assistance thus far. | would blkeato thank a good friend and supporter
of previous relevant events, Mr Kevin O’Kelly, aslhas another friend and colleague,
Professor Chris Checchinis, former President ofNlagonal Center for Vocational
Guidance and instructor of our postgraduate programProfessor Chris Checchinis
was the first to have the idea of organizing thimférence and the one who undertook
the writing up of the relevant proposal submittedhe European Commission.

Let me express special thanks to my colleague,daoProfessor Christina kaltsouni-
Nova, President of the Organizing Committee of @mmference, who undertook the
burden of its organization and worked with zeal amthusiasm for its realization.
Without her contribution and that of her collaborddr Eleni Konidari this Conference
would not have been organized.

| would also like to thank the members of the Sitfierand Organizing Committee of the
Conference, the administrative staff of the uniigrthe Senate, the Dean of the Faculty
of Philosophy of our university, the Head of thepBegment of Philosophy, Education
and Psychology and the Director of the Sectorshef dbove department for their
valuable contribution to the organization of then€@wence.

Let me also thank my Greek and foreign colleagaethkir participation. | am sure that

their presentations will contribute to the promotand enhancement of our knowledge
of the issues addressed in this Conference. lthéstk you all for being here. | am sure
that the works of the Conference will meet youreotptions.

Assoc. Prof. Christina Nova-Kaltsouni, Chairpersorof the Organising Committee
Mr. Vice-Rector, Mr. Dean of the School of Lettedr. President of the Faculty,
Philosophy, Pedagogy and Psychology, Mr. AndredRepresentative of the European
Committee, Directors of Departments, dear colleagdear students, in my capacity as
Chairwoman of the Organising Committee | also welegou to this Conference and |
thank you warmly for your participation. | woulta like to thank those who entrusted
me with the organisation of the Conference, espigcRrofessors Tsekinis and
Kassotakis. | am grateful to my colleagues andestts who assisted me in any way in
the organisation, as well as Mrs. Eleni Konidaritier important support.

| would like to thank our guests from abroad, fyrdior their participation in our
Conference and secondly for the support they havem@is during the preparations. Itis
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an honour for us that Mr. Lars-Erik Andreasen ftbmEuropean Commission is present
and | would like to thank him personally for hidwable assistance.

Our Conference has as its theme the promotion of fiems of employment.
Personally, | feel concern not only for the sucagfsthe Conference but also for the
messages that we shall send to the working populatind in particular to the young,
with reference to new adjustments concerning lalpooinlems and their effects on our
quality of life.
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|. PLENARY SESSION

CHAIR:
George PSACHROPOULOSMember of the Hellenic Parliament
Michael KASSOTAKIS, Professor at the University of Athens

THE CONTRIBUTION OF NEW FORMS OF WORK ORGANISATION TO THE
IMPROVEMENT OF CONDITIONS FOR INCEASED PRODUCITIVIT Y AND
EMPLOYMENT: PROBLEMS AND PROSPECTS IN THE EUROPEAN UNION

Chris JECCHINIS, Professor Emeritus of Economics at Lakehead Usiteiof
Ontario—Canada and Corresponding Member of the geamm
Academy of Arts, Sciences and Humanities.

Introduction

The European Council which held a special meetmg324 March 2000 in Lisbon, set
new strategic goals for the European Union in oralstrengthen employment, economic
reforms, and social cohesion as part of a knowldageed economy. The Council
acknowledged the fact that the E.U. was confrobyebth the positive and the negative
aspects of globalisation, which on the one hargljired radical structural changes in
order to make the European economies more conyaeditid take advantage of the new
markets created, and on the other, to resist pres$or the virtual abolition of public
social services, and to continue shaping sociatipslin a manner which is consistent to
its values and concepts of social justice. More#igally, the Council suggested that
there is a need of modernizing the European sowmbalel by investing in people and
building a dynamic welfare state, which ensures e emergence of the knowledge
economy, does not compound the existing sociallenad of unemployment, social
exclusion and poverty. The Council concluded tim&r alia, Europe’s education and
training systems need to adapt both to the demairttie knowledge society and to the
need for an improved level and quality of employhfen

The overall efforts for appropriate reforms conaggrine improvement of employment
and competitiveness, which followed the Lisbon @oeffce at the national and E.U.
levels, included the promotion of new forms of wanganisation that the European
Commission had presented in a 1997 green Papethgititle of “Partnership for a New
Work Organisation”. This green Paper however, ribtl have the intended impact,
because, for a number of reasons, many enterpasgisiued to apply traditional forms
of work organisation, and the representative oiggions of the social partners in many
cases continue their cooperative efforts to impréwe working environment and
productivity performance through the enhanced Wdaksincils at the national and E.U.
Company levels.

Nevertheless, new forms of work organisation cdagdapplied as a complementary
effort to improve skills and the quality of Europgaroducts and services, as well as to
enhance the employability and job satisfactionsforkers. The European Conference,
which took place in Denmark (Roskilde 12-13/11/20®@cused on the problems and
prospects of new forms of work organisation, desigto enhance the productivity of
enterprises, and at the same time, contributegtantiprovement of the quality of work
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for employees. This paper of mine reviews the agichs of the Danish conference, and
presents a possible scenario concerning the fofus®rk organisation in Europe.

A Review of Some Salient Points in the Danish Confence and Report

| was a member of the Greek delegation, which wagtad to attend the Danish
Conference of New Forms of Work Organisation in ldg, and have read very
carefully the Report, which was published and datad in the Spring of 2003. It is my
belief that it had its negative and positive sid@s.the negative side | would place the
“blanket” statement, that if we were to sum-upekiglence of the case studies presented,
“good work organisation results in win-win situat#o at personal, company, and
community levels It is my opinion that if the Editor of the Confec®’s report wanted
to be more prudent, he or she should have chahgeudrd “results” with “contributes”,
as there are certainly some other important facterdved in creating pre-conditions for
“resulting” in win-win situations: public policy asocial legislation, effective collective
bargaining and the strength of trade unions, watlgarticipation and works’ councils.

The second criticism | have is the undercurrentisemt of the Conference, a certain
degree of pro-American model, an admiration for lingh rates of growth and the
employment (official) record of the U.S. economye Wave been warned, however, by
two distinguished Americans of not trying to copydeemulate the American model,
which is based on a growing social disparities gap,virtual elimination of social
protection schemes, and the creation of many newplid and temporary jobs.
(Nicholas Ashford of MIT at a special conferencéhaf European Foundation in Dublin,
and Jeremy Rifkin in a televised presence at aispesanference in Athens during the
Greek Presidency)We shall have the privilege to hear among the afistinguished
foreign contributors, what Professor Ashford wiiMe to say here in this conference.

| agree with the Greek European Commissioner, Mnsia Diamandopoulou that our
objective should be “not only more jobs but bejtdrs”* On the positive side of the
Danish Conference, | was impressed by Alan Johssssertion that “life-long learning
is the key to sustained and high quality employrh2and that “there is a need to
increase the number of high performance work-plaeadh higher levels of
productivity” ® Higher level of skills not only increase securitydachoice for workers,
“but also raise the potential of workplaces to aghisuccess by raising productivity”.
With a few exceptions, the social partners in Geaeere always interested to participate
in efforts to increase productivity without makimgrk “harder or cheaper”. In other
words, the parties concerned in Greece are intatdstparticipate in any negotiated
complementary scheme, which to a certain extentragi@es job security and
development for trade union members on the one,larimproved competitiveness
and profitability for employers on the other, whitee Government reaps the benefits of
increased productivity. That is why we are lookiogvard to hearing Kevin O’Kelly’s
contribution. Just like we will be interested tahéhe conclusions of Helen Tsipouris’
and Stavros Gavroglou’s papers, which are basatienesearch work they did with
some of their colleagues in a number of Europeamntres.

A Possible Scenario for the European Union
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The Greek Government had consistently, especiallgesthe early 1980’s, shown a
positive interest in raising productivity mainlytlugh the National Productivity Centre.
In 1989 it sponsored an important national studytten role of improved working
environment and labour-management relations incecerted effort to increase
productivity. The results of that study were puldid in a book in 1990. More
specifically, the analysis of the results was basada special questionnaire and
interviews with management and trade union offscidhe answers to the questionnaire
distributed among managers and trade union reptasess in the Greek Productivity
Centre’s research study, revealed some interebghgfs. Both parties, among other
things, rated highly labour-management cooperdtionugh participation/ involvement)
as an important contributory factor for the impnmeant of the working environment and
productivity performancé:

1. Those involved in the management of the entggprand the administration
of the trade unions who answered the questionreme gave related
interviews, believe that workers could be morecegfit and derive greater
satisfaction from their work if both the workingwwmnment and labour-
management relations are good or at least if ceentefforts are being made
for their improvement. This conviction on the pait both labour and
management representatives held generally, regaraf¢he size and kind of
business, nationality of ownership or the leadg@rsiithe trade unions.

2. The role of the State in labour relations amdiorking environment is seen
by business executives and trade union officialkeahs ranging from
adequate to excessive, depending on the existindittans in individual
enterprises. More importantly, the majority of mges and trade union
officials do not want more labour legislation buthrer the better
implementation of the existing laws (including teaglated to health and
safety committees and works’ councils), through riomed government
assistance and the better performance of the apgr®|state officials.

3. The quality of labour relations and the workemyironment, as well as the
proper implementation of labour laws, are affecbydthe interest and
efficiency of all those involved, personnel managsocial workers, medical
officers, safety engineers, trade union offici@sgd members of workers’
committees. In those cases where the parties aoeddrelieved that their
own attitudes and actions can really contributéhtoimprovement of the
working environment and production, then constaudt serious efforts are
being made to achieve those desired ends.

4, The personal interviews with business execuiivéisated that the younger
generation of businessmen, and especially thoselvies¢t in small and
medium-sized enterprises, are increasingly intecest issues of human
resource management. Furthermore, the generalusioclreached at the
very successful seminars organised by the Greélicuihorities as part of
the programme for the development of industria¢gises, was that there is
further need for businessmen to acquire better keubye of the various
aspects of management, including those related uwmah resource
management.

5. From the comments included in the questionnaitdecame evident that
what the parties concerned were interested in veaghe provision for
occasional benefits, but planned and ongoing aemaegts.
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It was also noted that in enterprises where fitm’s policy involved
representatives of labour as well as managementetsults were clearly
better, not only in efficiency terms but even mswen workers’ satisfaction.
However, these successful cases of labour-managemameration were in
the minority (about 25 percent of the sample) bete is an encouraging
desire among the majority of the remainder to distalprogrammes of
labour-management cooperation in the near future.

Works councils, and health and safety commitiesre set up in a number of
enterprises under Acts 1568 of 1986 and 1767 of 1B8ese were much
more successful in improving the working environmehand productivity

in those enterprises where the parties had had prews experience in
informal joint consultation committees and where tle representatives of
both parties had received appropriate training

There was a great desire among the businessad®l union officials for
more government assistance in vocational educgpi@mgrammes and
cooperation in technical training programmes vhtngupport of educational
institutions. There was a feeling that there isuagent need to produce
capable skilled workers and technicians, with lbetbemal and practical
gualifications, who will be able to cope with thexhnologies of the year
2000 and beyond.

An examination of the available data demonstréitat while there is an
increase of strike action in the public sector, phigate sector showed an
impressive decline in the last few years. The pebkioterviews indicate that
the parties concerned believe that the reductistridle action in the private
sector has come about as a result of improvememtdenin labour-
management relations through informal or statutofgrms of
involvement/participation.

It is also significant that in cases where labmanagement relations —
formal or informal — were satisfactory, there waslisagreement among the
parties concerned regarding the need for a coaperatfort to meet the
challenge of new technology and its possible adveifects on employment.
The majority believe also that the introduction réw technology is
necessary if Greek products and services are tmne@more competitive in
international markets. It was further stated in¢bepleted questionnaires
that, if enough became known concerning the impanew technology on
employment, there could be more effective planaingconcerted action by
all parties concerned to reduce its adverse setfiadts.

Although it is difficult — if not impossible — to easure the contribution of
involvement/participation (informal and/or statytpio theimprovement of the
working environment and productivity performance, it is significant that the
parties concerned perceive it to be an importantridmtory factor. In some
cases, they have measured the cost to productwaréers’ adverse behaviour
and action which resulted from unsatisfactory wogktonditions (that included
the lack of any form of participation in decisioraking), i.e. absenteeism, labour
turnover, work stoppages, poor workmanship, ana sabotage of production.
Furthermore, both parties place great importancé&aning and government
assistance, not only to improve on skills, but atsprepare better for effective
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involvement and participation in appropriate syt and/or informal
committees.

In spite of the interest of workers and trade onafficials at the
enterprise level for participation/involvement, dderos Koutroukis and | have
discovered and reported that the Greek trade unimvement as a whole, was
more comfortable in bipartite or tripartite natibagganisations than in statutory
low-level forms of worker participation such as wa&rcouncils. They prefer to
participate also in higher-level forms of partidipa as members in the board of
directors of public or semi-public enterpris@dt would not be impossible,
therefore, to convince the majority of trade unidhat new forms of work
organisation will be good for them, provided theg aot obligatory (statutory)
and they are left to the parties concerned to matgothe terms of their
participation/involvement. Perhaps they will become extension of the
functions of the European works’ councils. Thisdapossibility will have to be
studied.

One more important point remains to be cleared, wiwng this work
organisation conference to a particular graduateliss department of the
University of Athens? The answer is that | beliévere is a connection of life-
long learning and the improvement of skills withremxr counselling and
development. | believe also that the Departmentdcbecome the locomotive,
the coordinating machine promoting the concertéatsffor the application of
new forms of work organisation, not only in thisiotry, but also at least half of
the Member-States of the European Union, includiggrus and Malta.

| am anxious, therefore, to hear whabf. Michalis Kassotakis, Prof. Th.

Katsanevas and Mr. L. Toumbas of EKEP will have to say in their
presentations.
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NEGOTIATING NEW FORMS OF WORK

Kevin P. O'KELLY, University of Limerick

Introduction

Recent years have seen a focus of EU policy maketow to increase the number of
people in good quality, sustainable jobs. Theseips are based, in the main, on the
European Employment Strategy, adopted at the Earo@®uncil in Luxembourg in
1997, which set out three key objectives: full emyptent; quality and productivity at
work; and promoting social cohesion and an incleisabour market. 1 A number of
actions have been initiated towards realising tigesds through the annual publication
of employment guidelines by the European Commissietting out policy priorities for
the Member States, providing an open co-ordinabbremployment policies and
agreement on national action plans. The EmployrSémitegy was further endorsed
when employment was linked to the broader econamitsocial agenda agreed at the
Lisbon European Council, and subsequent Europeandls, to improve job security
and, at the same time, make Europe ‘most compe#tind dynamic-based economy in
the world capable of sustainable growth with mand better jobs and greater social
cohesion’ by 2010.2

The European Employment Strategy identified foyrg#ars it considered necessary to
meet the objectives: employability; entrepreneyrshadaptability; and equal
opportunities.  The third of these — adaptabitityefers to the need for European
enterprises to introduce changes which will hegnho remain competitiveness in an
increasingly global business environment whiletree same time, preserving and
creating jobs so that the objectives of Luxembaurd Lisbon can be achieved.

In March, 2003, the European Council set up a EemopEmployment Taskforce to
undertake an in-depth review of progress, so temtify employment-related policy
challenges and reform measures which would haweapact on the ability of Member
States to implement the employment strategy. abkforce reported in November,
2003, 3 and its findings cover a wide range of @ymlent macro and micro related
issues. It calls for the promotion of greater itdXy in European labour markets,
combined with job security. It recommends thas 8hould be done through a

Better responsiveness of EU economies to changetjjviequires a high degree
of flexibility in labour markets, in particular tough modern work organisation
and a diversity of contractual and working arrangarts. This can only succeed
if combined with adequate security for workersamis of their capacity to
remain and progress in the labour market. Sinegifflility is in both employers’
and workers’ interests, social partners’ involvemsdesirable.

The Taskforce urges Governments and social partoers
e Examine and adjust the level of flexibility provddender standard contracts;
e Review the role of other forms of contracts;

1 Revised at the European Council, Thessalonica, 2003,

2 Conclusions of the European Counicidbon, March, 2000.

3 Jobs, Jobs, Jobs: creating more employment in EuRaport of the Employment Taskforce, chaired by Wim
Kok.
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e Ensure there is adequate security for workers uradléiorms of contracts;

e Remove obstacles to the setting up of temporark agencies;

e Promote the use of ICT and working time flexikility

e Remove obstacles to part-time work;

e Adapt social protection systems to support mokiitye labour market and
facilitate transitions between different statusegh as work, training, career
breaks or self-employment (job-to-job insurance).

In identifyingincreased adaptability of workers and enterprias®ne of four essential
requirements for higher employment, the report says

To create more jobs, the Member States and engapnnust increase their
capacity to anticipate, trigger and absorb chandether cyclical or structural.

Enterprise must become more flexible to resporsditilien changes in demand
for their goods and services and to the increasieaghand for job quality which
is related to workers’ personal preferences andifiachanges. Workers must
cope with new ways of working and changes in thairking status and be
prepared for lifelong learning. Governments muisate business environments
that support entrepreneurship, innovation and emage investment in R & D
and sufficient flexibility while ensuring genuirexarity on the labour market.

How are enterprises to meet these challenges tmeemore competitive and flexible
while protecting the jobs of their employees? Soirteem are been innovative in their
approach and in many companies across the EU gaogiaton of collective agreements
to find an agreed balance between greater fleiibilne introduction of new forms of

work organisation and, at the same time, taking sdnsideration the concerns of
workers for the continuation of their jobs, in flage of such change.

Pacts for Employment and Competitiveness (PECSs)

The European Foundation, Dublin, investigated tit@sd in collective bargaining and
analysed the scope and nature of these agreendemsmny of which dealt with
arrangements for changes in work organisation. Fidumdation research was based on
the study of over sixty cases of collective agregim eleven EU Member States. The
project also included reports on the national caméthin which these agreements were
concluded and a number of sectoral studies weceuasldertaken, for example, in the
airline, railways and electricity sectors.

Examples of these types of agreements can be fountbst EU Member States, at
national level (in Greece and Ireland), and at@atand enterprise levels in most other
Member States. In Germany, for example, aroundchaeuof all workplaces with works
councils reported having negotiated such agreemeitise in Spain nearly 10% of
collective agreements in 1998 included clausesmui@/ment preservation and 5% with
employment creation as part of the deal. In Fraagain, in 1998 about 40% of
agreements dealing with reductions in working timeeimplement the 35-hour week
legislation, had measures allowing for adjustmémtsandle fluctuations in workload.
The key features of these agreements are, firsgnfiployee representatives, to minimise
reductions, preserve and/or stabilise employmemtsetond, for management, to reduce

4 Handling Restructuring: collective agreements orpkryment and competitiveneBaropean Foundation,
EF/00/73/EN
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costs and improve the ability of the enterprisadapt to changing economic and market
conditions. From the European Foundation stualy, different categories of PECs can

be identified and, in reality, most of these agreet®s are negotiated to reduce

employment levels rather than for job creation.féur categories include agreement on
aspects of new forms of work organisation.

Redistribution of Work

The first category is of those agreements whicloseto redistribute work, including
changes in working time and lifetime working hourEhese agreements might also
include an increase in the use of part-time wonk@s$as job rotation and/or changes to
shift working patterns. Levels of employment avaignteed or it is agreed that there
will not be any compulsory redundancies. _In Voleg@n(Germany), in 1994, the
agreement included a temporary reduction in thekingrweek to 4 days, with a 16%
reduction in pay, an agreement which saved the aosn@and secure 30,000 jobs.
Subsequent agreements introduced greater workimg ftexibility, without overtime
pay, up to agreed thresholds (Volkswagen are ndheim third agreement since 1994).
It is often agreed that, as part of the deal, extreestment in the location or
establishment is dependent on reaching agreenseint,the Electricity Supply Board
(Ireland) where the Cost and Competitiveness Progra agreement provided for
substantial capital investment in the network agaryears. In some French and Spanish
companies, there is agreement to transform precajabs into stable employment. In
Essa-Polinyaa Spanish auto components firm, 75 temporary\Jare converted into
‘open-ended’ employment.

Many of these agreements also included the pravisigbs for specific groups, such as
young people or the long-term unemployed, for eXenp EDF-GDF the French
electricity and gas company, to comply with the Adirey the required reduction in
working time was agreed in return for the creatéri8,000 to 20,000 new jobs for
young people. Also, a feature was the re-locasfamorkers within the company, either
within the site where they were working or to amstbompany site.

Cost Cutting

This group of PECs focused on ways of cutting potida costs, such as wage costs, by
introducing variations or reductions in pay levatgl benefits or by introducing lower
start rates for new employees. For example, iDdmambrewery in Spain different pay
scales were agreed for permanent workers staréfugdoand after 1 January, 1996. The
Vauxhall (GM)(UK) agreement in 2000 which required that newdpition operators
would be paid 82% of the full rate. MNlinx (Ireland), a US based multinational
microchip maker, faced with the technology ‘meltaghdin 2001-2002, and to avoid job
losses, agreed a sliding scale of pay cuts whiehaged out at 6% across the company
(the lowest-paid workers lost nothing), unpaid sdialals and a scheme for employees to
swap a proportion of their salaries for stock apgio

Very often there is a commitment by employees tdenate pay increases or to linking
pay increases to key economic indicators, suchea€PI or, in the case of exporting
companies, to exchange rates. Another featurbi®fchtegory is the use of atypical
employment contracts, such as temporary or fixea-tontracts or by sub-contracting
out non-core work.

In addition, these agreements frequently includget@ment on the introduction of
financial participation arrangements, such as eyggahare ownership schemes or share
options, in return for a limitation on pay incregsas in some of the Irish cases
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(Electricity Supply Boardirish Cementor in Alitalia, where share-ownership was seen
as ‘re-orienting the system of industrial relatiamsl human resource management’.

Boosting Productivity

In some agreements workers have agreed to greatking time flexibility, such as an
increase in working hours without additional paybbost productivity. In 1998 at the
Philipstelevision tube plant in Lebring (Austria) an agreent included the introduction
of a 7-day continuous shift working, together vatreduction in weekly working hours
from 38 to 36.5 hours, while in an electrical apptie company in France, Souitttiere
was agreement to reduce working hours in exchasrgedrking time flexibility and the
creation of 40 new jobs. This agreement includedayment for overtime but a ‘time-
off in lieu’” arrangement.

Improving Employability

While in most cases where a reduction in job nuslierrequired, it is invariably
voluntary rather than compulsory but where redundsnare unavoidable a number of
agreements address the problem of how to impravertiployment prospects of workers
who will lose their jobs. Work Foundations or emphent companies are one way to
assist and support workers made redundant withitigaiin job-search skills or to
undertake re-training and to provide a placementig® The German postal service
(Deutsche Pogset up such a work foundation, under a restrugjuagreement in 2002.
Unfortunately, there are not too many examplesadiing and development programmes
for employability but there are some. DLG-Alb@¢BRenmark), an agricultural products
company, has a detailed agreement on vocationairtgabut no explicit guarantees on
employment levels. _Howmedic@reland), a surgical equipment manufacturer, is
committed to investment in training and the develept of cross-skilling which would
provide a resource for continuity of manufacturibg,having a broad band of skills
available in the production process.

Work Organisation

Many of these collective agreements on employment @mpetitiveness contain
commitments to changes in the organisation of weotke introduction of new forms of
work organisation. These agreements are beeniatgbto re-align enterprises to the
new realities of global competition, changing mademands and re-structuring. While
it is recognised that, to survive, companies hal®tome more competitive, this cannot
be achieved without the involvement and commitnoéttie workforce. Attitudes have
to change and old, outdated, work practices havgetoeformed. Management and
employee representatives are working togethentbriiutually acceptable solutions to
these challenges, incorporating the concerns of lgeps to become more
competitiveness, defend and increase market saadethe concerns of workers and
trade unions to protect employment.

In Heinekern(the Netherlands), for example, where there isenisation density of over
80%, an agreement on the re-organisation of thepaagnincluded recognition of the
role of the trade unions, working together with @g@ment, in redefining work
organisation; a training plan designed to re-s&ild re-qualify up to 80% of the
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workforce; and redeployment within the same siteatdifferent job or to another
company site to a similar or different job. Anydvedancies resulting from the re-
organisation would be voluntary.

This agreement had three agreed objectives- ajpid aompulsory redundancies; b) to
cushion the financial consequences of redeploynagwtc) to create a positive attitude
to redeployment. The unions’ main target was e gabs or, at least, ensure the transfer
of affected workers to jobs in other locations.c@ndition of re-location was that it
should have regard to the family, social situatind medical condition of the individual
worker. Similarly, in the_Rover Car@JK) ‘New Deal’ agreement, 700 workers
transferred from the Longbridge site to the plar@awley and were re-trained for new
jobs in their new site.

The Howmedicaagreement resulted in a shift from ‘control-type nagement to
continuous improvement and team-working’. Supsams were re-trained for their new
role as team facilitators, instead of the traddiatirect line-management role. Arange
of flexible working arrangements was also introdui@nd the agreed aim of the
agreement was to develop a ‘Quality World’ cultum® the plant. In this context, the
agreement included commitments to a) job secu)tgpntracting out of non-core work;
c) the establishment of a partnership forum; angai)s for the workforce in terms of
additional payments. The introduction of team-vimgkin Fanco SA the Greek
sportswear manufacturers, assisted through an EBWPNDproject, also had a major
impact on the productivity and expansion of the pany.

A further example of an agreement which focusedem forms of work organisation is
in Bonfiglioli, a car components firm. Here the agreement, reggdtin the face of a
recession in the automobile industry and the intotidn of ‘just-in-time’ systems by
customers, provided for ‘a fundamental and unav@eleondition for the consolidation
and development of the company’. The agreementvalmanagement to increase the
utilisation of the plant, change work organisatéord introduce greater working time
flexibility. In return there was a reduction in ¥kong hours for shift workers and a
commitment to increase employment levels. Withecontext of this agreement, both
management and the metalworker unions agreed to wwgether to review a range of
issues, such as a) defining common objectivespp)avements in production processes;
c) the efficiency of plant and equipment; d) imprgwworking conditions and the skills
and competencies of the workforce; e) the desigragafing programmes.

Prerequisites for Success

PECs can be seen as a form of integrated bargaireqgiring higher levels of co-
operation and involvement by all the actors affécteworkers, management, trade
unions, works councils and, in some cases, locahoonities and administrations. The
European Foundation research identified three keyepuisites for the successful
negotiations and introduction of these agreements:

A consensus about the need for chatyjdess all actors agree on the need and direction
of change, there is very little hope of findingegment. However, pressure for change
are hard to ignore and can, very often, be themiffce between survival and closure.
Mutual recognition Management has to recognise the concerns andighe of
employee representatives to articulate these coscdiis means involvement, not only
in negotiations on pay and conditions, but alsesenes which, in the past, would have
been considered management prerogatives. Ontteeland, employee representatives
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have to recognise the pressures on managers toahakges and be willing to agree to
implement them.

Quid pro quo Both sides have to be willing to make concessidrigere is a temptation
on management negotiators to emphasis the nesdddfice by workers and to ignore
the need for the employee negotiators to have songeto show their members in
return. Unless managers are willing to meet enmg®doyorries and aspirations, there is
unlikely to be any agreement.

Participation and Involvement

Further to these three elements, a number of atigeedients need to be present to
ensure success:

A joint problem-solving approactBoth parties need to work together to identifyaivh
the problems are and joint committees to gatherimétion and propose a range of
possible solutions and trade-offs. There has @ Wwélingness to jointly evaluate data
and alternative solutions and, in the end, joinglgch mutually acceptable solutions — a
‘win-win’ result. The more input there is to thgsmt exercises the better the chance of
success. In Blue Circle CemdiutK) management and unions met outside the normal
negotiating machinery, in special working groupstle hope that the traditional
adversarial bargaining approach could be avoidédse meetings produced an agreed
agenda of issues to be addressed in the restmggorocess.

Communicationss of critical importance for the success of areagent and there are
many examples of both good and bad communicationgtares as part of the
negotiation process. In Lufthang¢&erman airline), for example, a very elaborate
communication and participation structure was pupliace by the unions to keep
employees informed of the restructuring measurekeudiscussion, which made the
ownership of the final agreement all the greaten the other hand, in Tel{®wedish
telecommunications company), there was a breakdowommunications between the
local union negotiators and the representativéisamwvorkplace, who were dealing with
the unease of the workforce, which eventually tedr initial rejection of the deal.
Need for realismNo collective agreement for employment and comipetiess can
work in the face of strong market forces, so negots have to be realistic about what
can be achieved. Management cannot promise wkabws it can’'t deliver, which
would result in a break in trust and disillusionmelm VVolkswagenPECs have made a
significant contribution to overcoming a crisis, ilehin contrast, the agreement in Rover
was too little too late: ‘If the product is noghit, high-standard employment practices
cannot redeem a situation. In the end the compatigpsed because the British
customers did not want to buy the cars Rover wasnga 5

‘Prevention is better than cure”ECs are not the only answer to the challengasda
business and workers but they can be part of thei@e. As one manager in Telia
observed, restructuring would have been easiemuaé ‘preventive’ work been carried
out at an earlier stage in the reform processantiqular in the area of training and
development of the workforce to prepare them fangje. With the rapid changes in
markets, technology and automation no organisanhope to keep their workforce
fully prepared without training. It has a fundar@nrole to play in improving
performance, making people move adaptable and bflexideveloping ‘learning
organisations’ and in providing greater levels mipéoyability, should jobs disappear.

5 Lessons from RovéPA Magazine, editorial, (Involvement and Partitipa Association), May 2000.
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Reinventing Collective Bargaining

PECs seem to indicate that there is a change tgkame in collective bargaining.
Management in many companies is working in closemeration with employee
representatives to move away from the traditiodaésesarial approach to finding greater
consensus, moving from the old ‘zero-sum’ to a fipes-sum’ game. Collective
bargaining, as an employment relations procedseén reinvented to cope with the
increased complexities of managing employmentiozlat as well as dealing with issues
of distribution.  Also, for the first time a rangdé workplace items, concepts and
practices are been introduced into the collecti@egining arena, which previously
would have been considered as management preregatesulting in comprehensive
and detailed agreements.

The European Foundation shows a trend towards tifweatinvolvement of management
and workers in meeting the challenges of globatisaand the common market, by
working together to modernise enterprises, recaggite need to adopt new forms of
work organisation, by minimising the impact of cgaron employment and in the need
to invest in greater level of training, developmemd life-long learning. All of these can
contribute to the realisation of the Lisbon targbtg business and unions need support
from the European Commission and policy-makerbénMember States, in terms of a
regulatory framework for standards of employee imement arrangements, providing a
stable macro-economic environment in which they wank together, which would
result in the implementation of complementary $gtadicies at European, national and
enterprise levels.

These are the key issues to be addressed duriagctiference, as it is of vital
importance that all enterprises, large and smalGreece and other Member States, to
take on the challenge of the Lisbon Council andsardoing, contribute, at the micro
level, to making the European Union, by 2010

The most competitive and dynamic knowledge-basstbety in the world

capable of sustainable economic growth with more lagtter jobs and
greater social cohesion.

I PLENARY SESSION

CHAIR:
Chris JECCHINIS , Professor Emeritus at Lakehead University of @ot@anada
Ceorgios KROUSTALAKIS, Professor at the University of Athens
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REVISITING QWL? THE PROBLEMS AND PROSPECTS OF
CONVERGENCE IN EUROPE

Friso den HERTOG, Professor at the University of Maastricht, Resed&ellow
MERIT, Maastricht Netherlands
(E-mail addredsertog@xs4all.nl
Tony HUZZARD , National Institute for Working Life, Stockholm
(E-mail addressiy.huzzard@niwl.9e
Jeremy HAGUE, The Work Institute, Nottingham Trent University
(E-mail addressemy.hague@ntu.ac.uk

Abstract

This paper argues that there is a stagnation ofvlaume in European efforts at
organisational change that calls for new discurseés for participative action research
interventions. Our prime interest, however, is aigational development that entails
development in the organisation of work in humaaiaghd/or sociotechnical directions
that not only takes heed of business dynamics Isattakes equal regard of interests
beyond those of owners and top management. Spabifiove contend that a
rehabilitation of QWL would be a fruitful move imsh a direction but that any such
move cannot be detached from convergence with @g@mnal competitiveness. Such a
view is embedded in ‘high road’ organisational medkat foreground innovation and
creativity over cost-cutting and rationalisation.

We argue that action research based OD is a leg#igoal of critical management
research — but the key issue is in whose inteagstshange and development processes
conceived and played out — and how. In an era akebtaderegulation and the
globalisation of capital, the apparent prioritjasgenerating organisational knowledge
on products and processes that enable competisene high-value markets.
Accordingly, a dynamic but loose conceptualisatbQWL is called for that emphasises
local knowledge, and local progress. The challetiggrefore, is to provide discursive
tools for dialogues on change among the socialnpestthat help develop new
perspectives on reality.

Despite all the rhetoric surrounding transformatamd major change programs, the
reality is that today’s managers have not yet entmyed change programs that
work...the change programs that could create higbl$eaf internal and empowerment
in corporations do not yet exist (Argyris, 1998410

Introduction

Within the last decade or so the discourse of lagrand knowledge appears to have
acquired a primary role in organisations (Prichetral, 2000). Arguably it has reached a
'normalising’ status in certain quarters (Gherarth99). On the other hand it is
something of a paradox that theoretical knowledgenarmative organisational
development and change appears to have stagnatgahi€ational quick-fixes, often
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packaged as off-the-shelf consultancy products epraduced through popular
management texts have offered a multitude of ‘smist, (Collins, 1998). Yet despite

the mountains of literature produced and commadiifigractitioners committed to

organisational development enter the new millenniome the wiser. What conceptual
approaches, then, should guide future of actioeares in this area?

One option, apparently advocated by some critlwabtists, is to reject what is termed
'performativity’ altogether (Fournier and Grey, 2Z)@&nd concentrate on deconstruction.
Whilst this has its place in organisational reskeane are unpersuaded on the case for
giving up on interventionist work or dumbing dowmetprospects of organisational
change that benefits wider constituencies than oswered top management. The central
guestions for critical research remain the samevhose interests is OD undertaken?
How is organisational change conceived and pufaraotice? What kinds of knowledge
do such endeavours presuppose? How generalisablsud knowledge be in a
European context (Gustavsen, 1992)?

The central argument of the paper is that we neselxalanguage for conceptualising
actionable knowledge that involves a discursivabditation of the quality of working
life (QWL). But we also argue that in contrast &leer work on QWL, such a discourse
cannot easily be detached from business dynamicdeXfand Docherty, 1998).
Accordingly, sustainable organisational change iregwa convergence between QWL,
however defined, and competitiveness. We presargiderable evidence to refute the
scepticism of certain critics who doubt that cogegrce is possible. We also contend,
however, that we are now facing a stagnation ohkedge in European change efforts —
a state of affairs that calls for new discursivaltdo guide change efforts (Gergen and
Thatchenkerry, 1996; Hague et al, 2002). Such stagmis evident both in the area of
top-down managerialist interventions and in intatians of a more participative nature
that are often promoted by governmental programames supported by the labour
market parties (Gustavsen, 1992). Although QWL beancritiqued as being an
organisational ideal (Alvesson, 1987; Pruijt, 20009 nevertheless argue for exploring
the extent that it can be reintroduced as a disedior informing change efforts through
action research.

Historically, QWL has been used in two ways. Idiyighe concept was developed by
researchers not unsympathetic to labour as a oleetsieal totally detached from any
notions of organisational performance. For examMalton’s conceptualisation from
1973 contained nine points of benefits and rightbe enjoyed by workers without
offering any reciprocal obligations in terms ofidgtto the employer (Walton, 1973). In
so much as there was any linkage to performaneariy versions of the idea, this was
through the confident belief that a higher quatifylife at work would lead to higher
quality products (see eg O’'Toole, 1974). Alternalyy QWL has been appropriated by
prescriptive managerialist writers as being a moreless certain outcome their
recommended (top-down) ideal solution that unprolalically falls into place so long as
the prescription is correctly managed and propertjerstood (eg Peters and Waterman,
1982; Womack et al, 1990; Hammer and Champy, 19Gi8¢n the political naivety of
the first of these approaches and the politicabgance of the second, it is hardly
surprising that QWL had fallen out of favour by thed-1990s.
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In this paper we aim to argue for the rehabilitatid QWL neither as an ideal in its own
right nor as a potential performance outcome of‘tloerect’ prescriptive blueprint.
Rather, we argue that QWL should be explored ascaicive tool for participative job
redesign that is sustainable when there is conmesgwith competitiveness. In our view,
it is more useful to conceptualise performance amms of competitiveness than
efficiency (cf Marcuse 1941; Pruijt, 2000) as a#itcy or cost leadership are rarely
bases for sustainable advantage in the longeMhenature of contemporary business
dynamics are such, however, that the focus of ctitygeadvantage should be on the
capacity of the organisation to innovate rathenthading cost leadership solutions
(Porter, 1980).

Specifically, we argue that there are two quitdii$ options for the pursuit of
competitiveness, the ‘low road’ and the ‘high rodddw road solutions focus on the
traditional options in work organisation of cosdership, flexibility, speed and quality.
In increasingly fierce global markets there is amnbus pressure to deliver faster and
better products and services at lower prices. Begd are no longer seen as sufficient
means for adding value; they are mere ‘entrandeifsido the competitive game and
offer no guarantee of winning it. Rather, sustai@eadyrganisational change needs to
embrace high road solutions whereby organisatispates are created that liberate
human creativity in ways that achieve a dynamiabed between product and process
innovation.

The paper proceeds by showing how knowledge infagrarganisational change efforts
has stagnated. We then present evidence from saliotopean countries to show that
scepticism towards the prospects of convergeneesiglaced. The picture is not one of
universal failure, but, rather, one of a limitednher of success stories and thereafter a
failure of diffusion. From this we then discussélfiy the contemporary context for
organisational change in Europe and conclude #twant changes underscore the need
for new discursive tools for informing interventsrin the subsequent section we then
proceed to develop an alternative agenda for iatdgfon based on seeking convergence
between QWL and competitiveness. The paper conslubdat although such an
alternative might open up possibilities for microancipation (Alvesson and Willmott,
1996), there is nevertheless a need for caveathasiging that QWL remains
problematic hence the need for critical reflexivityour action research endeavours
(Alvesson and Skdldberg, 2000).

Intervening in Work Organisation — The Stagnation d Knowledge

Managerialist efforts at change, typically emargfiom consulting quarters, have had a
patchy history often culminating in failure (Buclsmand Badham, 1999). Invariably,
such efforts are guided by top-down ideals thatedeced to three letter abbreviations
or acronyms — TLAs. ldeas such as BPR (businesepscengineering) (Hammer and
Champy, 1993) have been enthusiastically embraggdmfall far short of their various
claims in practice (Knights and Willmott, 2000).€érk are indications that BPR is a
passing fad (Jones and Thwaites, 2000). Not ldast;an be attributed to its high failure
rate. For example, Knights and Willmott (2000: 2&)er to a survey conducted by
consultants Arthur Little in which less than ongtisiof executives reported favourable
outcomes and 60% of respondents indicated encaogtenanticipated problems or
unintended side effects. If BPR has (had?) anyritiurtion to make to QWL it is through
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its claims to empowerment. However, as the criti@ge argued, any such claims are
profoundly fanciful. The BPR conception of empowennmust necessarily entail
workers making decisions and rules (within teanmspugh the internalisation of
dominant corporate ideological norms and this fadilt to reconcile with notions of
increased employee autonomy.

Other innovations such as TQM have only offeredesided view of development and
frequently the claims of TQM with regard to skildadening and empowerment are
bogus (Wilkinson and Willmott, 1995). In realithgtestablishment and formalisation of
procedures involved in quality programmes is essiynT ayloristic by involving a clear
separation of conception from execution. Indeed,QM is a hegemonic project for
control through consent, it is thereby a meansémtrol over employee subjectivity.
Clearly, therefore, TQM is by no means congruerdgw@n overlapping with QWL. In
any event, empirical studies of TQM have rarelyagated any bottom-line performance
improvements (see eg Schaffer and Thomson, 19B2)aBstories of failure are evident
in the case of CIM (computer-integrated manufaog)riand MRP (materials
requirements planning) (Majchrzak and Gasser, 1991)

A further fashion imported from Japanese manufatjuis lean production and its
closely related acronym JIT (just-in-time). Butdgaroduction has been critiqued on a
number of grounds. It necessarily segments the faark undermining solidarity; it
involves a broadening of skills but not a deepenirthem; the kaizen process implicitly
involves the establishment of a new division ofolabwith an elite performing the
kaizen tasks; growing wage differentials betweere @nd peripheral (largely female)
workers; unrestricted duration and flexibility obvking hours; and a lack of a role for
unions in work design (Sandberg, 1995: 21). If strditism is an accurate depiction of
organisational realities under lean productioseégms difficult to envisage how it might
be compatible with improvements in the quality afrking life.

Although there is evidence that changes in worlanigation are afoot, there is thus also
evidence that many innovations represent littleertban token change (EPOC, 1999;
Smith and Thompson, 1998). Some organisations ntkeed have embraced change, for
example, in the form of teamworking, but in mangtances such change actually
involves more subtle forms of control (Delbridgeagt1992) rather than a climate that
nurtures employee innovation and creativity. Thase low road workplaces, as
exemplified by many call centres, and they offeoatinuation of Taylorism rather than
its demise and, we argue, should not be the madgluide practitioners and policy
makers.

In other words, many managerialist ideals have éata flimsy basis for organisational
development. Not only are the linkages to perforteamprovements questionable, but
they also tend to serve the narrow interests oftapagement and shareholders without
concomitant advance in the micro emancipation gflegees. It would thus be easy to
adopt a sceptical view, adhered to by some critiicabry purists, and dismiss the
prospects for sustainable, balanced interventiom®bhand. But this ignores a major
research tradition in Europe that can point to lyghree decades of action research that
is participative and not driven by managerialis@lts (Gustavsen, 1992). Such work has
aimed at organisational change in humanistic andémiotechnical directions that
simultaneously facilitates employee interests witlbse of the organisation in a
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developmental context.

Yet how do we conceptualise and operationalise leyag interests’ without falling into
the trap of essentialism? For some decades noarmsas and some practitioners have
sought to do this by using the concept of the guafiworking life. Yet it is difficult to
pin a precise meaning on to QWL. Neverthelesspésdappear possible to categorise
QWL into three distinct groups (Abdeen, 2002): migational factors including fair
compensation, individual training and developmeppartunities, knowing and
defending rights at work, work-life balance, papation, trust and equal opportunities;
work environment factors including health and sagfetgonomics, parental leave and
day care facilities; and job-related factors sushwarking patterns and rhythms, task
design and control, job content and voice.

Our argument is that QWL, conceived in such a fashis consistent with and
supportive of developing the types of human ressatbat are increasingly central
determinants of competitiveness. But what evideiscéhere of such convergence
between QWL and performance? Although the chroncédgrigins of the QWL
movement and sociotechnical systems theory wetgetéound in the UK, the real
pioneers in terms of putting the ideas into pracivere in Norway, under the leadership
of Einar Thorsrud in the 1960s, and then elsewhleScandinavia. Thorsrud, drawing
directly on the influence of Fred Emery of the Twck Institute, believed that
democratisation of industrial relations had to be&bedded in the structure of work
organisation and job content. Accordingly, socibtecal systems design could be used
both for democratisation and for organisationaeifzeness (den Hertog and Schroder,
1989). Yet as we will show in the next section, évedence of successful change in
Europe is patchy (EPOC, 1997; Hague et al, 2008)enver, there is also evidence that
new contextual conditions are calling into questi@sustainability of previous ‘success
stories’.

QWL and Competitiveness in Europe — The Evidence

Are there really alternatives to traditional, lowad forms of organisation and do they
actually work? Clearly, ‘evidence’ in organisatiboaange has a different meaning than
in the physical sciences. Change initiatives amgduoisational experiments never take
place under uniform and controlled conditions. Evice here emerges from real life in
an enormous variety of social and economic contexts

Pioneering Cases

When the Dutch Philips engineer Frederiks moved986 to the Northern city of
Stadskanaal he knew that his new job as plant nesirgighe semi-conductor factory
would be a tough one (Haak 1994). During the mgh#és the economic tide was still
low and competition in the components market wagrse He knew that his last job
before his retirement could involve the closurtheffactory. At that stage Philips had no
intention of investing substantially in the pla@mployment creation had been one of the
original considerations for building the factorytiis location, and unemployment was
still a major problem in the region. Frederiks amd new team became strongly
committed to keeping the factory open. They wongany support to develop a strategy
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that could make the plant competitive again. THeial plan was not based on
technological measures, rigorous cost cutting aondizing but upon a form of
sociotechnical redesign which Frederiks had alraagyemented in another Philips
factory. Components of this approach were:

e The change from functional to flow- and produceated structures.

e The development of self-managing production teaitts@ach team responsible for
a rounded (‘complete’, or ‘whole’) task.

e A shift of part of the staff functions to the pradion teams.

e The formation of integrated staff teams workingsel@o the shop floor.

e Shortening of hierarchical lines.

e Opening and sustaining dialogue with the teams.

Implementing such basic changes in a large and lesropganisation did not prove to be
easy. Building trust between production workeraffstsenior management, middle
management and customers was crucial but paingtakiet eventually the project
became a success and for many years the companyamvasonic example of
organisational innovation in The Netherlands, pdong the focus for several
postgraduate theses and conferences on organaatiange. The approach appeared to
provide a real answer to severe problems in a hezghomic environment.

In 1993, just at the moment the Stadskanaal fas®eyned to be on track again another
factory was closed. It was a factory which enjofgdvider, even world-wide fame in
the field of organisational innovation: Volvo's @utionary car plant at Uddevalla. This
factory, opened four years earlier, was arguably mhost ambitious attempt at
introducing mass vehicle manufacture accordingo@iatechnical design principles
(Sandberg, 1995). Here self-managing teams didnedice a tiny electronic component
but a whole car. Volvo put all its technical andamisational know-how into developing
a real alternative to the assembly line delivetivegprospect of genuine improvements in
quality of working life. The plant had enormous $otic significance in the search for
new organisational forms, combining attractive wiork tight labour market with high
levels of productivity in a very competitive enviwoent (Sandberg 1995, Huzzard,
2000). But Volvo nonetheless hit hard times. Céssdeclined especially in the home
market and production capacity had to be downsiZéwd subsequent closure of
Uddevalla led to fierce debates about the fundaahgoestion of whether improvements
in the quality of working life are compatible witompetitiveness (see for example:
Adler and Cole, 1993, Berggren, 1994).

So when we compare both cases, whaidenceis there for the value of new
organisational forms based on innovation and fié®B Two possible answers are
certainly wrong. The first wrong answer is that IPki finally solved production
problems in the semiconductor industry. The sed®titat the closure of the Uddevalla
plant signified the demise of Volvo’'s QWL polici€3tganisational innovation remains a
continuous process in both firms, in good timeslzandl Both cases undoubtedly played
a highly important role in the diffusion of orgaai®nal innovation on a national or even
on a world-wide scale. There will always be a feethspirational stories from pioneers
showing that boundaries can be moved. However tiksdbese lose their impact when
they are used as ‘real and final proof’ of the etfgeeness of new organisational
practices. At best, these stories represent clygkeroffering propositions to be tested
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and adapted in new situations.

The two cases show how difficult it is to compaoenplex change processes and
evaluate their outcomes, especially when we laskirt into the context in which
change is happening. This clearly limits the valieomparative research of a
guantitative nature. A recent literature review@&se, 2001) shows that the volume
of hard data on the benefits of new forms of wadamisation is still very limited.
Savage offers a number of possible explanations:

e differences in the definition of new organisatiofains;

¢ limitations in the scope of the studies;

e differences in time perspectives (long term veshmt terms effects);
e the variety of performance indicators used.

In addition researchers often have to rely orvibedsof the actors involved — and of
course the words of individuals don’'t always gike full story.

However the number of comparative studies and avaganisational surveys appears to
be on the increase. Part of this growing body séaech is carried out in the context of
EU initiatives or (in the case of many Northern @&ean countries) of national policy

programmes - see for example the Employee Participand Organisational Change
study (EPOC, 1997) and the evaluation of the Swaadisrking Life Fund (Gustavsen et

al., 1996). We shall focus here on a few signifidardings from these studies.

Organisational Innovation: On the Management Agend&

The origin of ‘work reform’ or ‘organisational rafm’ can be found somewhere in
thelate sixties, typically in environments expeciey high growth and a tight labour
market (Hague, 2000; Huzzard, 2000). For many mensatis ‘human centred’
approach to organisational change seemed out o jpia the early 1980s when the
Western economy was hit by a serious recession ederymany realised in the
middle of recession that a new perspective on tharosation was a basic condition
both for recovery and for sustainable competitisreamtage. Flexibility and quality
suddenly became high priorities, challenging tleztina embedded in traditional
organisational cultures. More recently, manageezscaming to realise that innovation
is not an event but a continuous process. Thesdusions are amplified by a number
of findings from research as set out as table 1.
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Table 1: Innovation and human resources in Europe — a research summary

The EPOC study (1997) indicates that 4 out of 5 workplaces in ten European countries practice
some form of direct participation by employees.

A study of 10 leading European steel companies published by the European Federation of
Steelmakers (Eurofer) indicates that the management of organisational change and human
resources is a crucial factor in achieving competitive advantage in an increasingly knowledge-
intensive industry (den Hertog and Mari, 2000).

A Swedish survey by the National Institute for Working Life (Wikman et al., 1999) revealed that
three quarters of the respondent firms had implemented changes involving the delegation of
responsibility and job enlargement.

A local survey of 200 organisations in the United Kingdom (Hague and Aubrey, 1999)
demonstrated that between 1995 and 1998 some 30% of the sample implemented working
practices including multi-skilling, teamworking and problem-solving groups. The early 1990s
appears to represent a turning point in which the diffusion of these practices became significant,
at least amongst larger firms.

65% of British managers were reported in the 1998 UK Workplace Employee Relations Survey
(Cully, 1999) to use teams in their work places.

According to a case survey of 35 Dutch software firms (Huizenga, 2001) teamworking has become
the standard both for daily operational tasks and for product and service innovation.
Multifunctional groups proved to be critical for the latter task.

An American survey of Fortune 1000 companies (Lawler et al., 1995) showed that 68% make use

of self-managing teams.

A growing number of studies indicate that orgamiset! innovation and new forms of
work organisation have a positive impact on orgatrosal performance. This is different
from saying that new organisational forms are @nbelves more effective. Rather, itis
recognised that new approacloesate the condition®r wider and more fundamental
changes. lllustrative in this respect is the Eurefady (den Hertog and Mari, 2000) in
which ten leading European steel firms participaidte study shows that the radical
reconstruction of the steel industry would not hia@en possible without multi-skilling,
investment in competence building, flattening oé tbrganisational structures and
removing functional boundaries. The same appliesh® implementation of new
information and communication technology (ICT). &l studies, reported on in
literature surveys on convergence from DenmarkyéagaSweden and The Netherlands,
(Banke and Norskgv, 2000; Sacquepée and Dufau; B@¥ard, 2000; den Hertog and
Verbruggen, 2000) indicate that new forms of wariamisation enable firms to profit
from the implementation of new technolodyt.the same time it also appears to be true
that it also works the other way round: new infotimaand communication technologies
can strengthen the positive impact of new orgaitsat forms. This combination proved
to be key in the development of customer-focusaastén an insurance company and of
multi-disciplinary product development teams in atéh pharmaceutical firm (den
Hertog and Huizenga, 2000ew organisational forms are not ‘stand aloneteys but
only appear to work as part of a larger integratediguration. Some examples from the
growing stream of research findings are given lnet2.
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Table 2: New organisational forms in Europe - selected research findings

A survey of production supervisors in 104 Danish companies indicates that the most important
drivers for teamworking in production are increased productivity, efficiency, flexibility, employee
satisfaction and motivation (PLS Consult, 1999). The most significant results in practice appear to
be related to flexibility, productivity and employee satisfaction. Only 10% of respondents claim
that the aims were not fulfilled completely.

A recent study commissioned by the Swedish Ministry of Industry (NUTEK, 1999) examined the
ability of flexible work organisation to increase productivity. Flexibility was defined in terms of the
organisation of human capital, the distribution of responsibility and reduced bureaucracy. From the
study, flexible organisations emerged strongly as more productive with lower levels of labour
turnover and absenteeism. These organisations also tend to have greater capacity to realise basic
transformations such as the implementation of hew technologies and organisational innovation.

The evaluation of the Swedish Workplace Development Programme (Gustavsen et al., 1996; Brulin
and Nilsson, 1995) revealed important facts about the impacts of innovation in work organisation.
A random sample of 1500 projects indicated that workplace development and productivity
improvement go hand in hand. Projects resulted in increased job rotation, greater involvement of
shop-floor employees in planning, control and participation in change activities. Key figures on
lead times, throughput times, supply times and retooling times were discernible as being higher at
fund-supported workplaces than in a control group.

Researchers in The Netherlands (Dhondt, 1998) tried to explain organisational performance on the
basis of two sets of change: organisational and technological. The study was carried out by means
of a national survey involving 3,600 companies, set up to establish the state of workplace reform
in the country. Results indicate that high performance is strongly affected by a combination of
both forms of change. The report argues that the combination of advanced technology with
modern sociotechnical organisational forms is a precondition for high performance.

A study of 63 medium-sized Dutch firms (Cobbenhagen, 1999) demonstrates that well developed
horizontal (or lateral) organisational structures which cross functional boundaries and are based
on multifunctional teams and cross functional career paths can be crucial for product, service and
process innovation.

At the level of the workplace, convergence is Whiktrated by the experiences gained
from The Swedish Work Environment Fund. The Furgpsuted the establishment of a
new body, AMBIV, The Joint Committee for Action Aigat Repetitive Strain Injuriesin
Industry. This group set up nine sub-projects atkplaces between 1989 and 1995
where there was local agreement on the desirabdlilgtroduce innovative reforms to
the work organisation and review payment systendirgctions that were of mutual
benefit to both sides (Huzzard, 2000). Reportswendf the projects were published, and
an overall summary of these is set out in table 3.
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Workplace

ASSA AB,
Eskilstuna

Nokia AB,
Motala

Norwesco
AB,
Oregrund

TVAB,
Tocksfors

Volvo
Trucks,
Umeverken

Change motive

High turnover
rates; high levels
of repetitive strain
injuries; poor
supply precision.

High levels of
industrial injuries;
high costs; poor
quality; low
effectiveness.

Industrial injuries;
mutual
dissatisfaction over
payments system.

High turnover and
sickness absence;
high quality costs;
increased customer
demands on
quality and supply
precision; rapid
company
expansion.

Need for creation
of greater
effectiveness in
production; high
levels of strain
injuries.

New work

organisation

Flow production: teams
with full assembly
responsibility, customer
contact and work
planning.

Teams of ten assembling
diverse products. New
responsibilities included
supply quality, materials
handling, maintenance,
fault finding and
reporting and production
technology.

Some teamworking in
high-volume production.
General extension of job
content linked to product
development.

Stimulation of teamwork
via organising production
around products. Weekly
and daily planning in
teams; also responsibility
for results, quality,
supply times and working
hours.

Table 3: The Swedish AMBIV Project - summary of outcomes in cases published

Result

Reduced turnover from 50% per
year to 3%; improved supply
provision from 20% to 99%.

Number of strain injuries
reduced from 150 per year
(1980s) to zero at completion of
project. Savings of 15% in
indirect time. Increased
individual flexibility.

Steady increase in productivity
compared with constant level
pre-project. Job enlargement and
greater openness.

Reduction of 80% in sickness
absence and 75% in injuries.
Improved quality, supply
precision and productivity. 80%
reduction in throughput times.

Nine independent teams in the Improved psychosocial

press shop each having 10-12 environment through greater
members. Team duties includedskills development, job

all direct manual duties as well enlargement and delegation of

as some indirect duties. Pace
governed by human capacity
and time to learn.

responsibility. Inclusion of more
indirect duties in the teams.
Holistic view of operations and
learning.

Closing the Gap Between Leading Edge-Practice andConmon Practice

The extensive Employee Participation in OrganisatioChange (EPOC) survey

undertaken by the European Foundation clearly detratied that new working practices
were emerging across Europe. Other research aistspo a widespread reappraisal of
traditional working practices, (Cully, et al, 1999ague and Aubrey, 1999; NUTEK,

1996; Pettigrew and Fenton, 2000). However, thei@nsiderable variation between
emerging organisational practices. Some have sarghnisational renewal through a
radical reappraisal of job design, employee invlgat and process innovation and this
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has been described as the ‘high road’ to organisattichange. However, it appears that
many organisations have tended to follow a morééid or ‘low road’ adaptation of
existing organisational forms.

While this trend would appear to be of concernhpps it is more worrying that many
organisations have yet to implemani/strategies of organisational renewal. But why is
this the case? Whyave many organisations, and smaller enterprisgsaiticular,
seemed to have taken the ‘no road’ option whendtaar that working practices based
upon ‘divide and rule’ principles and the divisibetween ‘mental’ and ‘manual’ tasks
are no longer a sustainable option? This would gegeticularly surprising for a number
of reasons:

Firstly, it has been recognised for many years tietnology alone cannot provide a
competitive edge. Mistaken approaches to restrimgfuby Fiat in the 1980s (Sisson,
1996) plus the various studies of anthropocentnid uman-centred manufacturing
clearly illustrate how vital it is to develop thkilss and competencies of individuals
(Brodner, 1990; Corbett, 1990). At the same tinmeljvidual competencies do not
represent an effective asset unless they are degpioyan organisational environment
where they can be realised to the full. The impur¢éaof developing an organisation’s
collectivecompetence needs therefore to be recognised, \wlgl@nisational memory’
and workforce diversity can be a vital resource gavblem-solving, creativity and
innovation.

Secondly, it has become a cliché to hear managersopnce that ‘people are our
greatest asset’. However, an increasing amourgsafarch evidence demonstrates that
innovation in work organisation based on greatepleyee involvement can have a
significant influence on business performance.rmytear longitudinal study undertaken
by the Chartered Institute for Professional Devedept (CIPD) in the UK has identified
that the contribution of people management prastifee. a focus on employee
involvement, culture and work organisation) accdanas much as 17% variation in the
profitability of companies (West, 1998).

Thirdly, demographic change coupled with economaagh has resulted in a labour
market that has become increasingly tight in sooumtries and sectors of the European
Union. Companies are therefore seeking to provideking environments that both
attract and retain labour and meet the growingirement of many employees to have
more varied and meaningful work (Giddens, 1998addition, employees are seeking
greater opportunities to pursue leisure interests bnd a better balance between their
work and home livesn knowledge-intensive service sectors one can@vserve firms
trying to attract customers by displaying their omternal policies in this field. From a
promotional text of a Dutch software service firfivell-informed and motivated
personnel are benificial to the customer, it trask into low personnel turnover,
extremely low absenteeism and thus maximum emgioyadsoductivity and continuity,
based on extra attention and coachin@éen Hertog and Huizenga, 2000).

The evidence suggests, therefore, that scepticismonvergence could well be
misplaced. But at the beginning of the current dechowever, the pattern of change
programmes across Europe looks very patchy andhamstent. Many parts of southern
Europe remain untouched by such programmes whilesinorth there is little continuity
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in most countries. Even in Scandinavia the prospémt convergence appear to be
threatened by ongoing pressures for rationalisgtituzzard, 2000). Yet the evidence
here suggests that a blanket dismissal of conveegisrtoo pessimistic. But as we will
proceed to argue, the conditions mediating reseamterventions are changing — hence
the need for action research to be informed by disaursive formations.

New Pressures and Conditions in Europe

There can be little doubt that radical change a®&in Europe’s labour market. New
conditions are facing commercial firms and publécter organisations and these
conditions are having major implications on empleynprospects throughout the
continent. The high employment levels and stableupational patterns that
characterised the post-war era have now given wapinething more uncertain and
subject to change. For European employees, jolrigeau a relatively stable labour
market with few, if any, occupational changes dkerlife-cycle has been superseded by
a world of uncertainty, change and in many caseasg®of unemployment. We should
of course be careful not to simplify history by saythat change never happened in the
past; nevertheless there is evidence that the elsamg are now witnessing are
fundamental.

A number of drivers of change are having a profoumghct on employment in Europe
(see eg Snowder, 1998; also quoted in Mazzantil:2DD). Firstchanges in physical
capital. In the first part of the twentieth century theraduction of capital goods
prevailed. This gave rise to economies of scale amidanced the production of
standardised, undifferentiated consumption goodsaabled high increases in labour
productivity. More recently, capital equipment basome much more flexible and thus
given rise to economies of scope. The introduatibnewer capital equipment and the
development of information technologies have rdtjicdanged the nature of work. In
vehicle manufacturing, for example, long assemiolgd have been replaced by small
working groups, with a high degree of job rotataomd task variety (EPOC, 1999).

Secondly, we are witnessiegange in information technologiedew technology has
enabled firms to process information flows promghd make rapid adjustments in
behaviour in response. Moreover, it has had tleeedif lowering transactions costs thus
making outsourcing an increasingly attractive sggt The rapid development and
diffusion of information technology has also becamssociated with the rise of the so-
called ‘new economy’. Gordon (2000) sees the nemnemy as being linked to three
different trends: i) the development of the inteyrnig the increase in computational
capabilities of both computers and telecommunicatietworks; and iii) a decline in the
level of prices of both hardware and software. Abal, knowledge is increasingly seen
as the key source of added value.

Thirdly, changes in human capitate evident. The structural dynamics associatea wit
the two drivers outlined above will almost certgiténd to generate a shift in labour
demand. The demand for skilled workers has increaseeply with respect to the
demand for unskilled workers. Machin and Van Redi®88) show that in the last 25
years the percentage of employees with mediumgb-bducational backgrounds has
increased remarkably. A consequence of this shithe demand for labour is the
dramatic change in the structure of relative walgesveen skilled and unskilled
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employees. Moreover, the ratio of unemploymentsratetween unskilled and skilled
workers has increased sharply.

Fourthly, markets are being transformeddmanges in employment and consumption
preferencesThe increase in the average educational levahployees has transformed
employee preferences away from monotonous and &atgd jobs and in favour of more
varied, creative and challenging work. So far &démand for consumption goods is
concerned, consumer tastes increasingly favourjotodhriety and personalised goods
and services.

It can easily be concluded that the extent of ckam¢he European economy is profound
— but mapping out the final destination is lesyeBgeviously, policy makers sought to
maintain employment through the macroeconomic tigcies of demand management by
national governments and efficient and effectivenageement of firms and other
organisations through rational techniques suchiasmg. However, it is the central
argument of this paper that as we enter the eadysyof the new millennium these
approaches no longer seem appropriate.

Above all, the forces for change discussed abogechanging the terms on which

European firms are competing. There is evidenceiekier, that ‘low road’ concerns

currently dominate the thinking of many if not mostnagers and policy makers. Such
thinking is also evident in public sector organsas where cost-cutting has been
prioritised over the development of service delvdfrom a long-term perspective,

however, such an approach to strategy will notrimigh as a means for underpinning
economic growth and securing employment. At bdw, dpproach can be regarded
merely as a defensive reaction to competition froutside Europe. The key to

competitive success, rather, is innovative capaeitych relies on unlocking intellectual

capital and human creativity throughout the orgaties. This, in turn, switches the

focus onto innovations in work organisation as gesentral to Europe’s innovative

potential.

Towards a new agenda for critical intervention: risleabilitation of QWL

Competition and Innovation

An innovation-based model of competitiveness ingalee need for radical approaches to
workplace and job design. Research suggests tijatigational innovation depends on a
number of factors (Rogers, 1995: 379ff). Firstdma should be positively disposed to
change personally. Secondly, organisations shoaNe la number of internal design
features, ie they should have decentralised stegtbe composed of diverse individuals
with high levels of knowledge and expertise, shawtbe governed by over-reliance on
formal rules, should have effective interpersonatworks connecting the various
operational units, should have some degree of sldekt is, the availability of
uncommitted organisational resources, Thirdly, wrative organisations should exhibit
openness towards their external environments (iGidarly, therefore, choices on work
organisation have a major impact on competitiveaagshe generation of added value.

There is, however, a need to distinguish betweféerdnt types of innovation. Moreover,
as the research on organisational innovations stigigle two contrasting low road and
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high road options imply radically different apprbas to the organisation of work. Some
innovations can of course be motivated by low ropiibns such as rationalisation and
downsizing. Such innovations are likely to reduoe demand for labour as well as the
guality of working life. On the other hand, higlatbinnovation strategies geared towards
the development of new products, markets or presease more likely to have the
opposite effect. Such development in basic aspétte business, moreover, occurs in
parallel with individual development of employe@$e type of work organisation
associated with high road innovation, as opposéukttow road alternative, is therefore
likely to consist of more functional flexibility atuding job enlargement and job
enrichment as well as greater autonomy and empogrerrin other words, high road
options potentially entail the convergence betwerproved competitiveness and
improvements in the quality of working life.

Re-Thinking QWL for the 21 Century

In the 1970s and 1980s, issues relating to the iQuad Working Life received
considerable research attention. However a largeiatof the QWL debate focused on
job redesign within individual enterprises. Muchtuk research was targeted at large-
scale manufacturing, and in the area of teamworlaogomobile manufacturing has
enjoyed an almost obsessive level of academicasteHowever as manufacturing
throughout the EU restructures, there is a needeposition the QWL debate to
encompass the changing labour market and the enwmrgef the so-called ‘new
economy’.

Early discussions about QWL in the 1970s were lwatin the premise of humanising
working conditions in an era of mass markets. lditwh, labour markets were

particularly tight, resulting in attempts to diféatiate conditions of employment.
However, as competitive pressure grew in the 19@0adaptability, high quality and

responsiveness, the QWL debate was re-contextdarseind issues of ‘empowerment’
and the development of ‘high performance work systeand the term QWL somewhat
fell out of fashion.

Buchanan and Hucyznski (1997) have illustrated QWL issues had been redefined
during the 1990s, and a key objective of actioreaesh activities now is to ensure
further re-appraisal relevant to the new centurgditionally QWL has encompassed a
range of issues including workplace partnershiward and recognition, and employee
involvement. However the transformation of Taylocisvorking practices through job
redesign has been a core preoccupation. The ‘dipagkiof work through job
enlargement and enrichment processes, and theog@veht of self-managing (or semi-
autonomous) teamworking has provided benefits dtin kompanies and employees in
traditional organisational settings. But employmeatterns are changing and there is
evidence to suggest that traditional organisati@hcareer structures will be challenged
by more flexible modes of employment. So what tygfehange might emerge and how
can the concept of QWL develop to meet emergingleringes in the world of work?

The rapid change in demographics, technology aploldjimarkets will be a continuous

challenge to manufacturers and service providexse&ch evidence from the European
Commission (2001) suggests that :
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e Innovation and technological change are (and witiain) the principal driving
forces in job creation.

e 1in4 EU countries see labour shortages as aebaorexpansion.

e While 80% claim to be ‘satisfied’ in their work,édte is recognition that job
quality must be improved in a sustainable way toigpeople falling into
unemployment or leaving the labour market.

A contestable area in recent debates concernsdihenwhich employees themselves
will view work. Richard Scase (1999) argues tharkwyill become a ‘central life
interest’ with a proliferation of the ‘long-hourslture’. While some may indeed choose
or feel coerced into working long hours, we haveady noted that other commentators
such as Giddens (1998) foresee problems for emydoyleo cannot provide ‘meaningful
work’ in an age when opportunities for travel, lgespursuits and concerns for work/life
balance are increasingly significant in employnattons. For some, traditional forms
of employment are too restrictive and new pattefnsork are beginning to emerge,
notably in the ‘creative industries’. But what thewganisational forms will look like,
and the extent of their diffusion in coming yeasghe subject of much conjecture.

A recent study led by the Future Unit of Britaibgpartment for Trade and Industry
(DfTI) attempted to envisage the UK economy in 2@kl engaged a number of
academics and policy-makers in predicting posgibteerns of ‘work in the knowledge-
driven economy’. Two leading scenarios were devigguiovide a context within which
policy makers, social partners and others coul@lgfuture-orientated thinking about
their own spheres of competence; these are enBudtito LastandWired World In
2001 the DfTI launched itButureFocuscentre as a high-technology locus for such
dialogue.

Built to Lastis based on fairly traditional company structurasprioritises knowledge
as a principle source of competitive advantagehalenge foBuilt to Lastcompanies is
to find ways of capturing and internalising suchoktedge. New forms of work
organisation and employee retention are therefeyeknstituents of business strategy;
characteristics of thBuilt to Lastlandscape will include the use of incentive paelsag
(opportunities for education, share ownership, jperend healthcare), the importance of
branded products and the utilisation of networkexhnologies.

Wired Worldassumes the growth of coalitions of individuald amall firms able to form
and re-form on a project-by-project basis to mdet tequirements of particular
customers, contracts or projects. Organisatiora,arevirtual, are set up on an ad hoc
basis in response to contingent opportunities aadis. Individuals involved are often
self-employed portfolio workers linked by strongenrpersonal networks. High speed
Information and Communication Technologies (ICTiayg critical role in ensuring the
cohesion and responsiveness of these networks.

These scenarios are not seen as mutually exclusithesr a key task for future-focused
dialogue is to explore how elements from each so@maight combine to form a
‘matrix’, and to identify ways in which key actocan influence that process. For
example organisational structures at the centr&/iwéd Worldtend to fall outside
traditional debates on quality of working life asbj redesign; they provide able
knowledge-workers with exciting opportunities fariety, personal development and
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entrepreneurship, but at the expense of considerabécurity. As the emergence of
Wired Worldbegins to offer more attractive ways of working falented knowledge
workers (even if largely restricted to people ighhiechnology or design-based sectors)
conventional companies will need to transform managnt styles and cultures if they
are to recruit and retain able staff. Indeed tienmgcreasing recognition that employees
are seeking a better balance between work andrdéegisorcing many employers to
introduce benefits such as guaranteed TOIL (tinfienofieu), sabbaticals and career
breaks.

Towards a Pluralistic Discourse for Change

It has already been observed that the focus of @@Hlates has changed over the past
thirty years or so, and table 4 incorporates Buahamnd Huczynski’'s (1997) attempt to
illustrate this evolution. However the table hasfbamended to translate the principles
of historic QWL debates to match emerging challsrigehe ‘new economy’. As the
table shows, issues such as ‘flexibility’, ‘autongnand ‘training and development’ may
become even more of a concern as people opt tethep own careers and working
lives. As ICTs increase opportunities for intercectiedness between individuals and
organisations, so may opportunities grow for mote@omous working. This represents
a serious challenge for traditional models of orgational development and QWL.
Similarly, organisations that continue along theiltsto-last’ track may not only face
demands for participation and partnership from woslseeking greater opportunities for
self-fulfilment and gainsharing, but will also aresvto an increasing body of customers
and investors who recognise that employee involveme a key constituent of
organisational effectiveness.

Accordingly, our belief in the need to refocus tiebdate on competitiveness in Europe
includes the rehabilitation of QWL. In doing thig are advocating a balanced approach
to the employment relationship. This not only enpasses conditions at the workplace,
but also sees the relationship as being inextiydadaind up with external factors such as
the support frameworks of policy makers, the issueork-life balance and the linkage
between value creation at the workplace with tleater components of social capital
(Putnam, 1992).

Yet each country in Europe has different institaél cultural and employment traditions
and such differences are reflected in differencé®iv QWL is defined and how debates
on working life have evolved throughout the continén France, for example, QWL is
seen in terms of the relationship between remuioeraind working hours on the one
hand and learning and achievement in organisatiotige other (Sacquepée and Dufau,
2001). In Scandinavia, debates on ‘Good Work’ taneled to focus more on objective
parameters of work organisation (Banke and NorsR@®0; Huzzard, 2000). The debate
in Spain has focused more on occupational heatthparticipation (Oncins et al, 2002).
Other versions see QWL as being more of a subgectmcept rather closer to notions of
job satisfaction. Because of these differencesgaevaot think it productive to adopt a
tight definition of QWL in the point of departurerfour research.

We also argue that QWL and competitiveness shoellsklen dynamically — as central
concepts in processes of change management. Qyuewal reject the view that the
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management of change in organisations has to eeti@rconcentration of power within
top management. Indeed, the history of change gnagies across the continent provides
ample evidence that such approaches are often abionf@lure. We also wish to avoid
arriving at conclusions on change that comprisgraplistic checklists drafted around
supposedly tried and tested change parameterscidikenge, rather, is to provide
discursive tools for dialogues on change amongab&l partners that help develop new
perspectives on reality. For this reason, too, wa&at intend to proceed with a tight,
closed definition of QWL. Rather, it is more usefukee QWL and convergence as an
alternative discourse for critically inspired intentions (Gergen and Thatchenkerry,
1996).
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Table 4: Re-positioning QWL for the 2 Century

QWL in the 1970s | Empowered teams in the 1990s Aspirations for work and leisure in 2010
Aimed to reduce costs of absenteeism afdAims to improve organisational flexibility and Built-to-last Wired-world
labour turnover and increase productivity] product quality for competitive advantage

Recruitment and retention Individuals and organisations
strategies key issues in a tighteninglevelop ‘networking’ abilities.
labour market. Organisations seek Virtual organisations may form to
to differentiate their working provide custom services.
conditions and allow for greater
work life balance.

Based on argument that increased Based on argument that increased autonomy Team autonomy, the development Individuals have autonomy to

autonomy improves quality of work improves skill, decision making, adaptability ars#u| of organisational creativity and the design portfolio careers in

experience and job satisfaction of new technology use of collective memory central tplocations of their choice, and
product and process innovation. | which coincide with leisure

aspirations.
Had little impact on management functions  Involkedefinition of management function, A loosening of ‘command and Individuals become self-managin
particularly for supervision control’ management approaches| and are the architects of their own

Employees may be invited to networks, employment patterns
participate in decision-making, and career paths.

strategic thinking and financial
gain-sharing initiatives.
‘Quick fix’ applied to problematic groups Can tadignificant time to change organisational | Organisational culture aims for Network culture based upon

culture, attitudes and behaviour trust relationships built upon mutual trust. The Internet will link
dialogue and partnership. In individuals and small enterprises,
addition, the diversity of but social contact will remain
employees will be seen as a key | vitally important There may be a
organisational resource. The blurring between work and leisure
organisation may offer pursuits which will occur both
opportunities for social and through electronic and physical
community initiatives. contact. There may be a blurring
between work and leisure pursuits.
Personnel administration technique Human resouareagement strategy Holistic people management Career development may be self-
techniques, such as work directed but intermediaries such as
organisation, job enrichment, government, business support
family friendly policies will agencies and universities, may
provide measurable ‘bottom-line | broker contacts, knowledge and
benefits. facilitate both technological and

geographical networking.

Adapted from Buchanan, D., and Huczynski, A. (199@janizational Behaviour.ondon: Prentice Hall.
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Discussion: Some Critical Caveats

Researchers arguing from what could be described@gist critical theory’ standpoint
are sceptical about the prospects for intervenmghange at all in ways that serve any
interests other than those of capital or manageegyants of capital (Pruijt, 2000). The
view is that short of some sort of systemic shdffficiency and emancipation are
fundamentally in conflict and that interventioneatipts that aim to promote the latter are
ultimately doomed to fail. So job redesign is disseid as mere adaptation to turbulent
product markets that in reality involves work irgéication (Kelly, 1982) or is just another
‘control strategy’ (Doorewaard, 1989). Work reforrae little more than ephemeral
tactical concessions by managers (Ramsay, 1988)labiscepticism is evident in union
guarters — for example, Parker (1985), writing frima experience of the early QWL
programmes in the US, saw QWL-based change iméatias company driven and
amounting to ‘shotgun weddings’ that taught empésyleow to ‘Think the Company Way’
and undermine pluralism at the workplace.

In this paper we have shown that such views areligmissive not least because they do
not stand up to empirical scrutiny. Having said tluur advocacy of a rehabilitation of
QWL as a discursive tool for intervention is nofptwblematic and as we proceed we
should be mindful of a number of caveats:

e The spaces for innovation that are opened up ih fogd firms may simply involve
temporary organisations or projects that becomeuwpied from the main organisation
wherein routine Tayloristic labour processes renuaitouched.

e The greater empowerment associated with high rolatiens may not reduce control,
but simply involve the replacement of traditionahtrol with new forms of control
based on culture and cognition. These can havaftbet of closing down alternative
voices and calling into question the true natur@aofonomy’.

e Greater empowerment in certain occupations withpjgoentred services such as
health care mayncreasestress through greater emotional intensity as evaped
workers find it harder to detach themselves froenabjects of their labour during non-
work periods.

e In many organisations low road solutions will stilake good business sense,
particularly where entry barriers are robust.

e The ‘new economy’ may in fact be more accuratelpicted as a switch from
manufacturing to low skill service work rather trenniversal spread of ‘knowledge
work’. Hence scepticism of knowledge discourseddaell be warranted.

e As with all action research, we should be mindfubar own roles as interventionist
researchers in constructing organisational realitie

Accordingly, what we are advocating here shouldd&en as a tentative move, but one

worthy of exploration. At the end of the day, th@snappropriate response to the

convergence debate is to get out into the fielddmthe research. Surely, however, the
advice of Alvesson and Skéldberg (2000) for critreflexivity in such endeavours would
be well taken.
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Conclusion

Many researchers argue that action research imtons aimed at workplace development
in Europe have been most successful where theyaosieept-driven and, above all, that
the ‘how’ (process) of change has been of morefsignce than the ‘what’ (content) of
change (den Hertog and Schroder, 1989; Gustavsalin 2296). Research in the 1990s
emphasised network building rather than field expents (Gustavsen, 1998). But the
challenge now is to enter a new phase where nesnemil other tools are created that
enable workplace development in the new contett@knowledge-based economy and
the business focus on high value markets. AboyaetWork building should be a means
for facilitating inter-organisational learning npist on the content of new workplace
innovations, but also, and probably more importamgarning on the processes of how to
learn from others.

The quality of working life concept disappearednirorganisational discourses in the
middle of the 1980s as a neo-liberal ascendancghdéda usher in a period of employer
prerogative. Yet ‘hard’ options, based on unitarisssorted TLAs and a relegation of
union influence failed to boost Europe’s compegitigtanding. Given that the
competitiveness of European organisations now regtsn harnessing people’s
competencies as the driver of innovation, it isetito develop new methodologies for
workplace intervention by rehabilitating and reintreg QWL as a central plank in the
high road strategy.

We remain of the view that action research basedi©® legitimate goal of critical
management studies — but the key issue is in wihts®sts are change and development
processes conceived and played out — and how (@e@$ta1992). In an era of market
deregulation and the globalisation of labour, tippaaent priority is for generating
organisational knowledge on products and procelaésnables competitiveness in high-
value markets. This requires a dynamic but looseceptualisation of QWL and an
emphasis on local knowledge (Engestrom, 1992) acal progress (cf Lyotard, 1984).
Accordingly, a key role of action research is ttabBsh arenas and discursive tools for
local actors to define local progress themselvegadsas buildi ng networks for learning
from each other (Gergen and Thatchenkerry, 1996favgen, 1998).
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Abstract

The relationship between industrialization andeiiects on the environment has captured the
serious attention of national governments and niatiional organizations, especially in light of
increasing globalization. Sustainability in prothyprocesses, and services has been increasingly
emphasized by placing environment at the centsommie industrial transformations -- or at least on
a par with competitiveness. The keyedovironmentalsustainability was recognized early as
involving the design and implementation of envir@mtally sound products, processes and
services, rather than addressing environmentaletoa@s an afterthought in industrial systems. At
the same time as the environment has become m@tamt in economic policy, European, as
well as American, industrial economies have alsgubeto pay attention to the restructuring of
labour markets reflecting changes brought aboutrgimg technologies, new environmental
priorities, and globalization. However, policiesshbeen largely reactive, rather than proactive
towards new job creation and better organizatiowark.

Just as thinking about environmaefiter industrial development is planned and implemedtszs

not optimize environmental quality, consideratidtedoour concerns also requires deliberate and
intelligent actions before embarking on industrialization efforts in guidingpdustrial
transformations. The recent downturn of the extfimary long economic boom might be expected
to reveal fundamental structural employment prolslenthe industrialized world. It is likely that
employment considerations will be the central issuthe coming decade for countries in the
expanding European Union, and will influence thiesreand direction of (re)industrialization and
the growth of the service economy. It is theretorely to explore options and opportunities for
co-optimizing economic development (competitiveness), envirortatienquality, and
labour/employment concerns, all of which have iggions for the organization of work.

Introduction

Work and the workplace are essential elementgiofstial and industrializing economies.
Work is combined with physical and natural capiteproduce goods and services. The
workplace is the place where the comparative adgastof workers and owners/managers
create a market for exchange of talents and ageyend markets, work provides both a
means of engagement of people in the society, anghportant social environment and
mechanism for enhancing self-esteem. Finally, wsrthe main means of distributing
wealth and generating purchasing power in dynaational economic systems. This essay
explores the complex relationship between employaeil the increasingly unsustainable
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and globalizing economy; the changing nature otigtidal economies presents new
challenges and opportunities for the organizatibrwork in both industrialized and
industrializing countries.

The Unsustainable Industrial State

Those that argue that the industrialized state ethr developed or developing — is
currently unsustainable emphasize a number of enobl These are depicted
schematically in Figure 1. The ‘environmental geohs’ include toxic pollution, climate
change, resource depletion, and problems relatid toss of biodiversity and ecosystem
integrity. The environmental burdens are felt wadly within nations, between nations,
and between generations, giving rise to inter-matiantra-national, and intergenerational
equity concerns that are often expressed as ‘emwiental injustice’. The Brundtland
formulation of sustainability seems to focus concen intergenerational equity, but all
three kinds of mal-distributions are important.

The environmental problems stem from the activitscerned with agriculture,
manufacturing, extraction, transportation, housamgergy, and services -- all driven by the
demand of consumers, commercial entities, and govent. But in addition, there are
effects of these activities on the amount, secuaityl skill of employment, the nature and
conditions of work, and purchasing power assocaitiwages. An increasing concern is
economic inequity stemming from inadequate and ualegurchasing power within and
between nations — and for the workers and citizérnise future.

Whether solutions involving industry initiativesp\@rnment intervention, stakeholder
involvement, and financing can resolve these uasability problems depends on
correcting a number of fundamental flaws in therabgeristics of the industrial state: (1)
fragmentation of the knowledge base leading to ntyapderstanding of fundamental
problems and the resulting fashioning of singleppse or narrowly-fashioned solutions by
technical and political decision-makers, (2) theguality of access to economic and
political power, (3) the tendency towards ‘geronémy’ — governance of industrial systems
by old ideas, (4) the failure of markets both tarectly price the adverse consequences of
industrial activity and (5) to deal sensibly witlfieets which span long time horizons for
which pricing and markets are inherently incapaiflsolving. The solutions to these
system problems will be explored in the contexhefr implications for the organization of
work.

Globalization

‘Globalization’ has at least three distinct measifi@gordon, 1995], with different
implications for workers and working life. ‘Interti@nalization’ is the expansion of
product/service markets abroad, facilitated byrmiation and communication technology
(ICT) and e-commerce, with the locus of productiemaining within the parent country.
‘Multi-nationalization’ is where a (multi-nationatpmpany establishes production/service
facilities abroad, to be nearer to foreign markets/or to take advantage of more industry-
friendly labour, environmental, and tax policieshil maintaining research-and-
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development (R&D) and innovation-centered actigitiethe parent country. The third
meaning is the creation of strategic alliances,tvgoane call ‘transnationalization,’ in
which two different foreign enterprises merge/sttamr R&D and other capabilities to
create a new entity or product line. Those conaemiéh enhancing trade are especially
worried about barriers to internationalization, l@lthose concerned with possible erosion
of labour/environmental standards bemoan the coamse®s of multinationalization.
Transnationalization may lead to industrial redtrtiog with unpredictable consequences
for national economies. All three kinds of globatinn raise questions of excessive market,
and hence political power where concerns for pgafiterwhelm democratic and ethical
values.

Globalization raises new challenges for governaespecially vis-a-vis the roles of
government, workers, and citizens in the new econamder. Within nation-states, the
extent to which the ‘externalities’ of productioaeverse health, safety, and environmental
effects — are internalized differ according to tldifferential success of
regulation/compensation regimes and the extenhtohweconomies incorporate the ethics
of fair play in their practices. There has beew@stant struggle to establish good labour
and environmental standards/practices within natidith the advent of globalized,
competition-driven markets, attention has now sHifio the harmonization of standards
through ILO conventions and multi-lateral enviroma agreements, with only a
modicum of success. Countries are slow to giveatpnal autonomy, and only where
there is a trend toward significant economic inééign (as in the EU) are there successes at
harmonization. But globalization has brought annerrere complex set of challenges
through the creation of trade regimes — such a¥h®, ASEAN, and NAFTA — where
the term ‘fair trade’ means the elimination (or akigation) of tariffs and so-called non-
tariff trade barriers, which place labour and emwmental standards at odds with trade
objectives.

The trade regimes promote international laisseefa@iommerce; and rights-based
law/protections and market economics have becomgeting paradigms for public policy
and governance. Government plays very differerdsraVhen is acts as a facilitator or
arbitrator to resolve competing interests, thanmihacts as a trustee of worker and citizen
interests to ensure a fair outcome of industriahgformations [Ashford, 2002]. The
differences are pronounced when stakeholders laagely disparate power — or when
some are not represented in the political procasdn the case of emerging or new
technology-based firms.

John Rawls argues that no transformation in a gsosteould occur unless those that are
worse off are made relatively better off [Rawls71P Operationalizing a Rawlsian world
has its difficulties, but law operates to creatdair essential rights that enable just and
sustainable transformations. These include the-tmknow, the right to participate in
decisions affecting one’s working/non-working lifand the right to benefit from
transformation of the state or global economy.@&jles won at the national level are now
being eroded by a shift in the locus of commerceh®t consensus about fair play and
the trustee institutions to ensure fair distribngdrom, and practices in, the new global
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economy, equity and justice cannot be achieveds Ihow agreed that future
development must be ‘sustainable,” but that meaiffereint things to different
commentators.

Sustainable development must be seen as a broadptpmcorporating concerns for the
economy, the environment, and employment. All ¢hege driven/affected by both
technological innovation [Schumpeter, 1939] andjlmpalized trade [Ekins et al., 1994;
Divan and Walton, 1997]. They are also in a fgihlance, are inter-related, and need to
be addressed together in a coherent and mutuahyoreing way [Ashford 2001].
Technological innovation and trade drive natior@remies in different ways [Charles
and Lehner, 1998]. The former exploits a nationigivative potential, the latter its excess
production capacity. Innovation-based performanseenhanced by technological
innovation and changing product markets, charasdiby fluid, competitive production.
Cost-reduction strategies are enhanced by increasates of production and/or
automation, usually characterized by rigid, matamopolistic production. Economies
seeking to exploit new international markets mggeshort-term benefits from revenues
gained as a result of production using existinggegcapacity, but they may ultimately find
themselves behind the technological curve. Pedage-driven markets may be slower to
gain profits, but may outlast markets driven byteesluction strategies. The consequences
for workers may differ as well.

Increasing labour productivity, defined as outpert pnit of labour input, is a concern in
nations pursuing either strategy. But labour pragitg can be improved in different ways:
(1) by utilizing better tools, hardware, softwaesnd manufacturing systems, (2) by
increasing workers’ skills, and (3) by a betterchatg of labour with physical and natural
capital and with information and communication tealogies (ICT). Theoretically,
increasing worker productivity lowers the costgobds and services, thereby lowering
prices -- and ultimately increasing the demandsate of goods and services. Depending
on the markets, it can be argued that more workexg be subsequently hired, than
displaced as a consequence of needing fewer wirkgoduce a given quantity of goods
and services. This optimistic scenario assumesrdgine@l throughput society with
increasing consumption. However, the drive towaodeased consumption may have dire
consequences for the environment [Daly, 1991addlition, questions arise as to whether,
in practice, (1) labour is valued, and paid, maress after productivity improvements, (2)
there are positive or negative effects on job teraund security, and (3) more workers are
hired than displaced. The answers depend on theee® of the increases in worker
productivity and the basis of a nation’s compegitigss.

Innovation-based performance competitiveness ptesaypportunities for skill
enhancement and building optimal human-technologgriaces, while cost-reduction
strategies focus on lean production (with workeptiicement), flexible labour markets,
and knowledge increasingly embodied in hardware softivare rather than in human
capital. The consequences for workers are diffdianthese two strategies. The former
strategy rewards and encourages skill acquisittwmfany, with appropriate financial
benefits for those workers. The latter createvesidn between workers, some of whom
are necessarily upskilled and many whose job corigeneduced. Different national
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strategies might be pursued, reflecting differasmhdstic preferences and culture, but
there are further implications, depending on thterxo which trade drives the economy.
Interestingly, the US is globalizing and focusingexpanding markets abroad, while the
EU is selling a smaller amount and percentage oflg@nd services outside its borders,
focusing instead on integrating its internal magketwhich its various members compete
on performance [Kleinknecht and ter Wengel, 1998}he US, wage disparities are large
and increasing, while in some parts of the EU -ablgtthe Netherlands — wage disparities
are much smaller and decreasing.

The changing global economy, however, presents$ectygs for all nations as concerns for
the number of jobs, job security, wages, and odimipal health and safety increase. In the
private sector, labour needs a role in choosing iammlementing information-based
technologies; in the public sector there is a rfeedntegrating industrial development
policies with those of employment, occupationaltieand safety, and environment. From
the perspective of labour, these require implentiemtaf the right to know, the right to
participate, and the right to benefit from indusdttransformations.

The right to know has been described elsewherefpddland Caldart, 1996: Chapter 7]
and includes the workers’ right to know/have actesand the employer’'s/manufacturer’s
corresponding duty to inform/warn workers abouestfic, technological, and legal
information. Scientific information includes chemior physical hazard/risk information
related to product or material ingredients, expeshealth effects, and individual or group
susceptibility [Ashford et al., 1990]. As importaas information about hazards is,
information about technology is the key to workegsg able play a role in reducing risks.
This kind of information includes not only knowgglabout pollution/accident control and
prevention technology, but also technology optifamrandustrial production. Knowing
how production might be changed to make it inhdye¢aner and safer, and the source of
more rewarding, meaningful work, is ssne qua nonof being able to participate
meaningfully in firm-based decisions (see belofipally, information about legal rights
and obligations is crucial for using legal and fcédil avenues for workplace improvement
and redress from harm.

The right to know is made operational through tgbtrof workers to participate in (1) the
technology choices of the firm (through technoldggrgaining and system design)
[Ashford and Ayers, 1987], (2) firm-based trainieducation, and skill enhancement, (3)
national and international labour market policigsd (4) in the setting of national and
international labour standards. While nationalousi enable workers to work with
employers through industrial relations systems, [&x utilizes a tripartite system that
includes labour, management and government, the tegimes mentioned earlier give
little or no participatory rights to labour (or eronmentalists) in global economic
activities which have potentially significant effeon wages and working conditions. As
trade becomes an important part of national ecoesythis omission needs to be corrected
[European Commission, 2001]. Ironically, under\i€O trade rules, importing countries
can restrict imports or place countervailing dutiestems that harm their environment, but
there is no ‘equalizing action’ that can be takeihé exporting countries produce those
goods unsafely or with adverse environmental effedthin their own borders. This
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reinforces non-enactment or non-enforcement of onati health, safety, or
environmental laws in the exporting countries ht® detriment of their own workers and
citizens. Further, countries may be reluctant tdyrar adopt international accords —
including ILO or multi-lateral environmental agreents — in hopes of maintaining or
gaining short-term competitive advantage.

Finally, and at the core of justice in the globalrklife, is the right of working people to
benefit from industrial transformations. The rigbtknow and right to participate are
essential, but the ultimate rights are those afradivision of the fruits of the industrial or
industrializing state -- and a safe and healthfullkplace. This translates into sufficient job
opportunities, job security, and purchasing powsnyvell as rewarding, meaningful, and
safe employment. This can not be left to chanceseyendipitous job creation. In
formulating policies for environmental sustainaijleconomic growth and environmental
guality are simultaneously optimized, rather thawihg environmental interventions occur
after harmful technologies are in place. Insteagseek to design and implement cleaner
and inherently safer production. Employment consel@serves no less a place in center
stage; growth, environmeahdemployment must beo-optimizedSystemic changes must
be pursued and selected that intentionally beasffiloyment. Even with better prospects
for employment, in an industrial system that camis to replace labour with physical
capital, increasing worker capital ownership anzkas to credit [Ashford, 1998] that turns
workers into owners may be an additional neceskamy-term option if disparities of
wealth and income prevail.

Conceptualisations of Sustainable Development

It makes quite a difference whether you look attanable development as just an
environmental issue, or alternatively as a multehsional challenge in the three
dimensions: economic, environmental, and social.e &vgue that competitiveness,
environment, and employment are the operationatlyertant dimensions of sustainability
— and these three dimensions together drive sadti@irdevelopment along different
pathways and go to different places than environatkyrdriven concerns alone, which
may otherwise require tradeoffs, for example, betwenvironmental improvements and
jobs. The inter-relatedness of competitivenesaremment, and employment is depicted
in Figure 2.

A sustainable developmeagienda is, almost by definition, one of systenasge. This is
not to be confused with amnvironmental policyagenda, which is — or should be —
explicitly effect-based, and derived from thatragsam of policies and legislation directed
towards environmental improvements, relying on gmegoals and conditions. The
sustainable development policy agenda focusesaat len processes (e.g., related to
extraction, manufacturing, transport, agricultueaergy, construction, etc.), and may
extend to more cross cutting technological andad@gistems changes.
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TABLE 1: Comparison of Current and Sustainable Polcy Agendas

AGENDA Competitiveness Environment Employment
Current Improve Performance/Cut Control pollution/make  Ensure supply of
Costs simple substitutions or  adequately trained
changes people; dialogue
with workers
Conserve
energy and resources  Provide safe
workplaces
Sustainable Change nature of meeting Prevent pollution Radical improvement
market needs through through system changes in human-technology
radical or disrupting interfaces (a systems
innovation (a systems Change resource and  change)
change) energy dependence

Referring to Table 1, note thatrrent strategy agendagven those that go beyond
environmental goals, are defined as those thatemesed on those policies that (1)
improve profit and market share by improving perfance in current technologies or
cutting costs, (2) controlling pollution/making $fa substitutions and changes, and
conserving energy and resources, and (3) ensunraglaquate supply of appropriately
skilled labour, dialogue with workers, and proviglisafe and healthy workplaces. We
would describe these strategies as ‘reactive’ wgsdechnological change, rather than
proactive. They are usually pursued separately lgndifferent sets of government

ministries and private-sector stakeholders. At,beaslicies affecting competitiveness,

environment, and employment ar@ordinated but not integrated.

In contrast,sustainable agendaare those policies that are focused on technabgic
changes that alter the ways goods and servicgsa@rieled, the prevention of pollution and
the decreased use of energy and resources throughfan-reaching system changes, and
the development of novel socio-technical system#volving both technological and
organizational elements -- that enhance the mangmkions of ‘meaningful employment’
through thantegration rather than coordination, of policy design anglementation.

The kind of innovation likely to be managed suctidssby industrial corporations is
relevant to the differences between current anhsable technology agendas. We argue
that the needed major product, process, and sysaasformations may be beyond those
that the dominant industries and firms are capalbleleveloping easily, at least by
themselves. Further, industry and other sectogsmoghave the intellectual capacity and
trained human resources to do what is necessary.

This argument is centered on the idea of ‘the wofdgeative destruction’ developed by
Joseph Schumpeter [Schumpeter, 1939] in explait@upnological advance. The
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distinction between incremental and radical innmret — be they technological,
organizational, institutional, or social — is namply line drawing along points on a
continuum. Incremental innovation generally imaswcontinuous improvements, while
radical innovations are discontinuous [Freeman2]p8ssibly involvingdisplacemenof
dominant firms, institutionsand ideas rather than evolutionary transformations. In
semantic contrast, Christensen [Christensen, 2080fguishes continuous improvements
as ‘sustaining innovation’ and uses the term ‘giing innovation’ rather than radical
innovation, arguing that both sustaining and disngp innovations can be either
incremental or radical, where the term ‘radicalréserved for the rapid or significant
performance changegthin a particular technological trajectory.

Thus, in Christensen’s terminology, radical sustgrinnovation is a major change in
technologyalong the lines that technology has been changisiptically, for example a
much more efficient air pollution scrubber -- asften pioneered by incumbent firms.
Major innovation that represents an entirely nepragch, even if it synthesizes previously
invented artifacts, is termed ‘disrupting;’ andproduct markets, it almost always is
developed by firms not in the prior markets or hass. This is consistent with the
important role of ‘outsiders’ — both to existingnfis and as new competitors -- in bringing
forth new concepts and ideas [van de Poel, 2000].

Counting only or mainly on existing industries, @n traditionally-trained technical
expertise, for a sustainable transformation ignareseasing evidence that it is not just
willingness and opportunity/motivation that is reed for needed change, but that a third
crucial condition -- the ability or capacity ofrfiis and people to change -- is essential
[Ashford, 2000]. In some situations they may ddoscause society or market demand
sends a strong signal, but not in all or even istnobthe cases.

We argue here that the same holds true for govarhamel societal institutions faced by
the triple challenge emanating from new demandshé areas of competitiveness,
environment and employment. Intelligent governmpolicy is an essential part of
encouraging appropriate responses of the systerarwidllenge, and of assisting in
educational transformations as well.

An essential concept in fostering innovative techhiesponses is that of ‘design space.’
As originally introduced by Tom Allen et al. of MJ@esign space is a cognitive concept
that refers to the dimensions along which the desig of technical systems concern
themselves [Allen et al., 1978]. Especially inusttial organizations that limit themselves
to current or traditional strategies or agendasrethis a one-sided utilization of the
available design space. Solutions to design prablara only sought along traditional
engineering lines. In many cases unconventionatisols — which may or may not be hi-
tech -- are ignored. For that reason radicalu@isng innovations are often produced by
industry mavericks, or as a result of some disveputside influence (such as significantly
new or more stringent environmental regulationfanegign competition, or influence of an
outsider to the organization).
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The Role of Government

Government is essential for achieving the kindsndistrial transformations that are
desirable from an economic perspective, but thatso fair and just in their production
and deliverance of goods and services. Among tiyggested general functions of
government are:

e to provide the necessary physical/legal infrastmec
e to support basic education and skills acquisition

e to invest in path-breaking science and technolayetbpment — for enhancing
competitiveness, environmental improvement, anddgdign

e to act as a facilitator or arbitrator of competstgkeholder interests to ensure a
fair process

e to act as a trustee of (under-represented) worlkeciizen interests to ensure a
fair outcome

e to act as a trustee of new technologies

e to act as a force to integrate, not just coor@imaticies

More specifically, depending on the specific transfation desired, there is a role for
government from the direct support of R&D and irtoers for innovation through
appropriate tax treatment of investment; to thatoa and dissemination of knowledge
through experimentation and demonstration projeotthe creation of markets through
government purchasing; to the removal of pervenseritives of regulations in some
instances and the deliberate design and use dfteguto stimulate change in others; to
the training of owners, workers, and entrepreneurd educating consumers. The role of
government should be considered beyond simply iogeat favourable climate for
investment. While it is true that ‘the governmenay not be competent to choose
winners,’ it can create winning forces, and provisteenabling and facilitating role by
creating visions for sustainable transformations.

There is continuing debate about the appropriale @6 government in encouraging
industrial transformations [Ashford, 2000]. Majdifferences revolve about two
competing philosophical traditions: the dominanterdettered market approaches and a
more interventionist, directive role for governmémbugh laws and regulation. Market
approaches concentrate on ‘getting the prices,tighsuring competition in capital and
labour markets, and increasing demand for a cleain@ment, product safety, and good
working conditions through the providing of infortima and education. In contrast,
government intervention approaches focus on estabfi minimum environmental,
product safety, and labour standards and practiegaijring full disclosure by employers
and producers of information needed by consumetizes, and workers to make
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informed choices and demands; encouraging techpalegelopment, transfer, and
infrastructure through a deliberate ‘industrialipgl and requiring decision-bargaining in
industrial relations.

Alternative roles for government in promoting susahle development accomplish
different things:

e correcting market failureby regulating pollution, and by addressing inadaeu
prices, monopoly power, uncompetitive labour magkand lack of information

achieves static efficiendgiairough better working markets,

e acting as anediator or facilitator of environmental and labalisputes/conflicts

among the stakeholdeexhieves static efficienajrough reducing transaction
costs,

e facilitating an industrial transformation leyncouraging organizational
learning and pollution preventioleading to win-win outcomes (based on the
concepts of ‘ecological modernization’ [Janicke dadobs, 2002; Mol, 2001]
or ‘reflexive law’ [Teubner, 1983}elies on rational choice and evolutionary
change that moves towards a more dynamic efficiamyally over many
decades

e moving beyond markets adting as a trustee for minority interests,
subsequent generations, and new technoldgygercing and encouraging
innovation, through coordinated regulatory, indiastemployment & trade
policy transcends markets, moving towards dynamic effigigvithin a shorter
time horizon

Conclusion

Recalling that a sustainable future requires teldyncal, organizational, institutional, and,
social changes, it is likely that an evolutionaagipwvay is insufficient for achieving factor
ten or greater improvements in eco- and energgteffcy and reductions in the production
and use of, and exposure to, toxic substances. aNoifundamental changes in the
organization of work likely to emerge through evmuoary change. Such improvements
require more systemic, multidimensional, and diswgpchanges. We have already
asserted that the capacity to change can be thigntnfactor -- this is often a crucial
missing factor in optimistic scenarios.

Such significant industrial transformations ocoesd often from dominant technology
firms, or in the case of unsustainable practicesplpm firms' capacity-enhancing
strategies, than from new firms that displace adgtroducts, processes and technologies.
This can be seen in examples of significant teldgical innovations over the last fifty
years including transistors, computers, and PCEcements.
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Successful management of disruptive product innowaéquires initiatives from outsiders
to produce the expansion of the design spaceihigg the dominant technology firms [van
de Poel, 2000]. Especially in sectors with an ingoatrpublic or collective involvement
like construction and agriculture, this means tin&lligent government policies are
required to bring about necessary change.

Rigid industries whose processes have remainedaaglso face considerable difficulties
in becoming significantly more sustainable. SHidsn products to ‘product services' rely
on changes in the use, location, and ownershipradycts in which mature product

manufacturers may participate, but this requirgsicant changes involving managerial,
institutional, organizational, and social (custopmenovations. Changes in socio-technical
'systems’, such as transportation or agricultieezaen more difficult. This suggests that
the creative use of government intervention is aenpwomising strategic approach for
achieving sustainable industrial transformatiohantthe reliance of the more neo-liberal
policies relying on firms' more short-term economsadf-interest.

This is not to say that enhanced analytic and teahoapabilities on the part of firms;
cooperative efforts and improved communication withpliers, customers, workers, other
industries, and environmental/consumer/communitygs are not valuable adjuncts in the
transformation process. But in most cases thesmsnand strategies are unlikely to be
sufficient by themselves for significant transfotioas, and they will not work without
clear mandated targets to enhance the triple gfatbmpetitiveness, environmental
quality, and enhancement of employment/labour corsce

The history of innovation has amply demonstrated dilsruptive innovations are feasible,
and they may bring substantial payoffs in termisiple sustainability. They are within the
available, but unused design space. However, @eergl political environment,
governmental dedication, and incentive structuxeta be right for the needed changes to
occur.

Government has a significant role to play, butgbgernment can not simply serve as a
referee or arbiter of existing competing interebexause neither future generations nor
future technologies are adequately representedegxisting stakeholders. Government
should work with stakeholders to define far-futtmegets — but without allowing the
agenda to be captured by the incumbents -- andubeits position as trustee to represent
the future generatiorendthe future technologies to ‘backcast’ what spe@blicies are
necessary to produce the required technical, axgianal, and social transformations.
This backcasting will have to be of a next-generatiariety of backcasting. It has to go
beyond its historical focus on coordinating pulalie private sector policies. It must be
multidimensional and directly address the presagihentation of governmental functions
— not only at the national level, but also betwdgn, national, regional, and local
governmental entities.

There is a great deal of ontology, serendipity, @amzertainty in the transformation process,
and the long-term prospects may be not be suffigiedefinable to suggest obvious
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pathways or trajectories for the needed transfaomsit Thus, it may be unreasonable to
expect that government can play too definitiveutLifes making’ role. What follows from
this is that rather than attempting tight managdrogtthe pathways for the transformations
that are sustainable in the broad sense in whictiefige it in this work, the government
role might be better conceived as one of ‘enablorgfacilitating’ change, while at the
some timdending visionary leadership for co-optimizing catifiveness, environment,
and employmentThis means that the various policies must beuailytreinforcing. This
newly-conceptualized leadership role — focusedopening up the problem space of the
engineer/designer’ -- is likely to require partaipn of more than one ministry.
Increasingly, ministries of commerce/economic affaind ministries of environment are
working together to fashion a vision ehvironmentalsustainability. What has been
missing is a similar proactive role of ministries labour to interface and integrate
employment-related policies into the national alabgl policy agendas.
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FIGURE 1: The Origins of Sustainability Problemghe Industrial State
(Copyright © 2004 by Nicholas A. Ashford)
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Abstract

Backround

Emerging forms of work organisation represent adewutilised resource in Europe,
offering the potential for enhanced competitivenessployment growth, healthier work
and social dialogue. Yet the potential offered bis tHigh Road’ of organisational
innovation is scarcely recognised by employersiagépartners, policy makers and other
actors.

This paper reports on the findings of a Europeady$ on the emergence of new forms of
work organisation, recently completed for the E@apCommission. The Hi-Res project
was commissioned to provide an insight into thatéstof the art’ of organisational
innovation in Europe, including its drivers, chaeaistics, obstacles and benefits. It draws
on a cross-section of research to create a frankdfaothe analysis of data from some 120
European organisations including large and smadérpnses and public bodies. Hi-Res
concludes that public policy intervention can bee#fiective means of animating and
resourcing workplace innovation by helping to owene the multiple obstacles to change,
though such initiatives remain relatively rare asr&urope.

Emerging Forms of Work Organisation in Europe

A key task for the Hi-Res project was to estabéistiear and usable definition of ‘work
organisation’. Experience suggests that it is comignosed as an umbrella term covering

6 Defining theHigh Road of Work Organisation asResource for Policy Makers and Social Partners
Project undertaken for the European Commissiondxynaortium of partners from 6 Member States led by
The Work Institute at Nottingham Business Schoele Jotterdill, P., Dhondt, S., Milsome, S., 2002,
Partners at Work? Lessons for Europe’s Policy Makaerd Social Partner@vailable atvww.hi-res.org.uk
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many types of work practice both inside and outsideworkplace. In our view this is
unhelpful, diverting attention from the core foacusworkplace innovation. While we have
not attempted a rigid definition of work organisatj we have focussed on those factors in
the work environment which determine the extemthicch employees can make full use of
their competencies and creative potential.

This importance of this approach is that it seekgléntify the potential for ‘win-win’
outcomes — the scope for convergence between sajamal performance, employment
and quality of working life:

e Improving competitiveness and organisational pemoice through successful
innovation in products, services and processesefdsnreported by case study
organisations include enhanced rates of innovatgneater responsiveness to
customers, improved productivity, better qualitpsic reduction and lower staff
turnover.

e Higher rates of innovation in products and servieasling to economic growth and
new job creation.

e The enlargement and enrichment of jobs, allowinglegees more control over their
working environment and greater opportunities fanavation, enhances learning,
workplace health and quality of working life.

Critically these outcomes cannot be achieved lyitrgand technology alone. Returns on
investment in skills development or technologicalavation are rarely realised in full
unless they are accompanied by appropriate orgenmsainnovations.

Analysis

While the logic of ‘best practice’ is pervasiveg supposition that there are definitive ways
of organising — even for specific types of orgatisa- remains problematic. It is also
inconsistent with the many observations that intiomaand creativity are the key to
sustainable competitive advantage, whereas ‘bastipe’ largely relies on mimicking the
innovative practices of others. We stress that plade innovation cannot be defined in
terms of the identification and implementation afesiies of blueprints to change discrete
aspects of an organisation. Although the tradifievey to accomplish change is through
the application of generalised concepts to spepifblems according to a predetermined
set of rules, it is now increasingly argued tihét ipproach has emerged as a roadblock
rather than a motor for change in organisationshétat is important to understand the
complex learning paths which characterise changgsirsituations. Several commentators
are very critical of a-contextual approaches agdafor greater focus on the internal and
external contexts which drive, inform and constreliange. They criticise the common
perception of change within management texts denalt and incremental, thereby
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conducive to the use of normative change modelsy BEingue instead that change is a
dynamic and uncertain process which emerges thrthegmterplay of many factors. In
this analysis, organisational innovation strugdgi@sards a virtuous circle in which
reflexive practices capture employee knowledge exjykriences to create a dynamic
interaction between product or service innovatind arganisational change.

Case study data provides useful rich descriptiahijtb translation into ‘key lessons’ has
been notoriously difficult. Part of the reason tlois lies in a replication of the ‘one best
way’ logic, whereby analysts have attempted to makgersalgeneralisations, which
simply cannot be supported empirically. Even thoseck lists, or ‘key learning points’
which make no claim to universality, have oftenedito offer much more than a list of
organisational truisms — useful, but failing tolggyond managerial commonsense.

Another difficulty of the checklist approach, isathmany of the issues appear discrete
when there is evidently considerable overlap betwasnts of advice. It is difficult to
tackle issues like ‘partnership’, ‘teamworking’ amdlture separately because the
boundaries between them are obviously blurred.

Thirdly many change recipes suggest that transfiiomaccurs through a rational and
incremental process. Lewin’s analysis that orgdiwsal transformation occurs through
linear ‘freezing-unfreezing-refreezing’ processes Iprovided the theoretical basis for
many contemporary change agendas. However, a ggowimber of academics stress that
the actual practice of change is far from tidy;jdpchanging markets, technologies and
labour market expectations have rendered the logicational-incremental change
redundant — even assuming their practical relevantiee first place.

Of course, the organisation should not be viewedngpermeable and there will be an
interchange of ideas and experiences betweenatganisations and intermediaries. The
market environment may well influence strategicicés at the local level, but the model
does not suggest that any single factor will exghfidetermine the organisational response.
Rather the model suggests a relationship with eatstructures and contexts as reciprocal.
Knowledge, ideas and expertise may instigate agsof learning and experimentation
within individual emprises, but it is unlikely thiéuat there will indiscriminate adoption of
external solutions without some form of adaptatiad shaping by local actors. Similarly
innovation processes may permeate individual osgdioins and influence others in their
sector, their region or across the EU. RenewedareBattention on sectors, company
networks or clusters of interrelated activity mayeal how firms both learn from and
contribute to theognitive arenag which they associate.

Organisational boundaries are also becoming ingrgigsblurred in operational terms,
with increasing dispersal of production and inn@mravertically through supply chains and
horizontally through sectoral and knowledge clustérguably the network will become
the dominant organisational form of the’ZIentury, a possibility which is considerably
enhanced by advances in ICTs and the consequergence of the ‘virtual organisation’.

This analysis is therefore designed to:
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a) Avoid prescription.

b) Allow for change processes to be explored inswalyich recognise the complex and
untidy path which change may take.

c) Move beyond a list of ‘key learning points’ antfer opportunities for deeper
analysis and exploration of the dilemmas and clsomaesed during the change
process.

d) Facilitate a more integrated analysis of overilag themes and issues.

e) Allow for the inclusion of external influencepan change processes.

We have explored some of the key areas to emesgersearch evidence and case study
data to identify the specific organisational dimens of the High Road of workplace
innovation. The figure below identifies three orgational arenas: knowledge as a
resource for improvement and innovation; partngrsmd involvement; job design,
teamworking and technology. Between these orgaaistspaces lie a number of more
intangible and interpretive ‘cultural’ practicesialinboth determine and are determined by
the structure of work organisation. In particulase study evidence highlights the ways in
which communication, commitment and trust lie a¢ theart of sustainable change
processes, and can be seen to lubricate or impegedcess of organisational and service
innovation.

The analysis starts with the High Road’'s emphasiscompetitiveness through the
continual reinvention of products and serviceschipilaces a considerable premium on the
ability of an organisation to harness the tacit Wienlge and creative potential of
employees. It is central to the argument that ithwelves much more than the ability
simply to recruit and retain employees with theassary aptitudes and competencies. It
requires a work environment which fully engageslelels of employee in planning,
quality assurance, problem solving and innovatBuilding this work environment
involves a complex and contextualised processalbdue, learning and organisational
innovation based on interdependent processes thworkplace partnership, job design
and teamworking are the principal organisationatigonents. Work organisation then is a
reflexive process, not an end state. New formsarkwrganisation are characterised by a
dynamic interaction between process and organisataesign:

e Knowledge, innovation and creativity are both vdlaad placed close to the heart of
the work process at all levels of the organisation.

e Partnership and dialogue establish the preconditiona workplace environment in
which the instigation and ownership of innovatioa widely distributed.

e Teamworking becomes a defining characteristicl@sgdects of work, both routine and
developmental. In this sense it emerges less@srafaic model than as an approach
to work organisation which broadens job design@rallenges both hierarchical and
horizontal demarcations in order to optimise lewdlagility and innovation. It also
provides the day-to-day context for enhancing tiity of working life.
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These key organisational components interact wikierodynamic contextual factors,

notably new technologies. New technologies can depnajob profiles, increase the

delegation of responsibilities to individuals anglrms, widen the distribution of

information, and increase the speed of productimice innovation. Technological change
becomes integral to the process of organisatiaaldpment, facilitating adaptation and
adjustment in ways of working and learning. Thelleinge is to secure maximum

coherence between technological possibilities agdrosational needs rather than simply
optimising the relationship between the machineiendperator.

As the diagram depicts, many issues for organisstare overlapping. For example, to
support innovation through partnership and involgatnorganisations may need to create
‘design space’ or organisational ‘slack’. Engagangployees in partnership practices may
occur independently of their work tasks, but wigarticipation in decision-making also
may directly impact their task environment. Thersections between the change arenas,
therefore, provide the opportunity to discuss ttterconnectedness of change activities.
The activities highlighted in these areas are ssijge and there may be other issues
which could be explored in these areas. In sumrtfaymodel, is not intended to be
prescriptive, but aims to be a framework in whibamge processes can be explored and in
which the strategic choices of organisations cavifigalised and deliberated.

Animating and sustaining organisational innovation

Sustainable organisational change requires susta@seurcing: there are few successful

‘quick-fixes’. Critically the task is not to try dncatch up with ‘best practice’ but to

develop a strategy firmly orientated towards tleaton of innovative and self-sustaining
73



74
processes of development. Perhaps one of the mpsttant resources for change is the
development of a culture committed to researchpti@gpn, experimentation, critical
appraisal and redesign over many cycles. An iniogatrganisation must also recognise
that setbacks are inevitable and that the toleratb ‘blame cultures’ only stifles
experimentation.

Organisations do not operate in a vacuum. Theileggorganisation is good at networking;
itis close to all its stakeholders; it accumulatistributes and uses knowledge effectively
from a wide variety of sources. Change may alsolireslooking for external knowledge,
assistance and support. Social partners, businppe organisations and researchers may
all help to resource change. Internal solutions t@ynspired by critical appraisal of
different models of leading-edge practice in exaéanganisations, while opportunities for
peer-exchange and review may also alleviate sortiedoneliness’ of the organisational
innovator. Comparing divergent options for change wasiting other organisations have
been shown to be effective in supporting orgarosaiti transitions. External facilitators,
who can be seen as neutral brokers between thesigeof different stakeholders, have
been particularly useful in supporting the develeptof the partnership practices which
subsequently underpin other organisational innowati

Management values and attitudes deeply affectaha@and effectiveness of the change
process. The necessity for ‘top down’ senior mansege commitment has been identified
by many researchers, and the analysis confirmgtilsas of crucial important in securing
the legitimacy and effectiveness of ‘bottom-up’ ©ha strategies. As the previous
discussion emphasises, effective change requigEspiead involvement and participation
across the whole workforce. Innovation arises it fram making it possible to question
established expertise, received wisdom and aughorit

Many managers understandably find the implicatairikis difficult and threatening. Such
potential obstacles need to be anticipated andeaddd, often through the significant
redesign of management roles and responsibilitesvall as by developing new
management competencies.

However while proactive management and leaderdays@n essential role in creating the
conditions for workplace innovation, change caelsabe ‘managed’ in a linear, planned
way. The idea of the ‘change agent’ leading sudakssovation from the front needs to
be challenged. A condition of successful changeargto be that it is multi-voiced, messy
and unpredictable. Some more imaginative examplpsaatice actively embrace chaotic
and widely dispersed possibilities for organisaaionnovation. Ericsson Radio in Sweden
for example has introduced a number of staff dea#ls of the organisation as ‘Inspirers’
with a specific brief to ‘sense the feeling’ of thigyanisation, identifying possibilities for
innovation which combine improved performance amidamced quality of working life.

There is also a strong link between the successwfworking practices and investment in
workforce development, and substantial educati@htemning may be required. Greater
emphasis is needed on nurturing core competenadss team skills, communication and
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problem-solving. However learning needs to becomkezlded in day-to-day working
practice rather than existing only as a separdteitgc

In summary, emergent practice identified withirstanalysis challenges the commonly
held notion of ‘best practice’. Rather it providegerspective in which organisational
renewal is inspired and resourced by both externdlinternal dialogue and negotiation.
Using the three conceptual arenas — organisatitmalwledge, partnership and
teamworking — the analysis has sought to identisydommon challenges, choices and
deign principles characteristic of High Road orgatibns, aiming to avoid the
prescriptions of some change management recipehactlists. The approach stresses the
interconnectedness of development strategies anelty attempts to portray change as the
dynamic interplay between people, structures, t@olgy, cultures, histories, resources and
the environment. In this way it seeks to avoidgh&blems associated with reductionist
accounts of change which focus on single factoeot$f and linear causalities.
Organisational innovation is not a rational, incestal process and any attempt to capture
its complexity will have major failings. Howeverist hoped that the approach developed
here facilitates a more dynamic portrait of therahteristics of the High Road.

Problems of Dissemination: Public Policy Implicatims

Although demonstrable benefits can be achievedutiirahe modernisation of work
organisation, the process of change is hard toesehiThe case study evidence
demonstrates conclusively that all companies farg tangible obstacles in designing,
implementing and sustaining change.

Evidence suggests that the spread of successfahisggional innovation in these arenas
remains weak in Europe. This may be attributedtoraber of mutually reinforcing factors
including:
e low levels of awareness of innovative practice ismtenefits amongst managers,
social partners and business support organisations;
e poor access to evidence-based methods and resczapable of supporting
organisational learning and innovation;
e countervailing trends in the design and applicatibnew technologies;
e limited distribution of the competencies associavdgth new forms of work
organisation amongst the workforce.

Action by public policy makers and social partnisref proven value in overcoming
these obstacles through, for example:
e the provision of knowledge-based business seraicd®ther publicly provided
forms of support;
e the creation of opportunities for networking andepexchange between
management and employee representatives;
e the capture and dissemination of knowledge andreqpee of from workplaces
across Europe;

75



76
e action research to pilot innovative approachestnge, especially in new
contexts;
e the creation of development coalitions to closegdyes between key actors and
stakeholders with an interest in work organisation.

For the EU this poses a number of questions anitealgas, notably:

e creating a climate of awareness and concern ampotisy makers and social
partners in Member States;

e ensuring that existing resources (such as the Earofocial Fund) are targeted
effectively to support the modernisation of worlgamisation;

e acting as a broker to maximise exchange of knovdedyl experience across
the EU;

e identifying fast-track strategies to support the dermisation of work
organisation in the applicant countries.

FLEXIBILITY AND COMPETITIVENESS7

7 The report is based on research undertaken dydsearch organisations, notably the Centre @iri€ilal Studies of the University of
Athens (coordinator), the Greek Employment Obseryathe Technical University of Delft; Trinity dege, Dublin, The Research
Institute of the Finish Economy and the Technicalvdrsity of Zurich. The research project “Flexityilfor Competitiveness” was
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Lena TSIPOURI, Assoc. Professor at the University of Athens

1. Introduction

The target of this paper is to study the issue atfour flexibility with economic
considerations, and notably under the light of aodstraints put by the need to
maintain/increase competitiveness in a global cdnte

European countries, in particular the E.U membatestare in a process of a continuous
introduction of new forms and more flexibility intbeir labour market. Based on certain
success indicators of the US, making the labouketanore flexible has become a policy
orthodoxy adopted by the OECD, the EU open cootiingolicy for employment and last
but not least by individual countries. Trying toprove national performance in the
Employment Protection Legislation (EPL) benchmagléxercise is almost becoming an
obsession.

There is though a certain divergence appearinperiterature, which takes almost the
dimension of a disciplinary debate: psychologisid sociologists on the one side defend
the need to respect industrial relations and assorkers satisfaction, which not only

improve working conditions but in the long run, duecisely to the satisfaction of the

workforce, are expected to lead to better econgmitormance. Mainstream economists
on the other hand believe that cost saving is tbetrimportant component and thus
increased flexibility automatically leads to impeavcompetitiveness.

So the question that raises for economists is hat wxtent this correlation is ubiquitous.
One way to deal with it is to accept the US casa &®st practice model and try to
introduce as much flexibility as possible indepearijeof context. Another approach is to
investigate to what extent labour flexibility ne€dsdoes not need) to respects economic
structures and path dependencies and derive camtduan the impact of flexibility, which
are not context independent. And then, immediaibbpurse the next question is to what
extent does this lead to long-term competitiveiaeise firm level, at the regional level, at
the national level. More explicitly: does flexiltylincrease profitability? Always or under
which conditions?

2. On definitions and methodological problems

supported by the European Commission, under theAi€ggn "Improving the Socio-economic Knowledge Basf the 5th Framework
Programme.
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Flexibility seems to be a good thing, seems to lagwesitive connotation and of course
functional flexibility in new work organizations)ekible organizations and so on,
ideologically trigger a positive reaction. Then wdgesn’t everybody do it? Partly because
of social resistance and partly because it is aeoirthat is by far relying on a commonly
agreed definition.

While there is little doubt that flexibility is aalmark of competitive advantage, making
sense of the debate on flexibility is hinderedhsyfact that flexibility is conceptualized in
different ways, it takes respectively differentfarand is related to different outcomes. In
the literature reviewed here, flexibility refers to

e forms of employment contracts (e.g. fixed-term cacis),

e forms of labor deployment (e.g. multi-tasking),

e forms of work organization and human resource mamamt (e.g. post-fordist

work organization, strategic human resource managém
e and market or institutional forms of social cooation at the national level.

Each form of flexibility, moreover, has been linkedlifferent kinds of outcomes — for the
firms that adopt it, the workers subjected to il #me economies where it predominates.
Thus when we review the claims about the roleeiHility, it is imperative that we start
by distinguishing between the specific forms okittlity under consideration by each
author, the actors for whom the outcomes of fldixybapply, as well as between the levels
of analysis that is undertaken.

Perhaps the most influential attempt to classiffedent types of flexibility is Atkinson’s
typology (Atkinson 1984). He distinguishes betwé@mumerical” and “functional”
flexibility applied to the peripheral and the cataff of a firm, respectively. Numerical
flexibility refers to the firm’s ability to vary #n numbers (“headcount”) of its peripheral
workers according to the variations in productieeas, through the use of temporary work
contracts. Functional flexibility refers to therfits ability to vary the content of labour
inputs (“tasks”) of its core workforce accordingie firm’s changing needs, through the
use of multi-tasking, continuous training, and temonking. “Ideally” firms opt for one or
the other flexibility strategy, while in the reabvid firms utilize both types of flexibility,
albeit in different proportions.8

Atkinson’s typology has given impetus to a largaedymf theoretical and empirical
research, and has been modified accordingly. Mdhktantial and minimally departing
from Atkinson’s original typology is a four-fold pplogy that replaces the categories of
“core” and “periphery” with the categories of “int&l” and “external” (dubbed as
“FINE”: functional, internal, numerical, externallclaborating this typology further,
Goudswaard and de Nanteuil (Goudswaard and de dgr2@00) arrive at another four-
fold typology of flexibility, which replaces the temories of numerical and functional
flexibility with “quantitative” and “qualitative” iexibility, respectively. In this typology
temporal flexibility is a form of “internal-quandtive” flexibility, while Atkinson’s
“numerical flexibility” is a form of “external-qu#itative” flexibility. However, financial

8 For a good analysis of the Swedish labour maalatg the functional-numerical distinction of
flexibility see Arvanitis et al.
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flexibility is not included in this typology or iAtkinson’s, but is rather appended as a
special form of flexibility (implicitly likened tonumerical or quantitative flexibility).

The debate on flexibility is likely to retain iteitrality in political economy, management
studies, industrial sociology and labour econonfacssome time as its vicissitudes are
intertwined with the continuing debate on the optinelationship between capital, labour
and public policy.

The different perspectives and different evaluatioiflexibility notwithstanding, there is a
tacit consensus developing that the choice aheambtidetween facilitating internal
(functional) or external (contract) flexibility, bin finding the right balance between the
two types. Still, finding such balance is likelylde an elusive (if worthwhile) endeavour.
This is so not least because of the contradictospgrties of the two types of flexibility.
The development of a certain type of flexibilityhders the development of another (path
dependency). The pursuit of short-term strategresome erode the foundations for long-
term strategies by others (Streek 1997). “A restmc on ‘numerical flexibility is a
precondition for ‘functional flexibility” (Wickhan2002)

The research was based on the analysis of courtfijgs, case studies and econometric

evidence from five small European countries, witldiierentiated profile as far as
flexibility is concerned:

Table 1: Major national characteristics relatingeRibility and competitiveness

The Ireland Finland Greece Switzerland
Netherlands
Numerical Early Medium Medium Late Medium
flexibility introduction Introduction Introduction | introduction | Introduction
High levels Medium level | Medium level | Low level Medium level
Unemployment | Low Strongly High Increasing Low
diminishing
Growth pattern | Close to EU| Spectacular Increasing Increasing Low
average
Production Competitive, | Inward Mix of big and | Conventional| Mix of big and
structure knowledge- investment small high small high tech
based economy dominated tech indigenous
with increasing| indigenous companies,
local linkages | companies internationally
competitive
Labour Medium- Medium- High- Low- High-constant
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productivity deteriorating | improving improving constant

The research methodology was divided into a litegsurvey, country reports, case
studies and econometric evidence, each of whiclriboited to our understanding as
follows:

Table 2: Relevance of each research package fdweththemes of the study (in %)

Understanding | Wage Issues  on | Issues on | Institutional
and measuring | flexibility numerical functional aspects
flexibility flexibility flexibility  and
complementarity
with NF
Literature 60 20 20 25
Country 30 20 20 25
reports
Case studies | 10 20 60 25
Econometric 40 25
evidence

3. The need to review flexibility under the angle dlong-term competitiveness

The result of the study was that probably theretines difference between short-term and long-
term effects. When speaking about profitability anthpetitiveness and it comes as no wander that
the literature is actually split in that respedieTact that sometimes we measure things that appea
to be very contradictory with what companies oligoiakers do, probably can be explained by
the fact that short-term effects are very differieon long-term effects.

And the interesting thing then is to see what heemhechanisms, that means, in which case does
flexibility increase profitability? In which caseods it contribute to national or regional
competitiveness? Which mechanisms support shart-terofitability or short-term lack of
profitability and respectively long-term profitaibyl and competitiveness or long-term lack of
profitability and competitiveness?

The economic literature suggests that numericalbikty is not necessarily so bad. There are cases
where employees want to be numerically flexibleeyrtvant to be part-time. There are benefits in
voluntary part-time. And there are cases wheretional flexibility may not be as profitable as one
ideally would think. Case studies and econometn@lysis at a macro level indicated positive
correlation between functional flexibility and pitability in certain cases, but not always. There i
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apparently no universal truth, it is not like tlagvlof gravity. External flexibility is sometimes
positively related to profitability and to produaty. Internal flexibility though, functional and
qualitative, we have indications that it is mokely to be positively related but again, it is hie
the law of gravity. If it was, we could imposeThe estimates of the benefits for performance of
flexible workplace practices do not exist on anrexuy of sector-wide basis. They are limited to
the company level. This is something we know. Camggawho have done it well, they did profit
out of that.

There are studies from the literature which focnghe performance impact of a single flexible
work practice rather than a set or system of prastiAnd there we have a danger because if you
find out that something works, one specific caseytorking in the software industry, that does not
mean that any kind of flexibility works for any kirof industry. And it is difficult to take into
account the length of time needed to let orgaronali change take root and bring measurable
results. The one intervention | would have madthdfe was a discussion with the last speaker is
that this very important psychological aspect whgotalled “resistance to change” has to be taken
into consideration somehow.

The results of the Flexcom project suggest thatwiespeak about flexibility, we tend to look at a
new orthodoxy, which like every orthodoxy, can eywmisleading. Using the benchmarks for
protection legislation (EPL) may be one of theserses of problem: there are now benchmarks
which tell you which country has a flexible labonarket and which country does not have one.
And it is taken often by multinational companiesaasndicator to whether they want to invest in
this country or not. It has very — very seriousrgguic consequences. Taking the five countries
studied into consideration we see that there areme differences within Europe and within the
European member states ranging from 4% of the labmge in Greece, up to 42% in the
Netherlands. Finland and Ireland are rather lowseal to Greece. Switzerland, which is not a
European Union member state, is closer to the Mathds. The Netherlands is the most flexible
country and Greece the less flexible one. If usixgd-term the picture changes slightly. But a
further investigation suggests a distortion bec#usee is one single indicator of what is a flegibl
labour market and this is the informal sector. €hemothing more flexible in the labour market
than hiring and firing people illegally, withoutyiag social security, without declaring them to the
tax authorities and so on. Using this as a bendhBaeece suddenly becomes the second most
flexible in Europe. And this is the real world.

The econometric results suggest that in the skomt-profitability can increase but we did have
serious evidence that this, in the medium to lergat can lead to deteriorating economic
performance and reduced capacity to innovate.

From the case studies, it was very clear thatlyédaiinstance, benefits very much from part-time.
The agricultural sector benefits very much fronefixerm. In some cases —in most cases actually-
in Europe, this counts also for the tourism sector.

4. Policy conclusions
In terms of policy conclusions: if one tries to get formal rules to adopt legislation of a general

nature, then inevitably some sectors benefit amgesother sectors pay for the cost. We have a
negative externalization that is usually not docoted and most probably not even measured.
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The effort to increasing flexibility leads policyakers to adopt legislation for more formal
flexibility, more numerical flexibility, because ithis what is easier to regulate. Functional
flexibility can hardly be introduced by law. Buttiaducing numerical flexibility one supports
retail, tourism and agriculture not necessarilyrtfamufacturing sector, which is a sector that needs
a more long term, dedicated workforce.

So, flexibility should not be an orthodoxy, and gldmot be faced as a general case but it should be
studied on a case by case basis, relating tydeeidility and the structure of each economy tryin
to become more flexible.

Besides, labour market flexibility (as all institutal reforms) is not necessarily influenced by the
introduction of legislation. One may be introducagymany pieces of legislation as possible, that
does not mean that the market will react. The Flexcesults suggest that the number of formal
legal acts passed in a country are not at alleélaith its degree of flexibility. Some acts weot n

used at all. It is labour relations and informdéauthat help adopt or not what legislation enables

And the final and most important conclusion, ig #ygparently there is a problem of a kind of an
innovation reservoir. There is strong macro- andraaeconomic evidence that flexibility may
hamper long term productivity growth. When you anlnce financial flexibility in the long term
companies will not invest in technology (they witht need labour saving substitution because
labour is cheap), innovation will be reduced and thill erode the competitive advantage of
companies regions and countries.

If this applies to advanced countries, where wedistliit, it risks to be even worse for cohesion and
accession countries, they have no innovation fcadar reservoir.

So in a condenses way the conclusions are thabiligx needs to be introduced carefully and
effectively, taking into consideration how it affe¢he sectors, what the mechanisms are, how the
informal rules are going to react to this legigatilf not there is a risk of doing a lot more harm
than good.
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WORK IS NOT A PLACE: THE VIRTUAL OFFICE — WORKING F ROM
HOME

George GEKAS Assoc. Professor at Ryerson University of Torontméta

Abstract

This study examines and analyzes the concept dfimgpfrom home as a modern day
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alternate work arrangement. Working from homeglmcommuting, truly provides both
employers and employees with some mutually berafilgxibility and an array of other
benefits. In addition, working from home addresegmrt societal issues related to work-
life balance, conservation, and environmental corecéHowever, many managers remain
ambivalent about introducing teleworking in thestablishments and it is highly
improbable that every organization and/or emplagesuited to work from home. A
county’s and/or a company’s technological infrastinee, along with local social trends
may be the two main driving forces of telecommutikigme working requires also a
paradigm shift from focus on working time to a fean results produced. This article
attempts to address the business as well as engpéma societal reasons for creating a
virtual work place and provides managers with tHierimation tools to seriously consider
telecommuting.

Working from Home: An Overview

In the last few years advances in technology iratke of telecommunications, computers
and office equipment have allowed widespread wgrkiom home possibilities. There are
several terms coined to describe working from hormemeworking, flexiplace,
teleworking, telecommuting, and electronic cottage.

Employees who work under this arrangement appeetie convenience provided by
working from home. It truly provides both emplogand employees with some mutually
beneficial flexibility, improves productivity anchiges money. In fact, according to the
international Telework Association and Council (KTAemployers reported $1850 in
productivity gains and $2100 savings related t@ateeism for each teleworker per year.

According to numerous research findings, a sizpbhion of job dissatisfaction derives

from lack of freedom and control over hours of warkl work schedule and the inability to
adjust and match these to the employee’s perseeasa With this in mind, perhaps it is
not surprising that the most important non monesapects of a job, from the employee’s
perspective, are the freedom to determine workdidbethe arrangement of work hours in
balance with non work life obligations, and thetdtours of work employers require over
a period of time. Employers on the other handccareerned about the likely impact that
alternative work schedules have on the organizatieffiectiveness.

In the beginning, (early 90’s) the concept of Telamuting was embraced by companies
who were able to pay a flat rate per unit of wodmpleted. For example, sales
departments would pay employees working from horee ymit sold, or insurance
companies would pay a flat rate per insurance cfaocessed. Nowadays, there is no
need for “piece work” to use telecommuting. Vittyall types of jobs can be done from
one’s home. The old work paradigm from the indaktge that work is the time an
employee spends in front of a machine or behiresl Has been progressively abandoned.
The management’s perspective of supervision ‘& see you working you are working”
has also been replaced by results-based appraWhist counts is what is achieved at the
end of the day or week not how many hours one loeked. Intoday’s information age, a
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different attitude towards a job and a career \@tiping. It is not just a matter of what
is achieved at the end of the day for the emplby¢rlso how the employee manages to
balance work and life obligations.

Alternative Work Arrangements

Working from home is just one of the many altewmaivork arrangements. The most
common of them may include the following:

Compressed (Reduced) Work Week

The traditional five day 35-40 hour week is compeskinto a 4 day work week, a 3 /36
schedule (three shifts of 12 hours each a week)odmel innovative work schedules.
Research indicates that compressed work week slgsetave positive and negative
results. One of the most positive effects of a p@wvsed workweek is a reduction in
absenteeism. Productivity often improves at thgairbeng of introducing a compressed
work week but it declines later. On the negatiide solder employees often find a
compressed work week more taxing physically andtatigrthan younger workers. Yet
younger employees find a compressed work weekfarteg with their social life. The
more physically and mentally taxing the job isthere undesirable the compressed week
may be.

Job Sharing

This is where two or more individuals working fbetsame employer share in some
form the work normally assigned to one full timepdoyee.

Flexible Hours
Flex hours require employees to be present at trk place during a specified core
time, but it also allows them discretion as to whi@mremaining work hours are going

to be completed. There are different types of fiae such as:

o Variable Day whereby an employee can work 12 hours or notl & al given
day as long as the 40 hours of work are compleyatidoend of the week.

o Gliding time whereby any starting and quitting time is accelgtals long as the
8 hours of workday are completed.

o Flexi tour whereby employees are allowed to starting angting at specific
times, other than regular, for a specified periachsas Christmas season,
summer months, a given week or month.

o Personal Time offoutside the normal type of leaves may also beidered as
an alternative work arrangement to accommodatdtarbeork life balance.
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Other Teleworking Concepts

Teleworking basically means being able to work framywhere. It should not be seen in
isolation, but as one of several similar measudesessing the issue of work location.
There are several similar concepts already in placethe educational field there is
Distance Education. Students study not on a p#aticampus or classroom but where they
live. In Business there is e-commerce. Customeysgmods and services online from
home without visiting a store. In Health theretate-health. Patients receive health
information and advice from a health professiomaldway, and in certain instances a
diagnosis is provided without the patient leaviogne or visiting a doctor’s office.

Who are Teleworkers?

Teleworkers are those employees who work away ftain organization’s office. They
may work from home, plane, train, a client’s offareelsewhere. Self employed people, or
those working on contract, are not considered tlkers in the pure definition of the term.
For example, a freelance writer for a magazineeswspaper working from home is not
considered as a teleworker. However, if one adagtsoader definition and includes
business owners who run their business from hom@dmbers swell. This may not be
surprising considering that Home Office Businesspsesent 89% of all Businesses (Bell
& Howell).

Teleworkers can work in any kind of field where jble requires that a lot of time be spent
in front of the computer or on the phone. Jobsirgty face to face meetings may not be
suitable for telecommuting. Most teleworkers wawkay from the office one to three days
a week and the rest of the week they work in a naditional setting. Therefore,

teleworking should be seen as a part time propositiot a full time one. Others report
that teleworkers work off site about 23 hours aky#eey are equally as likely to be male
or female and the average teleworker is 40 yedtglohrin Nancy). Furthermore, there is
evidence that teleworkers see themselves aslaaihlg individuals, leaders not followers.

Some Relative Statistics
US Data

The number of telecommuting employees in the U&amed from 4 million in 1990 to
19.6 million in 1999 and the percentage of emplepéiering telecommuting arrangements
climbed from 14% in 1997 to 27% 1n 1998. (Read A.)
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Canadian Data

Statistics Canada reported 600 000 teleworker991,1900 000 (not including public
administration workers) in 1998, and in 2001 estedaeleworkers at 1 500 000.

In 1999, The Canadian Telework Association estich@tenillion of home workers, half
of which are teleworkers. The Canadian Teleworko&gtion estimates that a
Canadian worker can recoup on average one houw bydaliminating the daily
commute to work and back home. This totals up amahcommute savings of six full
working weeks.

Canadian Federal Government

It employs approximately 5 000 teleworkers. A ma&ealuation of the program found that
most of teleworkers saved over one hour of drivaigne to and from work, and
teleworking among other things reduces costs afgto work, re-energizes employees,
and better balances work and personal lives (wvexca).

Bank of Canada

Reported (March 1998) that 94% of the 100 televpaniticipants rated telework as a major
benefit and 83% found that productivity increased stress was reduced.

Nortel

About 25% of the 75 000 employees (one quartetifak, and three quarter part time) of
Nortel's work force is under “HOMEbase” teleworkogram. Once started only 1% of
Nortel's teleworkers want to quit the program. (mnev.ca)

IBM Canada

About 25% (2 300) of the non manufacturing worlcéoare in a telework program.

Bell Canada

It employs about 5 000 teleworkers.

EKOS Research

Findings indicate that 33% of Canadians would ckdekework over a salary raise.
43% would quit their jobs for another one that\aideleworking.

Royal Bank of Canada
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Survey in January 2002 discovered that IT includimgability to telework shapes the
Canadian family life (InnoVisions Canada, Canaditudies on telework). More than
ever people can work at home in a fashion thataaggls the office. Here is what the
Telecommuters said:

It increases job satisfaction 77%

It allows more time with the family 72%

It permits more convenient child care arrangemba#s
It provides a greater choice as to where to livi 30

It allows them to get by with only one vehicle 18%

O O O0OO0Oo

EKOS Research

Reported in 2001www.icv.ca:

0 11% of Canadians work from home (this includeswel&ers, overtime and
independent contractors, as well as home baseddasi

o0 40% of Canadians work part time from home, inclgditY% of self employed
individuals, 52% of professionals

0 34% of Canadians working at home do so less theruEs a week while 31% do so
over 20 hours a week

0 50% of Canadians are interested in working from @omhile 27% view it as
extremely appealing

o Teleworkers report animprovement in overall gyatitlife (68%) improvement in
standard of living (60%)

Wired Young Canadians

Statistics Canada Report December 2001 reportythaty teens are ripe to become
tomorrow’s teleworkers. They are great users affaters and online software.

Live/Work Balance

Almost every working person faces the challengénafing the appropriate equilibrium
between work and life obligations. More demandbl&woffice on one side of the equation,
and child care and aging parents on the othercsehge an interesting tug of war. Most
working men and women are urged by personal andyf@incumstances to free up and
reduce work time to make up time for family relasbips and social life.

Costly labour time lost as well as productivitydes have forced employers to consider
alternative work arrangements including flex tipersonal time off, job sharing, reduced
work weeks, and working from home. Employers wdgrmwre the growing social issue of
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life work balance are likely to cope with greatbsanteeism and loss of key employees
to other more progressive employers.

Bringing work at home instead of prolonging the tsoat the office is not a solution for a
better work-life balance. In fact, it may make tisrworse. Working extra hours at home
may make the work-life divide seamless and work begome intrusive to home life. This
realization may backfire and home workers may gstanking nostalgically about the
complete separate work life of the downtown commie office building, the crowds, the
cafeteria food, their colleagues, the whole routrking from home was never meant to
be additional hours of work at home but workindpatne instead of in the office.

Employees often complain that social life amondeagues outside the office hours is
lacking. Very often colleagues do not socializésmle the office environment, do not
invite each other to their homes, and in genewahat share their home life. Yet, when one
works from home, colleagues call home, are intreduo partners and/or kids who answer
the phone and sometimes come over for businessve@tonal work arrangements seem
to have promoted a respect for each other's emplpyacy, but working from home
creates exceptions whereby one may be encouradeg o and out of each others home
to deliver and pick up “work”.

Getting to know people one works with builds a camity network and alliances which
may be more important than the official corporadigective of goal congruence. Also, a
spouse or partner today may not be content to beasgive with regards to her/his
spouse’s career. Working from home allows partteeget more involved in each other’s
careers. Perhaps this is a way of helping empki@better balance work and home life
as well as improve their social life.

Workers” Teleworking Advantages

Workers have a greater control over their workiogditions. In fact, workers can design
their workstation. They can choose the furnishiogtheir liking and place them in the
room of their choice.

There is a greater flexibility with regards to three, duration, and pace of working. There

is no need to start at a given time or finish predetermined span of time, seven or eight
hours later. Individual workers can start theiy dehenever they are ready and finish

whenever they feel like. The focus is on the worke done, and not the time allotted in a
day to complete certain tasks.

There are fewer exchanges and interruptions wittwaxkers, supervisors, clients,
suppliers and other working partners. As a rethdtre is more time available to actually
work and home workers may enjoy greater produgtivit

There is a closer connection between work and hawfmrk and home duties inter-mingle
and complement one another. There is no needomsehone over the other.
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There is a lot of time saved in commuting to armfrwork. This time saved can be
invested in more productive activities, reduceftiastrations of driving, the number of
accidents and the possibility of injuries. In dgbdi, it may save hundreds of dollars in
travelling costs and reduce the environmental pioltlucaused by cars.

Home working improves the satisfaction one derives) work and it improves the well
being of the individual as it reduces stress. Wa@komes an extension of living, so one
has a better perspective of what work really is.

Home working allows for a gradual return to work ifedividuals who are on sick leave,
were injured on the job and have other absences Wwork. It also makes it easier for
disabled individuals with reduced mobility “to getwork” because they do not have to
leave their home as often.

Working from home may contribute to employment ggas it eases work/family conflicts
for working parents. It may allow for a higher atttion and retention of female employees
who seem to bear a greater load of family respdiisb.

Teleworking is cheaper than conventional work agesments or at worse cost is neutral.

Teleworking accommodates those who need frequediitaleare as they are able to work
around their medical appointments or work from hevhée they are receiving treatment.

For example, a worker requiring cancer treatmemlialysis over an extended period of
time may take a medical leave. In this case, cd«arsror a replacement would pick up the
slack.

Employers” Teleworking Advantages

Higher worker productivity The Canadian Telework Association estimates that
teleworking increases individual job performance2b96 on average. Less commute
time leads to more time available for work (andypknd improves worker productivity.

Lower operating expense$-ewer facilities, less office space and overhmaadns lower
operating expenses. However, some of these cosyshm offset by long distance
telephone costs (800 numbers employees use to coitateiwith the office) and multiple
fax machines, and other equipment at each telewotiame.

Fewer absences from work and lost man houltSelf-employed" home workers are less
prone to miss days of work, and, if they do géit,diecey will make it up on their own time.

Reduced personal leavésome workers can better manage doctor’s appoirtsyiacher-
parent interviews, and household chores resultifgwer personal leaves

Lower supervision costslt is easier to manage and supervise employeesnenio on
their own. In fact, there may not be as greaeadnfor supervisors and first level
managers for homeworkers.
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A Virtual 24 hours around the clock operatioiPersonnel can be reached at any time
through e-mail, fax, or telephone as opposed tdypieal 9 to 5 time span. Customers
may appreciate these expanded hours of service.

Home workers may develop an improved number d¢$ skitl know-how.Home workers
cannot rely on the knowledge and direct suppocoefvorkers. This may produce more
flexible workers with a greater span of expertisé a less trade unionist approach where a
union member of one trade refuses to do the jamother union member.

Working from home may result in better labour mamragnt relationships, fewer chances
for labour disputes and conflicts.Less management supervision and more worker
autonomy and job satisfaction may result into aempeaceful labour —management
relationship.

Improved recruitment and retention of specializedbite employeesSince home working
is desirable for most employees and addresses ofdhg life-work balance issues, it is
expected to improve retention and attraction ofdedgeable workers.

Lessens the impact of downsizing and cutbattksases of restructuring, cut backs may
not be as visible and the improved skills and krimw of homeworkers may allow for
easier job redesign and job descriptions.

Fewer space and parking requirementbe Canadian Telework Association estimates
such savings at $2000 per employee per year.

Finally, improved employee morale and job satistact All of the aforementioned
benefits create a synergy resulting in happier eygas, higher morale and job
satisfaction.

Societal Teleworking Advantages

Working from home may produce:

Fewer cars on the road and less traffic congestion.

Less need for additional infrastructure projectbradges, highways etc.
Less overall driving reduces gasoline consumption.

Less traffic means less pollution from car emission

Fewer cars on the road that reduce road wear and te

Lower traffic accidents and traffic deaths.

Less energy consumption. Working from home mehasdne building is
heated or air-conditioned instead of two.

Less office garbage.

AN NN NN
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Less population concentration in big cities, bettistribution of people
between rural and urban communities.
An improvement of job opportunities in the ruradas especially in proximity
to big cities.
More work opportunities for individuals with spelcreeeds since working
from home improves the employability of specialaeandividuals.
Better identification of workers with their commtias and possibly greater
involvement in civic affairs. The “I gave at thi#ice" excuse may no longer
be used.
Teleworkers are not limited by geography and they tive thousands of
miles away in other countries.
It reduces day crime of break and enter theft sittee presence of
homeworkers averts and/or discourages the commitafehis crime.
It provides options for teleworkers with latch-Kegls and elderly parents who
may need care at home.
It reduces work related stress and the health ceststing from it.

Disadvantages of Teleworking
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Attitudinal changes about work are needed in ai@promote home working
as a mainstream type of employment.
Working at home may lead to social isolation. Hdrieemay not provide for
a great amount of networking with other colleagailed professionals in the
field, social contacts and interactions.
Interruptions from friends and relatives during tiharking hours of the day
may be bothersome and intrusive. Family distrastimay undercut the
benefits of home working. Working outside the hgmevides a protection
from such interruptions.
Each individual home worker may require a greaseraf technology than an
average office employee. All modern gadgets thahg easy communication
with the outside world (telephone, fax, e-mailemmet connection, computer,
modem, and scanner) are needed to a greater éxytarttome worker. The
cost of such equipment is normally shared among/mamnkers at the office.
Duplication is unavoidable as the company officedsesimilar equipment to
the home office for the time the teleworker works the organization’s
premises. As a result, start-up costs and infoonaéchnology support costs
may be high. Some duplication may result in ingdfit use of resources.
Home working applied on a large scale may comepabhibitive high cost.
Access to couriers’ services and therefore comnatioigs in residential areas
may not be as great in the suburbs where the horkevgowork.
Working from home may reduce public revenues froatrtolls often used to
discourage driving in central areas and ease down traffic.
Loss of business for downtown merchants.
Management may have actual and/or perceived lossrufol.
Unions may be concerned over total work hours, ikeepecord of hours
worked, overtime pay, lunch breaks, working coodii and the application of
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various labour laws. They feel that such arranggsneeaken the union
organization, erode wage standards and may pavew#tyefor worker
exploitation.

% Flexiplace may be difficult to implement when johee interdependent.
Especially in service industries, human resouroesttnation may be hard to
achieve.

+ Potential conflict with office colleagues espegiafl they are refused the
chance to work from home.

% Not all employees may be present when coworkerscafidagues require
their services and expertise

« Fewer promotional opportunities.

% Teleworkers may put pressure on office workers vatjuests of the kind “can
you find this file for me?” or “can you fax me tHatter?”

+« There might be an information security issue whamfidential information
leaves the organization’s premises.

s Dilution of organizational culture. Independent wamay not promote
organizational culture.

« It may be disruptive to the team work culture.

« Loss of some fringe benefits such as vacation ackl lsave may be
detrimental to self-employed home workers.

% Labour law may not adequately cover all situatiohsi1ome working, as
labour laws were designed for traditional methadsnoployment.

+ Potential for long work hours and work addiction.

% Couch potato may be replaced by the “fridge synd@romhereby home
workers are driven to the fridge, overeating, aoteptial obesity/health
related problems

< Many of these telecommuting disadvantages may b&gated by
telecommuters working a few days a week in theceffiHaving to report to
the office at certain times, to meet other collesgyarticipate in meetings,
ask questions, get new information and in genel &nd be a part of the
organization may be as important as the autononmpfeworkers.

Factors Contributing to Teleworking

There are many factors contributing to the phenameof teleworking. Some are
technologically driven and others are driven byietat trends. Perhaps there is an
interaction between these two main drivers. A ¢gumith a strong technological
infrastructure that is socially developed is adretandidate for adopting a teleworking
culture than a third world or even a developingrtou At any case, here are the major
factors contributing to Teleworking:

Technological advances and access to technol®dgghnological presence is not enough.
It has to be widespread in most aspects of lifé aistrong business presence.

Advanced telecommunications. A well developed telephone system with full and
affordable services is a good starting point fegdemmuting.
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Cheaper internet availability. Amdustry of internet providers with fast speecinet
connection is a precursor to developing a telewaykiulture

Increased personal computer ownership and comskiéls. A labour force in which the
average worker is computer literate, owns a compatel is or approaches the definition
of knowledge worker sets the foundation for telesurting.

Increased demand by employees to work from hdngloyees must have an identified
need to telecommute otherwise telecommuting istdenout impractical concept.

Social and political pressures to expand alterratiork patternsSocietal trends must be
such (two income families, bedroom communities ai@yn the city core, traffic
congestion and so on) that there is some socialpatitical pressures to rectify the
situation.

Increase of suburban population and long distanoemuting. Work force dispersion
away from the place of work necessitating lengtloynmuting is a prerequisite of
cultivating a telecommuting culture.

Conditions for Successful Teleworking

The American Management Association reports thapite of the significant growth in
teleworking, few companies are addressing theegfmtnanagement issues the new work
arrangement creates. In fact only seven percetiShbased teleworkers have been
formally trained to work outside the traditionafioé environment (www.amanet.org).

Teleworking can be a recipe for disaster for empésy employers and the organization if
certain conditions are not met. To begin with, bethployers and employees must be
interested in making the program work. Second,etmployees must possess certain
personality traits and job skills. These may ineluat minimum, the following:

Able and willing to work independently without supision
Be organized with good work habits and practices
Have good time management skills

Be responsible, have self discipline

Be capable of taking initiatives,

Be self motivated and set priorities,

Be results oriented

Be on the job long enough and/or know the job well

O O0OO0OO0OO0OO0OO0O0

Clearly not every employee possesses these gadiliits and therefore, is not suited to
work from home.
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Third, employers must secure an effective commuioicaystem and protocol in place
between the organization and working from home egg#s. Teleworkers must be keptin
the loop of what is happening in the office. Taokkd 800 numbers and/or fast access
internet for e-mail communications are clearly sstmuSupportive management is also a
must.

Fourth, a performance indicator and benchmark systeist be devised to measure the
results home workers produce. These benchmarkstlage setting objectives, time line

by which these objectives are going to be achietmed and method of communications
with the office, provisions for fair work load, apdy equity between home workers and
office workers working for the same company.

Is your Organisation Ready for Teleworking?

Teleworking, in spite of its many benefits, is fmt every organization. Here are some
criteria one can use to determine if an organimalias what it takes to be instituting a
teleworking plan. The organization may be readytdteworking if:

0 Itincreasingly relies on computers.

o It seeks out recruits and already employs “inforamatworkers/knowledge
workers”

o It already employs teleworkers informally. (Yourganization may be further
ahead than you think. Ask to find out how much wsrklready done away from
the office)

o Employee productivity and performance needs tori@aved

0 The organization experiences a recruitment anafmi@yee retention problem

o Travel and relocation costs are high enough thatimyothe work and not the
people makes sense

o0 Absenteeism is high. (Teleworking may limit absemm due to childcare, and

eldercare issues by allowing teleworkers to perfatiieast some of their normal

work at home)

Work /life balance complaints are prevalent amomgleyees

o Office space and/or parking are limited and/orrmech is spent on it

o0 Employee morale needs some boosting

o

The Initiative for a Teleworiking Arrangement

Teleworking as an alternative work arrangement s¢éae initiated by one of the parties
involved - either the employee or the employer. niating rituals one must feel
comfortable enough to make an approach withoutrogigsions. Similarly, there must be
some evidence from the employer that there is @m opindedness towards suggestions
and/or alternate work arrangements for an empltyeeake the first step.

It is the teleworkers who are often best suiteslkaain how telecommuting arrangements
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can help an organization to meet its goals. Eesnployee seeking telecommuting
arrangements should be required to fill out a fdpnaposal. The question “how you plan
to do your work?” needs to be answered by the eysplowho are the experts of their job.
Telecommuting can work only if the focus is on ¢éinganizational objectives rather on the
employees’ convenience. The issue is not “why’dimployee wants the telecommuting
job but “how” the job is going to be accomplishedldow the business objectives are
going to be met. Support tools, some training, mr@hagement guidance can be only
complementary to the main conditions for successigicommuting. A trial period of
telecommuting may be a good idea.

A dialogue to determine the rules and policies edédommuting is still emerging.
Employers need a structure and methodology towligakhe issues of teleworking. They
need some guidance to identify the best telecormgytractices and set benchmarks for
others to follow. Standards for operational suppoutput expectations, occupational
health and safety concerns, union concerns, empliefdity and training of teleworkers
are the first to come to mind. Organizations dat#id to teleworking may be good sources
for information to a novice firm that is considegiteleworking.

Employers” Responsibility to Teleworkers

There is an understandable apprehension among genplabout their responsibilities to
employees who are telecommunicating or work fuppant time at home. Some of the big
guestions are:

o Arethe employer’s responsibilities any differenoirh those to employees working
on the organization’s premises?
If they are, what is the difference?
o Does the employer have the obligation to inspexhtime office and evaluate the
“work site” for potential hazards?
o How often should these inspections take place?
o What right do the employers have to order modiftceg to the work place of an
employee’s home?
o What obligation does the employee have to obeyetbegers?
o0 What recourse does the employer have to deal wigmgloyee’s refusal to modify
the home office?
o Should the employer keep a log or record of horfieeo¥iolations to exhibit due
diligence in the event of an accident or claim?
Clearly, these questions make one realize thediffes and/or the differences between the
work and home office. The safe overall approachofwe to take is that the occupational
health and safety rules, whatever they are, applgng work place including the
employee’s home. However, home office inspectioay mot be necessary unless the
employer becomes aware of “work related” not “haegated” hazards in the home office.
Also, a record of work related home office injgrend/or illnesses must be kept for each
employee working from home. The employer is resfna for preventing or correcting
hazards that relate to home workers work. Howetheremployer is not responsible for
making the homes of employees safe. It is noethployer’s responsibility to make sure
that first aid kits are available in the home dadfiemergency exits and/or plans exist,
96
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entries are accessible for handicapped peopleeatdors and windows meet the office
fire codes. However, employers may be respongibleffering general training in health
and safety but not necessarily health and safatyitig for the home office.

The legal definition as to what defines an “empkyand what defines a “contractor”
needs to be revisited in order to clarify some piidscenarios of employer responsibility
for home workers. The cardinal rule probably iatttmployers must respect the law,
regulations and collective agreements, while engd#gymaintain the quality and quantity
of work at the level expected when they work onfiitme’s premises. Teleworking beyond
the obvious computer hardware, software, and perglools such as extra phone lines are
in need for such fundamental things as health are and pension plans. Employers
need not see teleworking as a way of avoiding thasktional employee obligations.

Teleworking Organisations

The increased popularity of working from home isdenced by the number of
organiazations that have sprung up over the lasyéars. Most of them have a website.
Here are some major ones.

o The International Telework Association and Cou(IidiAC). This is a non profit
organization dedicated to advancing the growthsaredess of work independent of
location. It was founded in 1993.

Working from anywhere Organization

Independent Home Workers Alliance

Canadian Telework Association

Inno Visions Canada

British Columbia Telework

Alberta Government Telecommuting

Telework coalition (US based)

O O0OO0OO0OO0O0Oo

Conclusion

Teleworking must be seen as a greatly beneficigrrzte work arrangement to all

stakeholders involved in human resource managestra¢gies. Employers who dismiss
telework out of hand saying this does not applyyoorganization should have a second
look. As pressures mount on individuals to loakviays to better balance work and life,

employers need to begin considering teleworkingraanswer to HR issues they face.

Teleworking is not an all or nothing propositidpart of the work week should be spent
at home and part in the office. This helps remaaiye isolation, “staying in the loop”,
and “out of sight out of mind” issues. Governmeras recognize the positive potential of
telework and consider tax and other incentives fosinesses and organizations to
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introduce telework. Employers should use intelige and imagination in designing
telework strategies and programs. They must eribatdeleworkers receive appropriate
training in home office ergonomics to prevent répet stress injuries as well as to avoid
workaholic practices. Home workers need to gugalrest poor dietary and/or fithess
habits (Fridge Syndrome”), social isolation, andliiwe obsession”.

Work is not a place. In the future, virtual worlages where employees operate
remotely from each other and from managers willobse more common. There are
compelling business reasons, employee preferendesoaietal considerations that support
teleworking. The advantages by far offset the caftsetting up and maintaining a
teleworking system. An attitudinal paradigm shifirh focusing on time spent in front of a
machine, or behind a desk to focusing on resuttdysred may lead to teleworking, great
improvements in productivity, profits, customensee, and job satisfaction.
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In this presentation, | am going to be talking verych about flexibility, temporal
flexibility, in other words, time. | am going to tme some of the social, economic and
political trends which are forcing both public ssatmployers and the employees to look
how work is organized in the 2tentury.

And at the heart of that is something that sunmpgisi has not been mentioned yet. And that
is the feminization of the labor market. We cangabre the changes, the social changes
that have resulted from the new composition ofldiver market. In the UK, over half of
the work force are now women.

This has implications not just for the women woskleut for their families, their partners
who are increasingly participating more in familfe land are not receiving domestic
services that they may have received a couplertérgégions ago from their wives, with a
few exceptions. And also, of course, their famjlteg children. So, it has implications for
social policy.

So, | am going to argue that Unions play a centdalin developing innovative new forms
of work organization which benefit both the emplegand their work - life balance as well
as the business. And | am going to concentrateconiple of examples in the public sector
because I think that is particularly interestingdogse at the heart of the modernization of
services — public services — is greater acceshégoublic to those services at times which
are convenient to them. And of course, if we drevatking, both men and women, there is
less time to access those services in standardmgohiours.

So, providing public services out of standard wagkhours has become increasingly
prevalent and the pressures of the 24/7 at glamslamy has increasingly made an impact
at local level on public services.

And there is an inherent tension. If we providev®es at times which are convenient to
the public, which is increasingly outside of stamd&orking hours, somebody has to work
those hours which are un social hours.

So, how should Unions respond to this inherenidersetween meeting customer need on
the one hand and representing workers and respettteir need for a good balance
between work and life?

Employers have worked in the UK with the TUC toelep some innovative approaches. a
model which comes in a publication from the TUCladl“Changing times”, about
reorganizing working time. And it underlines theedefor partnership and innovative
approaches.

| think it opens up the possibility for new formkweork organization which allow both
women and men to participate in work in a new way necessarily being ghettoized into
a negative flexibility by working part-time but lpeing able to work flexibly, a positive
flexible way in a range of different forms.
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So, | am going to concentrate on a couple of examgtirst of all, the drivers for
change in the UK has come very largely from thengivag face of public services and the
government agenda to open up access. But alsn¢aaasing need for the public services
to be seen as an employer of choice and to reamnditretain workers.

Our public services, like, | guess, every publiovee around the world, are not able to
compete on being high payers. Certainly not at sohtiee more basic service levels but
they can compete in terms of retaining staff byditbons of service.

And another driver for change is the meeting of rawtomer and business needs.
Increasingly, there is an awareness that in odaveoid the negative effects of the long...
as culture, there is a need to take onboard wdifie balance and to match that on the
Unions’ part with the implications for jobs’ sedyriAnd | will come on to that a bit more
in my second example.

So, the social partners are looking for a “win-wamd | am going to look at an example in
a medium sized city council in Bristol, in the we$tEngland, and another rather more
ambitious example in the Inland Revenue, the taxic® which is a government
department.

We are also doing work with the health service pimgate sector initiatives but | am not
going to talk about those in any detail. So, whatase going for is a win for business, a
win for staff and satisfied customers.

In Bristol City Council, the Council did a surveyldrary users and they said that they
wanted to be able to use the library on a Sundaweier, the Council had undergone two
recent reorganizations and the library staff saidvay are we going to work on a Sunday.
That is one step too far in flexibility. So, thevas an impasse.

But, to cut a very long story short, as a resudt partnership project which was EU funded
and | would just stress what good value this smialte of EU funding has been because
this project five years on, is still sustainingelts

We got together to talk with the Unions and it veggeed by the Union membership at
ground level that this might be a possibility tokcand see how there could be a creative
solution to this impasse. And as a result of this,most significant result, | think, was that
it made a very happy and unhappy and disenfrantdsgon membership in the library
service, very proactive, to say a little bit abthéat in a minute. And it helped both
management and the Union come up with creativeisakito all problems.

The process that we used was first of all, to mstafi preference with business need. We
had a survey which our staff, the hours that theyewvorking, the hours that they would
like to work and their suggestions of how that dobe accommodated without any
negative impact in the service.
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In other words, we used the unique knowledge aftime staff about how work was
organized to try and find better ways to delivawges. And we set up a joint steering
group with managers and not just Union reps buplgaeho were working in the services
and we involved staff in not only identifying withe problems were to creating this more
extended service but how to find solutions.

And as a result, for example, one of the solutittrad the Union came up with to the
guestion in the library was to have self-manageftsstso, it was the Union who had |
think being perceived by management as a breakange, it was the Union rather than
the management who became champions for change.

We were able, as a result of this process of dsseagroups with staff and questionnaires
about the times that they would like to work toritiy that there were a lot of part-time
workers who wanted to increase the number of hinatthey worked in a week, but were
not able to do it because, first of all, there wéréhose hours currently available on
contract, but secondly, that they did not wantnitur greater childcare costs.

So, weekend working actually offered them the gmktsi to increase the number of hours
that they were working and therefore, their paythaut having to resort to institutional
childcare arrangements because they very oftefanaity members who were not able to
look after their children.

When the library, as a result of this experimepéreed on a Sunday, what was interesting
was that it not only brought in users but they wexe users, different people started using
the library on a Sunday. Typically, families we@rang in after doing shopping, they
were coming in with their children, they were usihg computers much more rather than
taking books out. So, we were extending not ondgytime but also the quality of library
use.

One of the products of this successful experimetite libraries was that other workers in
the City Council —the City Council employed aboQt@0 employees- wanted to work in
the same way. Previously, the male job areas haal dpaite resistant to the idea of flexible
working. They had seen it as something that wasoacbing on their normal way of
working. And typically, these manual male workardhe refuel service, in pest control,
people who go out and deal with cockroaches dnfastations, they work from eight o’
clock in the morning till four o’clock in the afteoon and they did not want change. They
made that very clear.

But when they saw how the library experiment hadked, they saw that this might also
be a solution to the issues that affected themratdtaffic congestion. Bristol has huge
problems about the rush hour and traffic congestan they wanted to come in to work
earlier or go away from work later, to choose thearking time, they wanted to self-
manage their shifts.

So, they organized self-managed shifts and thdtrestnose self-managed shifts was in
fact that not only they met their needs but theiseritself was extended at the longer
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opening times. So, there were sustained new raktiips created between managers
and Unions in terms of how to solve problems.

Moving on to the second public service examplelthant to briefly tell you about, in the
Inland Revenue offices, there was at national lewel agreement signed between the
Union and the government that public services wentend access to the public at times
that were convenient.

Now, that had an implication on the very particul@rking time culture in the tax offices
who really worked traditional bank hours. They weking 8 till 4 essentially. And the
staff in the tax offices were very set in workitgs$e hours, they did not want to change.

However, at national level, the national Union wstieod that if they did not deliver

change in the tax enquiry offices on one eveniwgek, until 8 o’clock and one Saturday
morning, if that was not delivered, it was likehat there would be implications for job
security. The government would take a number ofoogt Maybe there would be an
increased reliance on electronic means of answarimgries or call centers would be set
up or perhaps the service would be contracted out.

So, there was an issue there for the national Umaahto convince local membership. So,
we were looking at how we could review the way thatk was organized and how we
could ensure that it became in the pilot area @femployer of first choice.

And one of the things that we integrated into grgect which [ think it would be good if
we had some discussion about it sometime, wastheept of lifelong learning because the
Union was quite resistant initially to the idealus project but they were very committed
to extending learning in the workplace and the drioncerned had a very good distance
learning program.

So, as part of this project, part of the deal \was the National Union would deliver what
we call “learn direct”, its distance learning cas# the workplace, on computers supplied
by the employer and all workers could access tlooseputers before work, during the
lunch hour, after work and during their flexi timgangements.

And our aim was to deliver a model process. Usinghthe same approach as in Bristol,
we had a star survey. Our only problem was thaetivas absolutely no interest by staff in
changing their times of work. And yet, we knew tlidtad to change. It was going to
change one way or the other and from a Trade Ustisnpoint of view, we wanted to
change, we did not want it to be changed on thd@maps terms, we wanted to be part of
that change.

But staff did not see the point of longer workiraubhs. So, we used a lot of staff discussion
groups which actually helped staff see there wéreravays of organizing their personal
working time that delivered them personal benefisd we moved this away from just
family-friendly because there is a real problethjrk, when work — life balance measures
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are seen as something that apply only to paremtswfg children or even worse, only
to mothers of young children. You have to havelarzed approach.

And there were many staff who had all sorts of seasvhy they wanted to change their
working times. Go on to compress working weeksgua-tlay working week. Many of the
men opted for that. They worked late on one eveanmtjthen they only worked four days.
Typically, quite a lot of them were doing that ey could take part in their family life and
help care for children on that one day. Everythuag voluntary. No one was coerced into
changing their working time.

Now, | will not go into this but there were a numbé&new ways and our previous session
covered some of the ways that flexible working loamntroduced in a positive way. But as
a result, part of the staff, they voluntarily optedvork so that the offices were extended,
the inquiry offices had extended working times, ripg times, but also staff began to
volunteer to do things like run sessions for nesdlf-employed people on how to do their
tax returns on a Saturday morning because theyitsamhancing their own personal
development. And then, they had time off at otivaes of the week.

So, the challenges. It is a challenge to introcee working time arrangements and to
convince staff that the status quo is not necdgghe best way of organizing working
time. The biggest challenge was perhaps middle geasavho perceived that they were
losing control and autonomy. And perhaps unexpectegllenge was the different
perspectives between the national and the localrUpéerspectives.

So, my conclusions from these two projects anather work that | have done is that the
quality of the process that you adopt determinesrésult. As Peter said, there is no
blueprint but there is a blueprint for a proceshak to be partnership. You cannot make
effective change at this level in terms of timewagements without consulting staff. It can
be imposed but it will be resisted actively or pesly.

The process is as important as the outcomes arekdindn both the projects that |
managed, it was during the process that some adutemmes were identified and were
indeed the most important outcomes. And at thethwait, there is a need to match
individual preference and need with business nédidof us have different needs at
different times of our lives, whether we have yoghgdren, whether we want to undergo
some kind of lifelong learning or we have aged per®r we want to take part in civil
society. We have different needs in terms of auetat different times of our lives.

So, this requires us to be creative, to think dgtshe box and be open to new ideas. And
on that I leave. Thank you very much and | hopéyba will perhaps sign up to the TUC
e-newsletter that comes out once a fortnight, ltlaata lot of very useful links to what is
happening in terms of research and news both itVkhand around the world on work —
life balance and the organization of working tirieanks very much indeed.
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FLEXIBLE LABOUR AND LABOUR PRODUCTIVITY GROWTH. AN
EMPIRICAL STYDY

Ronald Dekker & Alfred Kleinknecht, Faculty Technology, Policy and Management, TU
Delft, Netherland

Abstract

During the 1980s and 1990s, trade unions in thénéfktnds sacrificed again and again wage
increases against the promiss of job creation. bae they tolerated a wage-cost saving flexi-
bilisation of labour relations. This brought theinty on a job-intensive but low-productive growth
path. Growth rates of GDP per working hour are &ibailf the EU-average since 1984/85. This
paper tries to contribute to a better understandirtige Dutch productivity crisis, using firm-level
panel data of OSA. It turns out that firms that dnavhigh turnover of personnel do not realize
higher productivity growth than firms with moregid' labour relations. Moreover, firms which
extensively use temporary contracts realize a fyigaintly lower productivity growth. Whereas
young firms realize above-average productivity gtgwmall firms in general have a significantly
lower productivity growth than large firms

1. Introduction: The Dutch labour productivity grow th slowdown
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Following the "Dutch disease” during the 1970s agdinst the background of high and
steadily rising unemployment during the recessioth® early 1980s, trade unions in the
Netherlands agreed upon very modest wage incre@ses.the last twenty years, wage
growth in the Netherlands has been much more maelastin the rest of Europe. Trade
unions relied on the principle of 'trading wager@ases against jobs'. This policy is called
'loonmatiging, often poorly translated into English as ‘wage enation’ or 'wage restraint'.
Moreover, trade unions tolerated an increasingllezation of labour relations. During
the last twenty years, there was an increasingestiapeople working on 'non-typical’
working contracts, including temporary contractgheut a perspective of tenure, labour
hired from manpower agencies, or 'free lance' wstk@bviously, such flexibilization of
labour relations allowed for wage cost savings Hretefore enhanced the policy of
'loonmatiging: As was to be expected from neoclassical thebry,policy of wage cost
saving was followed by high rates of job creatibattattractted attention in the rest of
Europe.

Table 1 is confined to three key variables aboetRiitch economy, which we consider
relevant for sketching the consequences of the tatbn strategy in the Netherlands. Four
observations from Table 1 merit attention:

1. In the long run, Dutch GDP growth hardly devsateom the EU average. This
means that the fairly modest wage growth duringi®®80s and 1990s dibt
translate into above-average growth of GDP. A diyjgibove-average GDP growth
during the 1990s is to be explained by differentdes.9

2. During the 1960s and 1970s, rates of labourymidty growth (i.e. growth of
GDP per hour worked) in the Netherlands were diygb¢low the EU average,
which might be explained by the relatively largevgme sector in the Netherlands.

3. During the 1970s and 1980s, EU-wide growth ratésbour productivity declined.
The table shows that, from the 1980s onwards, drovGDP per hour worked in
the Netherlands declined even further, reaching gbsut half of EU average
growth (column 2).

4. Together with the decline of labour productivifsowth, the labour intensity of
GDP growth in the Netherlands rose substantiaéhe (lumn 3). From the 1950s
up to the 1970s, GDP growth was fairly labour-egiem all over Europe.
However, during the 1980s and 1990s, the Netheslahdrply deviate from this
trend: A one-percent increase in GDP coincides aiit,57% (in the 1990s even
0,61%) growth of labour hours (as opposed to OrIRA8 in the EU). This was the
famous Dutch job miracle.

The high rates of job growth explain why Dutch tashions were ready to maintain quite
modest wage claims even long after the recessidmeogarly 1980s. In interpreting the
Dutch job miracle, one should remind that an econoam grow only in two ways: Either

by using more labour or by making labour more potigre. Following the 1982 Wassenaar

9 An estimate by the Dutch Central Bank (DNB) suggests that, during the 1990s, economic growth in the
Netherlands has been enhanced due to the Dutch 'mortgage Keynesianism'. The rise in housing prices allo-
wed many housceholds taking extra (highly subsidized) mortages for concumption purposes. According to
estimates with the DNB Morkmon model, this caused about 1% extra economic growth per year in 1999 and
2000 (DNB 2002, p. 29-38).

106



107
agreement, the Dutch economy strongly relied orfitsienamed option: Using more
labour. As can be seen from column 1 of table d Dhtch job miracle during the 1980s
and 1990s can hardly be explained by a GDP groldhwas slightly above the EU-
average. Nor was it due to superior export perfoigedlO It is mainly due to a highly
labour-intensive growth during the 1980s and 19606kimn 3) and a strikingly low labour
productivity growth (column 2).

Table 1:
GDP growth (1), labour productivity growth (2) atte labour intensity of GDP growth (3).
The Netherlands compared to the European Union

Average annual GDfAverage annual GDFGrowth of labour hours

growth growth per hour workeg@per 1% GDP growth

1) 2) 3)

EU-14* Nether- EU-14* Nether- EU-14* Nether-

lands lands lands

1950-1960| 4,5 4,6 4,2 4,2 0,07 0,10
1960-1973| 5,2 4,9 5,7 4,5 -0,09 0,07
1973-1980| 2,6 2,4 3,0 2,5 -0,15 -0,05
1981-1990| 2,4 2,2 2,1 1,0 0,12 0,57
1990-2000| 2,5 2,8 2,2 1,1 0,13 0,61

* Annual average growth rates of EU-14 (excludingcemburg)
Source: Calculations based on figures from the weles the Groningen Growth and
Development Centre (www.eco.rug.nl/ggdc)

In recent years, there is a growing awarenes®ii#therlands, that the low-productivity-
high-employment growth path may not be sustainabtae long run. Many of the jobs
created in the 1980s and 1990s may be calledcatifobs — most of them would not exist
had the country had the same labour productivippwjn as its neighbours. Moreover,
during the second half of the 1990s, the highlpilakintensive growth (column 3, Table 1)
lead to an increasingly tight labour market. As waeoretically expected, scarcity of

10 During the entire period of 'onmatiging, Dutch export market shares with respect to the most important
OECD countries even declined. While the Netherlands lost export market shares, they did preserve a positive
trade balance, as "onmatiging’ contributed to slow down import penetration (see Kleinknecht & Naastepad
2002).

107



108
labour drove up wages (in spite of trade unionsityyo keep wage increases low). As
labour productivity growth rates continued to be,lahe wage rises of the late 1990s
translated into lower company profits and a detating foreign trade position.

This paper tries to contribute to a better undediteg of the Dutch productivity problem
by reporting some micro-econometric analyses, basetirm-level panel data of the
Organization for Strategic Labour Market Resea@SA). We draw from a more
voluminous report in Dutch, confining ourselveatalyses of the Dutch manufacturing
sector.11 The next section reports a summary oéssgn estimates that explain inter-firm
differences in labour productivity growth. This caay something about micro-level
patterns behind the macro-economic figures in tdbM/hile the impact of slow wage
growth can hardly be assessed with our firm-levellgsis, we can test the impact of
flexible labour relations on productivity. In sewti3 we round up with conclusions about
the broader meaning of the findings.

2. The impact of flexible labour on labour productvity growth

2.1 Hypotheses

One can argue that easier hiring and firing ofgamel and a higher labour turnover might be
favourable for a firm's innovation performance skiit leads to a larger inflow of fresh
people that may enrich the pool of a firm's innoxatdeas and open up new networks.
Second, easier hiring and firing of personnel makessier to replace less productive
workers by more motivated and productive ones. Wasld lead us to expect a higher
productivity growth among the firms that have takdaad in making their labour relations
more flexible.

On the other hand, a higher degree of labour flltyiblso has disadvantages. For example, a
permanently high rate of people joining and leawrign may diminish social cohesion and
trust and increase the danger of moral hazardhkr evords, such flexibility will diminish
social capital, forcing firms to invest into monitgg and control. Moreover, the so-called
'hold up problem may become more relevant: As labouricglatare (expected to be) only of
short duration, employers and employees may hesdanhvest into the labour relation. For
example, the employer may under-invest into thedruoapital of his flexible workers, but
the employees themselves may also invest lessnrsfpecific knowledge, networks, trust
etc. High external mobility of people increasesgtabability that one cannot (fully) appro-
priate the benefits of such investment.

Flexible and short-run labour relations may alswvota the leaking of confidential
information and of technological knowledge, whiciyndiscourage investments in R&D and

11 Similar analyses among service sector firms tended to be less reliable due to data deficiencies; for details
see Dekker & Kleinknecht (2003).
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innovation. In other words, high (external) labmarket flexibility may aggravate the
problem of market failure due to positive extertiedi. Moreover, firms with a more flexible
workforce are likely to experience increased cofdtéring, selection and on-the-job-training.
They may also suffer in terms the quality of tiseirvices since frequent changes of personnel
may cause problems of information transfer betwsswple leaving the firm and people
coming in. A firm's historical memory may becomeaker.

It is hard to predict theoretically whether suchatese aspects of flexible labour will com-
pensate the advantages named earlier. We theegfgagie in an empirical exploration using
cross-section firm-level data by OSA.

2.2 The model

In our attempt to assess the impact of flexiblelakon labour productivity growth, we
include in our estimate indicators of three typeBeaxibility:
(1) An indicator of labour turnover (i.e. percergagf people that left or joined the
firm during the past year),
(2) Percentages of personnel on temporary contfadtsout a perspective of tenure)
and
(3) Anindicator of internal flexibility (i. e. peentages of personnel that changed their
function or department during the past year).

We add control variables, including:

e Firm size and age. While young technology-basethsfiay realize high
productivity growth, smaller firms tend to taketlét advantage from scale
economies and may be lacking resources. We thera@fictude as explanatory
variables firm size and a dummy for firms that yoenger than 5 years.

e Sector dummies should account for differences ohrielogical opportunity
between sectors.

e Sales growth should account for the so-called Vemddaw (i.e. a relationship
between sales growth and productivity growth).

e Control variables for innovative behaviour. The O$#abase covers a rich choice
of innovation indicators, including indicators reld to R&D input, innovation
about (i.e. shares in sales of innovative produotjualitative information (e. g.
'Did you introduce a major new technology duringltst two yearsor does your
firm have an advanced position with respect to rapi@ation and automatisation
of production processe$%?

The database also covers related variables thdtkate to have a positive impact on
labour productivity growth. Among these are:

e Percentages of personnel with higher education;

e Afirm's export intensity;

e Investment in fixed assets;

e Manpower training;

e The age structure of personnel.

In our preliminary estimates, it turned out thag¢ tlatter group of variables caused
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considerable problems with multicollinearity. Thiere, many of these variables
needed to be dropped. Moreover, the various vessibimnovation variables also were
highly multicollineair. In the end, we decided &euithe following simple dummy variable
for innovative behaviour:

e 'Non-innovators': firms without any R&D activities;
e 'Strong innovators': firms that perform R&D on ampanent basis and have R&D
expenditures as a percentage of sales of 5% arlarg
e 'Normal innovators': all others (i. e. firms withlp occasional R&D and/or firms
with an R&D intensity of less than five percent).
This simplification helped to solve some of ourlgems with multicollinearity. None-
theless, several interesting variables still hatdcexcluded. Among these are a firm's
export intensity (which was significant in most siens when innovation variables were
omitted), and investments in fixed assets (as egméage of sales or per employee). As
expected, this latter variable was highly significan all versions but also has a high
correlation with various innovation variables. Rertages of personnel with higher educa-
tion were sometimes significant and sometimesdepending on the specification. The
same holds for manpower training efforts. As thtetawo variables have a degree of mul-
ticollinearity with the innovation variables, theye omitted from our final version
documented in Table 2. The only innovation varidbé had no correlation with the other
innovation variables was based on the quedtias your firm an advanced position with
respect to the mechanization and automatisatigraduction processes?his variable
says something about the speed by which old vistafjeapital are replaced by new ones
which should, of course, have an impact on laboodyctivity.

In an earlier version of our estimate, we alsouded a dummy variable for the age
structure of personnel. We expected that firms ltlaae high shares of personnel in high
age classes would show less labour productivitywtroTo our surprise, this age variable
was insignificant.12 A possible explanation arertatively generous schemes for early
retirement and for persons with a handicap (WA®gse schemes allowed firms to easily
quit less motivated or less productive personngb®ly very healthy and highly motivated

people keep working until the age of 65, havinghhépares of personnel in higher age
classes does not seem to matter for a firm's |lapangtuctivity growth.

2.3 Results

The results about the impact of flexible labouatieins are mixed. A high turnover of
personnel does not seem to influence labour prodiycgrowth. As sketched above, a
high labour turnover may be positive for labourdarctivity growth due to high rates of
‘fresh blood' coming in or due to the easier reptaent of less productive workers by more
productive ones. Seemingly, such a positive impaanore or less compensated by
negative effects of a high turnover: A short tinogibon of personnel; less dedication to

12 This is inconsistent with recent findings by Gelderblom et al. (2003) who find that older people do have a
lower productivity.
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work; a loss of trust, and an inadequate infornmatransfer from people leaving to
people coming in, weakening the organization'sohisal memory. Some of these argu-
ments might be summarized under the notion of ‘bipldn order to make a labour relation
fully productive, employer and employee need teest' into the labour relation (i. e. into
networks, trust, firm specific knowledge etc.)thke (expected) duration of the labour
relation is short, such investments will not takacp.

Against our expectations, high percentages of persddhat change functions or depart-
ments within the firm have an insignificantly negatsign in our productivity equation.
We had expected that greater internal flexibilitpuhd allow for greater allocative
efficiency and hence productivity growth. Howeviarpractice, high internal flexibility
might often be linked to major organizational chesigassociated with lay-offs of person-
nel. Such lay-off campaigns may unleash procedsab/erse selection: If people feel that
their job is threatened, they will apply for jodseavhere. The most capable people will
usually be the first to find a new job and leaviee Tess capable people are trapped in the
firm and are internally reorganized. This adveredion process might explain why we
find an (insignificantly) negative impact of intainflexibility on labour productivity
growth.

High percentages of people on temporary contradctsdut a perspective of tenure) have a
highly significant negative impact on labour protlity growth. In this case, some of the
above-named factors are likely to be relevant: Lafckvestment' into the labour relation
due to a short time-horizon, less trust and loyaltyl easier leaking of confidential
information, a short organizational memory etc.

Most of our other variables have the expected simfind that larger firms indeed show
higher growth rates of labour productivity. The sanolds for firms of less than 5 years
old. As expected, the Verdoorn coefficient is hygsilgnificant. A one-percent growth of
sales coincides with an 0,24% rise in labour praditg which is low by international
standards. Other than expected, we find few diffees between industries. Firms that
report that they havean advanced position with respect to mechanizatoml
automatisation of production procesdegsve a modestly higher (+1%) productivity growth
(insignificant). Firms that belong to the groupstfong innovators' have a 1,9% higher la-
bour productivity growth. To our surprise, thisesff is insignificant which has to do with
relatively high standard errors within the grouprofovators.

Closer inspection of the data revealed that tieareleed more turbulence within the group
of innovators. For example, innovators have sigaiitly higher probabilities of
contracting out (and 'contracting-in') of activitjeof mergers and acquisitions or other
types of organisational change. While such chaagegypical for an innovative environ-
ment, they can cause higher standard errors, digeaiuse of real turbulence or by nega-
tively affecting the quality of data reporting. Gsteould note in this context that problems
with noise increase as we use several variablesrfandicator. For example, in order to
arrive at our labour productivity measure, we cotaduvalue added', taking sales minus
inputs bought from other firms, minus depreciatidhe resulting value added was then
divided by labour input. Moreover, we had to limotsubsequent surveys (with a two-year
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distance) at the firm level. Linking firms that peipated in two subsequent surveys
can be another source of noise that is hard ta@omue to mergers, acquisitions and
other organisational change, firms can change guviio years.

Table 2:
Factors that explain differences between firms in labour productivity growth (Value added per employee,
periods: 1992-94, 1994-96 en 1996-98)

Explanatory variables: Coeffi- t-
cients: values:
Firm size: 20-99 employees* 4,03 1,7*
Firm size: 99-499 employees* 7,82 3,20k
Firm size: 500 and more employees # 12,00 2, 8%k
Firm is younger than 5 years 4,26 2,3%*
Sales growth (Verdoorn effect) 0,24 5,0%%*
'Strong' innovatot## 1,90 1,0
'Normal' innovator™# 0,17 0,1
Has advanced position in mechanization and automatisation of production 1,01 0,5
Labour turnover during the past year -0,08 -0,5
Percentage of employees changing function or department during past year -0,26 -1,5
Percentage of employees with a temporary contract -0,26 -2,5%F
Industry dummies:
Textiles, clothing, leather 13,56 1,5
Wood and paper 6,96 1,7
Printing and publishing 0,47 0,15
Chemicals, plastic, glass 0,71 0,3
Basic metals en metal products 5,38 1,8
Mechanical engineering 1,39 0,5
Electrical industry, electrical machines -1,93 -0,5
Automobiles and other transportation means 4,03 0,7
Furnitures 0,20 0,1
Reference group: food and tobacco - -
Dummy: observations measured in 1996 (reference year: 1994) 0,00 0,0
Dummy: observations measured in 1998 (reference year: 1994) 3,08 1,4
Constant term 0,48 0,1
Numbers of observations 594
R-squared 0,21

*HE significant at 1% level; ** significant at 5% level; * significant at 10% level
# reference group: firms with 5-19 employees
## reference group: non-innovators
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3. Summary and conclusions

Our regression equations confirm a number of aippectations. For example, we find
that large firms, due to various types of scaleeadaies, realize significantly higher rates
of labour productivity growth than their smallerucerparts. This implies that the
macroeconomic pattern of lowly productive and hyglalbour-intensive growth in the
Netherlands (visible in table 1) is to an importdegree due to the weak productivity per-
formance of small and medium-sized enterpriseseQiian small firms, young firms
(younger than 5 years) do realize significantlyhieigrates of labour productivity growth.

Moreover, the pattern in table 1 was also enhabhgeeimploying people on temporary
contracts. Firms with high rates of people on terapocontract realize significantly lower
rates of labour productivity growth. However, fbetother indicator of (external) flexibi-
lity of labour (a high labour turnover) we find sach effects. In this case, the above-
sketched positive and negative effects of flexjpidn labour productivity seem to be more
or less in balance. In principle, a high rate abgde changing function (or department)
within the firm should enhance allocative efficigrand enhance productivity. However,
the context in which high internal flexibility teado occur (adverse selection during
restructuring and lay-off), seems to cancel out plositive effects of flexibility on
productivity.

Highly innovative firms in our sample realize onesage 1,9 percent more labour
productivity growth. Moreover, manufacturing firthst claim that they havari advanced
position in mechanisation and automatization ofduction processeégcompared to their
competitors) realize one percent more labour privtic growth. However, all those
percentages are (strictly statistically spokergignificant’ due to large standard errors.
High standard errors may in part be due to noigkardata due to high rates of structural
change within the group of innovators (i.e. redunting; mergers and acquisitions or
contracting-out). While such factors may be comg@etary to innovative strategies, they
may create organisational turbulence, which in@g#se probability of reporting incorrect
figures in a survey. On the other hand, innovat®oa typical 'high risk — high return’
activity. It therefore seems almost 'natural’ flratres about innovative firms show higher
variances. Having these points in mind, one shprdably not dismiss the above-named
percentages as ‘unimportant’, simply because tteestatistically insignificant.

In all versions of our labour productivity regresss, the Verdoorn effect was highly
significant. In our firm-level estimate, one percesles growth coincides with 0,24 percent
labour productivity growth in manufacturing. Thisnges close to the picture from
aggregate statistics, and, after 1985, Dutch Vardooefficients are low by international
standards. Above, we offered the hypothesis tleadiéitline of labour productivity growth
is caused by very modest wage increases duringB@s and parts of the 1990s and by
wage cost saving flexibilization of labour relatoorVarious parts of economic theory
suggest that a causal relationship exists betwesgewrowth and labour productivity
growth, notably:

In standardheo-classical theoryan increase in the relative price of labour l¢adsib-

stitution of capital for labour, shifting along &a/@n production function, until the
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marginal productivity of labour equals the givealr&age. Causality in this ar-
gument runs from relative factor prices to choit&ohnique and hence productivity.
In vintage modelsvage increases lead to scrapping of old, labaiensive vintages of
capital in favour of new and more productive virga@f capital.

In the theory ofinduced technological changhigher relative wages increase the
labour-saving bias of newly developed technologgkkl1932; Kennedy 1964; Ruttan
1997);
In the Schumpeterian theory of creative destructione can argue that, due to their
monopoly rents from innovation, innovating firmsdaetter live with an aggressive
wage policy by trade unions. Higher real wage ghoarihances the Schumpeterian
process ofcreative destructionin which innovators compete away technological
laggards. Conversely, slow wage growth and flexlaeour relations increase the
likelihood of survival of low-quality entrepreneurgvhile this is favourable for
employment in the short-run, it leads to a lossnbvative dynamism in the long run
(Kleinknecht 1998).
According to Schmooklerian demand-pull theondr®l the Verdoorn-Kaldor law,
higher effective demand raises innovative actiaityg labour productivity. This implies
that wage restraint or downward wage flexibilityymepede innovation as far as it
leads to a lack of effective demand.
Within an endogenous growth framewo(k.g. Foley and Michl 1999: 2888), a
profit-maximising firm’s decision to invest in (labr productivity increasing) R&D,
can be shown to depend on the share of wageslrctists. The higher the wage share,
the more profitable it becomes to devote resoutcescreasing the productivity of
labour.
Some of these theories point to a direct link betwwages and labour productivity growth.
Others, such as tharéative destructiorargument, suggest that overall innovation agtivit
may slow down in response to lower wage cost pressn any case, all those pieces of
theory contribute to explain the post-1980 deatihButch productivity growth observed
in column 2 of table 1.

Unfortunately, the OSA database did not allow fetraightforward test these hypotheses.
However, in earlier versions of our estimates, eumfl strong evidence that, among manu-
facturing firms, investments (per worker or as acpptage of sales) had a highly
significant positive impact on labour productivgyowth. This is not surprising as much
productivity growth is 'embodied’ in new investmegudods. Due to problems with
multicollinearity, the investment variable had ®dimitted from the final version of our
estimate. Related research demonstrated receatlg glight decline of investment ratios
in Dutch industry can explain part of the slowdownlabour productivity growth
(Naastepad & Kleinknecht, 2004).

During our period of investigation (1994-1998) #herere two factors that can be assumed
to have had a positive impact on labour produgtigiiowth:
1. Legislation with respect to a 'disabled persossirance act' (WAO) and early

13 The classical reference is Schmookler (1966); for a recent survey and empirical support see Brouwer and
Kleinknecht (1999).
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retirement schemes were quite generous. This all@wch firms to quit many
less productive workers at fairly low costs. Thisisihhave enhanced labour
productivity growth and it explains our above findithat there is no lower labour
productivity growth among firms that have high €saof older workers. The
relatively low percentages of people that contitougork at the age of 55-65 years
consist of very healthy and motivated people.

2. In the Netherlands, economic growth was paitylstrong during 1994-2000.
This is likely to be related to the build-up ofyate debt that was made possible by
strongly rising housing prizes. This is sometinedenred to as the Dutch 'mortgage
Keynesianism', i.e. deficit spending by private $eholds that was enhanced by a
generous subsidy scheme for mortgages. Via theddendeffect, this must have
fostered labour productivity growth.

It is remarkable that, in spite of these two pwesiticounter-effects, overall labour
productivity growth in the Netherlands has so selyedeclined. This underlines the
relevance of the above-sketched arguments abouiibect of wage cost pressure on
labour productivity growth.

In the nearer future, these two positive effecty ohaappear, as a similar bubble in the
housing market is not likely to be repeated andccBgpovernment is heading for a more
restrictive access to early retirement schemed@na tougher control of access to the
'disabled persons insurance act' (WAO). This iljiko exercise a negative influence on
productivity growth in the coming years. Summing we expect the problem of low
productivity growth in the Netherlands to keep usyfor some more time.
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NEW FORMS OF WORK ORGANIZATION — GERMAN EXPERIENCES
Dr. Erich Latniak, Institute for Work and Technolog y (Germany)

| enjoy to present to you some of the researchriggiwhich we did in several studies. |
am a social scientist and member of the reseaafh aft the Institute for Work and

Technology. This is a publicly funded research emasulting institution of the Federal
State of North Rhine Westphalia. We are providiegearch, policy and company
consulting, development and implementation of newcepts for companies, industrial
relations partners and policy in North Rhine Weatjgh

| have been active in the field of organizatiortemge and restructuring for about 10 years
and what | would like present to you now is ourutessof studies which will provide
something like a horizon of what has been goinmdhe industry in Germany during the
last 10 years. We did several research projecthisriopic. This is an effort to a kind of
reflection of what we have done during the lasbd @5 years in promoting new forms of
work organization and what we could provide forustty, for example.

| will do this in two steps. | will first providenformation on the studies and then shift over
to some of the present challenges. And | thinknl @annect and relate this to what Peter
Totterdill has said this morning.

In order to give you an impression of the backgbahthe German discussion, | would
like to invite you to come back to the early ‘90ghame. Looking back through these
years, we have the impression that in Germany edpecthere is a “sloganeering
industry” that has been very active in continuoystymoting lots of new concepts and lots
of new ideas. | do not know whether they are reallpew, but we heard about Japanese
lean production concepts, especially for automaodind automobile industry. We heard
about business process reengineering and, intth®I(as, there was a strong emphasis on
new economy and different types of work organizapoomoting flexibility, as are e.qg.
work in projects and networks which has been higihtyminent and which was very much
promoted by different actors in the industrial tielas sector.

What | would like to emphasize is that especiafiythe early ‘90s, there was a strong
emphasis on group work because in Germany thiseséoroffer a joint perspective for
employers as well as for the Unions. You could ems# this to the notion of
“rationalization by humanization” and it was kindl @ blending of “lean production”
concepts brought in by management and industryhenone side and the quality of
working life initiatives which have been very muidstered by the Unions during that
time.

| just want to mention that because at that tinoe,lyad a high degree of public awareness
of these aspects and it was quite interestinggovat the outcome would be because you
had a lot of political initiatives that give stroegiphasis on that in the public debates and
work restructuring.
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And the interesting thing for us was that on the band we had quite a lot of talking about
and the first results we produced were more ordesgpointing in that respect. What we
did was an employee survey. We did this twice, 893l and in 1998. This is a
representative survey for the whole German industgyservices. We asked the employees
whether they would cooperate. We asked them almeuatitonomy in work and their
chances to participate and how they participated.

We derived a set of 8 different types of work bglaster analysis, which are highly
concordant with respect to the three dimensionadirbin. And you can see by red lines
that especially the self-determined cooperatior tyfjpivork increased significantly while
on the other hand, the most heteronymous formsdf vof individual work increased in
the same way. So, what you can say, we have aizatian that has been extended.

Furthermore, we tried to figure out what the dissertion of group work really was. Based
on these four cooperative types of work, we mafiether breakdown step for which we
used of some other questions. We found out thabappately 11.8% of all employees in
Germany did work in a kind of group work structurd 998. You can see that there was a
significant growth of about 1% per each year. ligo on further and try to find out what
kind of group work has been promoted in these comggawe had to learn that the most
advanced types of work, the semi-autonomous grarg,was only a small part of it. So,
there are only approximately 3% of the employeed Worked in that kind of work
organization.

From appoint of analysis, this is a very limiteghegach. Accordingly, we tried to extend
this and to introduce a more company-oriented vigverefore, we tried to find out in the
second study, whether there is a strong emphasiecentralization efforts at different
company levels. So, what we did was to use data faEocompany survey which is
performed by the Fraunhofer Institute at Karlsreliery two years in order to find out
what has changed organizationally on the workpleeel and on the company level.

We did this in a way to not only ask “Did your coamy apply group work” but we asked
e.g. “ Did your company apply group work??2re at least 30% of the employees
working in groups? And'3Did the group members perform planning tasks aradity
related tasks /quality controls?”. So, we triedgain more information on the work
organization on the shop floor level. The narrovgeginition is going even further. The
critical aspect is that every member of the graughle to perform all tasks.

Doing so, we tried to figure out these dimensidMs.found out that for the capital goods
producing industry, which is the sample here, appnately 19.5% of the companies
applied group work - which was quite a lot at thate. On the other hand, the
decentralization of planning and control and tis& tategration on the workplace level are
hardly applied by the companies. So, you can se¢ companies answered “yes, we do
apply group work”, but if you look on it with a mawer definition, you can see whether a
larger group of employees in the company is reghiylying these tasks and whether they
have the competencies to do certain things.
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Investigating into the changes on a company otegjia level, the impression is that
companies very strongly emphasized to become le@hey reduced hierarchies and they
reduced central units, between 1997 and 1999viaaand to a degree that nobody would
have thought.

So, the interesting thing is that there is a stemghasis on the reduction of organizational
levels while the emphasis on the workplace reomgian is fairly low.

In a third step of analysis, we then tried to fond whether this is an integrated strategy to
decentralize on a strategic as well as on an dpetavel. We wanted to find out, whether
companies would way decentralize on company lesedrathe workplace level in the
same. The result was that only a minority of thepanies really performed an integrated
approach while there still is a high degree of argationally inactive companies.

So, what does that mean? In a certain way, athhege of the century, the German
situation can be described as follows: There isr@ang emphasis to become a leaner
company while advanced measures of work design ety ever applied. This seems to
be quite closely related to a strategy of costiagitivhich obviously is the dominant one

while the integrated use of employees’ competensitsss developed.

Furthermore, we could find some indication for@ereasing polarization. | mentioned that
there is an increase in cooperative as well agdm@tmous forms of work organization,
even with similar growth rate.

As mentioned, the use of group work is increasiagibis still limited and with less
emphasis on advanced forms. Obviously the notidnadibnalization by humanization”
did not work out as it was intended or as peopbaigit it could be in the early ‘90s.
Unions and work councils emphasize that when y@alyae the processes of introducing
group work, there are problems with resulting wogktonditions, with missing resources
needed for the group work, conflicts with controblasteering processes and things like
that.

And a final point, obviously there is no “one besty” of organizational development
which can be promoted but you have a set of diffieepproaches side by side with
differing results even in a similar environment.

What is going on in Germany, presently? | woulclio stress at least three specific
aspects. The one is the ongoing trend to interm#tie market as a steering mechanism or
as a control mechanism inside the company. Siredetin production debate, we have
strong emphasis on a market driven production. &s know, there is a trend to a
customizing of products and services. You havedhalaout “just-in-time” and “one-piece-
flow” structures which focus and implement the idkeat the customer is “pulling the
products out” of the company, more or less.
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The second aspect a the strong customer orientatienery level. It is not only - as it
has been before - the task of the marketing degaittrbut nowadays, it is quite common
that for example, a customer is directly calling pnoduction manager inside the company
in order to check what is going on with a certagtiviery or product related problem.

The third aspect | would like to emphasize is ffmat have an increase of process control
via contextual variables. You have budgets andotibs, and people are quite free how to
structure their work as long as they can reachottjectives given. This is quite the
contrary to the traditional rationalization apprioaespecially in production, which was
directed towards keeping market turbulences oytroéluction on the one hand and in
order to realize economies of scale on the otherb&th the objectives, a high degree of
flexibility and economies of scale, do not reaitydnd the impression is that reaching both
is not really organized, but is left over to beveal in the everyday work on the operative
level.

This has some implications for the resulting candg of work. And there are two aspects
discussed in German work sciences at present. idesavhat we call “Entgrenzung von
Arbeit”. | try to translate this by “the delimitath of work”. Talking about “Entgrenzung”,
there are four elements to be taken into accouribor limits of work seem to vanish.

1% the definition of tasks: The predefinition of worg tasks becomes increasingly
difficult. In German work sciences (i.e. in relatearts of engineering and psychology),
“tasks” are characterized by a fairly clear defonitof the actions to be performed by the
employees. Itis a defined type of work. But thera shifting towards “problems”: You do

not know really what the solution is. You have tadfthis out during the process of
production or in the process of delivering the v

2" the working time: The working time is increasinglgapted according to production
demands. Peter Hartz, one of the managers of VM&dabout the “breathing plant”,
getting more people in if it is needed and breaftuat them if there is less work.

3" the location of work: We have heard about the ghmamlocation of work and telework
this morning so there is no need to extend this.

4™ work-life-balance: And the limits between work andn-work seem to become
indistinct or the limits seem to shift.

The second aspect is that increasingly there eed to use employees’ competences to
fulfill this new type of tasks or to solve thes®lplems. And the individual flexibility is
required to solve these unforeseen situations.

Coming to the final one, what we now have to fat&ermany is that obviously, the

individual skills and competencies become even rmopertant while on the other hand,

we saw that German companies tend to focus onctsitg by layoffs and reduction of

staff. The derived thesis would be: The resouraesaf strategic change inside the

companies are no more available in every compaayif$8he have reduced staff to a
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certain degree and doing so, the company redueeorganizational slack necessary
for restructuring, it is becoming even harder tiftgb a different strategy or to provide
more innovation. The question is, whether work giedias been neglected or is still
neglected in these companies. There is at least smence for that according to our
research findings.

Furthermore, we have a heterogeneous situatiodigedyent development paths can be
found even in the same company. Finally, for thekwsziences, we have to admit that

certain design principles do not guarantee goodkand a sustainable type of production

in every case. So, the conditions and the compaokground need to be taken more into
account as this has been done before. This iparr present research and conceptual
work.

My final notion at this point is, | agree with Pet€otterdill, that it is necessary to
concentrate on the change process and to emplilaisibea stronger way as this has been
done before. But this is only one side. The otie# &: | think it is necessary to have an
orientation in these processes which is a bit rhey@nd being productive and being able
to produce goods and be economically successfid.i3Bven more necessary if you want
to build a certain type of production which will dgccessful for a long time. The smart use
of employees’ competencies in an organization neztie guaranteed and fostered in a
way they can adapt to changing needs and markeitisih as well as to their individual
needs. Otherwise, the company will not be ablestthese people to it for a long time. We
could show that there are remarkable deficits im@ay in this respect.

And | think, with this notion, that’s it from myde. Thank you.
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CHAIR:
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EDUCATIONAL CHANGE FOR SUSTAINABLE EMPLOYMENT

Pierre Laderriére. Ex-Head of Organization of Institution ManagemeanHigher
Education, OECD

Introduction

Sustainable employment is not always understodkddérsame way by the various social

partners, if not stakeholders, within national seeconomic policies. In the current and

likely future economic conditions, it should now ¢lear that such a concept no longer
reflect the idea of a lifelong job in a firm, aseexplified earlier in the Japanese model. It
is currently interpreted as a situation where @seconomic policy is permanently able to

feed the economy with an adequate supply of hueswurce (i.e. in both quantitative and

gualitative terms). In such circumstances, permfdsnemployment are not denied, but

they should be based on an initial relevant edacadtackground and activated though

dynamic method of re-skilling. Hence the idea thadtainable employment is closely

linked to education and training. But, as we knsugh a relationship is a complex one, as
demonstrated by numerous and difficult debatedisrkey issue in the past.

In the last ten years or so, the question of tilalje between education and active life, has
become more complicated with the emergence of ade@lopmental concept applied to
modern societies : the idea of life-long learnibgl(). Developed and encouraged by all
the major international bodies, LLL is supposetepond to the various needs of a fully-
fledged learning society which now seems to charase societal development. Indeed,
such a world trend implies that an initial educatmd training as good as it could be, can
no longer extend over a life-span and should eiteégularly or on an ad-hoc basis, be
renewed, extended or deepened according to socletafes. Contrary to the past, with
the exception of some countries with strong trad# of multidimensional adult education
(i.e. Scandinavian countries), the adult segmehbLbfwill not be limited to various kinds
of retraining for employment. It will become bremdand more open, especially in a
context where social human skills are more cloaglgulated with vocational skills, under
the general heading of “competence”. Before carsig how far educational measures
could help individuals to cope with the various mfpas affecting our societies, and the
current difficulty for the education and trainingstems to develop in what could be
considered as a right direction, we should briedlyall the new context of contemporary
societies.

[. A new context
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Even if the changes in work organisation are preskin an other session, it is necessary to
recall major trends likely to directly or indiregiinfluence curriculum development and
learning outcomes. Firstly, we are witnessingdaiced number of hierarchical principles
and lines of bureaucratic controls, in favour ofreased self-organisation and self-
regulation, both individual and collective. Thesiecause, secondly, the concept of project
(always more or less relatively autonomous) anohteark are developing rapidly, based
on more or less permanent dynamism and creatiVitys implies, thirdly, that know-how
and life skills are closely linked particularlyénoss-disciplinary competencies, and that a
certain polyvalence of skills is increasingly nesagy to facilitate mobility in context were
guantitative and qualitative factors are more amdenintricated. Fourthly and finally,
mastery of all communication skills, especiallylwi¢gard to integrating them into various
networks, is essential to enable individuals tefinne their employability and up-date
their knowledge.

It should be added that such a trend is takingephathin a more competitive atmosphere
and world, implying a more systematic performabased activity related to the idea of
project mentioned above. It therefore means thkt @f human activities are now
measured, confronting outcomes to primary objestiaed that is why the concept of
competences, a slightly broader concept thanakiit contains more human initiative in
mobilising acquired skills in a given context, hasently emerged in the developed
countries (Laderriére, 2002: 105-135). The regiosegiersonal commitment in work and
society at large is still widely debated, but itridine with an other contemporary trend:
the development of social individualism and, consedly, the more frequently asserted
concept of clientele and its requirements. Thelaire well known: quality in the goods
or services one intends to purchase, optimisatfaiie cost/benefit ratio, demand for
transparency and accountability.
A last major trend should also be underlined: de&edisation . It is a generic term
describing the situation whereby decision-making sranagement are brought closer to
their implementation points; in a context of irs@gg complexity and greater knowledge
and initiative-taking by individuals and instituti®. This concerns either public or private
sectors. In such a development, institutions,&@afhg, are required to increasingly acquire
the status of “learning organisation”, thanks whhievel human resource. The above list
of emerging contextual factors is far from exhauestiTheir weight can very according to
national/cultural context, socio-economic developta®eing generally unequal in a given
large region or country. At a given place and moiméey may be viewed as both
constraints and opportunities. How far educatiomedsures could help individuals and/or
community groups to cope with the above changesmmising the adjustment cost and
in facilitating a smoother transition from learnitzgactive life and vice-versa throughout
the life-span?
Faced with the above issue of a minimum of coherdiatween education and societal
developments, we could be tempted by two complehgradictory solutions. The first
one would consist, for the educational and traingygtem, to accept without any
discussion the immediate requirements of the pricalu@nd administration sectors in
terms of skilled labour. The second one would st entirely rejecting the demands of
such sectors, in the name of the preservatiorricf stitonomy of the school system, for
123



124
the benefit of an overall development of the indipal. Even if some people and
groups are still backing these two points of viewthe current European debate on the
future of education, it appears that these pasticannot be kept for long. Since more
than ten years, indeed, various changes were unteatin the European learning systems
which exemplify the very complex and subtle relasioips between education and the
society at large, which has always existed. Bezafisa lack of research interest and
sometimes of relevant methodological instrumentsfoorideological reasons, these
relationships were not always reviewed, clarifiad acted upon if needed. An example of
an informal adjustment has been the earlier diggavehe “hidden curriculum”, showing
how school life was transmitting life and work habio youngsters beyond the formal
syllabi. Our hypothesis is that if the questiontbé contribution of education to
sustainable employment is posed in Europe sincerakwears, it is because the
educational systems were unable to cope with therapid changes affecting the society
of large and its work organisation in particular o take them into account to review and
possibly rebuild their management accordinglyha$ never been asked to the European
education system to drop their humanistic and thezenultidimensional approach of the
development of human being, especially in a peviben it has been agreed upon in
several quarters, including in the business sedt@t a strong general culture is
indispensable to educate and train the labour fok#nat has been underlined since
roughly forty years (i.e. the creation of the Ongation for Economic Co-operation and
Development), was that, precisely, the considaratiche multidimensional features of the
education systems was unbalanced at the expen#®e aicquisition of the relevant
competencies required in active life. In the nsedective/elitist systems, it was meaning a
priority in favour of academic education, thosedstus failing to achieve its specific
standards, being sent (in fact socially “downgrédyigdvocational education and training
(VET), except when strong autonomous VET were &bfeed labour market with high
level skilled workers and technicians.

For several years OECD tried to demonstrate thi@iralasting economic and social
development was requiring a permanent action imdawf individual acquisition of
qualifications sufficiently flexible to respondtiechnological and labour market changes.
Through numerous and varied thematic and nati@vaws, the Organisation has shown
that insufficient policy in this field was impedisgich a development. Since then, other
voices joined OECD claims, specially the Europearbthrough multiple initiatives, one
the most emblematic being its constant supporteéHifelong learning strategy for all, as
a spearhead of the formal Union’s goal of laboubifity.

[I. Quality off and in the system

When looking at the issue of “educational changefoit is strange to start with quality
matters and not with some sweeping adjustmentsnelipg to sustainable employment’s
needs. Quality, here, only means, for the educatial training systems, to meet their
major objectives as they are generally spelledamat agreed upon in any democratic
society. Of course, major changes will be congidebelow, but it should also be
recognised that some of major difficulties currgifdiced by the systems, could be initially
found in their inability of self-regulation, in knwith their basic aims. We will briefly
outline some obstacles that they were unable toecovee.
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I. Basic skills and quality issues

It is not the place to come back on the debate walityy of education in developed
countries initiated in the middle of the 80’s. dftseveral years of publications of
developmental indicators of schools and adult etilucachievements, the first results of
PISA confirmed that many systems were to longez tlbmeet societal learning needs. It
was interesting to note that the traditional elgistems of middle and south of Europe and
the previously well-praised dual systems of then@ar speaking countries and traditions,
were no longer able to correctly qualitativelyndt quantitatively, correctly feed their
respective labour market, without talking aboutwleak situation existing in some Anglo-
Saxon countries. What struck many observers smde80’s was the sometimes high
percentage of pupils which did not acquire in titaed even later...) the basic skills
required in any life, including of course, in thetige (labour) life. And even if it was not
S0 easy to prove it methodologically speakinggthgcational systems were accused either
to contribute in youth unemployment or not to baipped to combat it.

Several hypotheses were advanced to try to explaih a situation. Firstly, the lack of a
real culture of evaluation within the system wasppinted. Both centralised and
decentralised systems shared the same obstacle,ifevay definition, management
traditions in decentralised systems were more openthe building of a true
multidimensional assessment of the entire syst€ne more centralistic (mainly public)
systems were more reluctant to go in such a dmecttill feeling that tight central
decisions and administrative controls were guasangequality.

Secondly and closely linked to the above point,|#c& of evaluation was also meaning
that a true performance based management was iillgodsormal objectives, of a general
nature, and not fed back by seriously based evahyatannot be concretised in a
management by objectives at the level of the resptaninstitution and/or local authorities.
Thirdly, the overall societal changes outlinedhe first part were not rapidly taken into
consideration to revise the curriculum, eitherift@ological reasons and for preserving
education/schooling from outside influence or bseaof the always weak effort of
educational research and development activitiesamoyation strategies. Hence, too slow
curriculum development increased the mismatch batveehool outcomes and societal
needs, whatever effort was made to reinforce théoaships between academic and more
vocationally oriented education. It is worth ngtithat such a slow process had also
negative effects in a sector which was supposed fweserved from such a trend through
an optimal alternation between education and wotke dual system. Contrary to the
earlier situation, such a mode of apprenticeshifpnger protect against unemployment
and was sometimes too slow to modify content aacthiag methods in certain and new
branches of activity.

il. Vocational education and lifelong learning

Then, one of the major issue has been the plaveadtional Educational and Training
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(VET) in the overall curriculum. If, as indicatadove, the dual system had no longer
the very positive effects it earlier provided, iamt that the place and role of VET within
the entire system had to be reascertained. listedigstems, entirely based on positive
achievements in academic fields, and thereforetivegahoice as an entrance basis in
VET, there was a growing risk of being unable tootuce”, in quantity and quality, the
human resources required by societal developmetd.we know that to cope with this
issue, these systems had, in fact, to provide ammademic/general education in VET, but
in a more subtle way that just superposing academd vocational contents in an
education and training sector let in isolationtt# test of the system. What curriculum
development and education R&D were saying is thaermterdisciplinarity was needed,
together with new skills in terms of communicatsr human behaviour. Until now, only
Scandinavian countries made a strong effort to &€ streams an equal role to academic
streams in school education, while offering initeyt education a real alternative to
University education in developing polytechnicsiviling VET diplomas at higher
education, in an efficient way, to both young stitdeand adults.
As already mentioned, the strong adult educatiaedition in Scandinavian countries
helped in the development of life-long learninghiase countries after the relative failure
of restructuring the overall system in the 70’s 80 on the basis of the earlier concept of
recurrent education. But as Eurydice surveydierbieginning of the 90’s have shown, if
the majority of the European countries backed thé lconcept launched by the
Commission and other international bodies, thepetiical effort of these countries, only
concerned adult education or the adult segmemeofLL. We have, in fact, back to the
earlier issue of curriculum development. As alyeagbntioned (Laderriere, 2002: 181-
189), there will be no real LLL permeating the wdhdéfe-span, if initial education and
training are not preparing the individuals to pesity and regularly come back to learning
experiences throughout their entire life. Fortilee being those having failed at school
and therefore much in need of further educationfiardy resisting it, because of their
earlier negative learning experiences. Hence &zl 1to reshape completely the initial
content and learning methods to possibly articudateh learning sequences with further
sequences, as requested. Apart from the usuataese of a professional milieu which
rarely thought about the way the education theyigeal was used by individuals in real
life, co-ordinating and practically integratingtial and further education in a life-long
perspective is a true cultural revolution for thajonity of the human resources acting in
education. Exceptin a very few countries, iniidlcation and diploma are still framing
individual career. It therefore means that sucjonw@nanges in the educational sphere will
only be possible if parallel changes occur in ddif@and employment.

An interesting example of maintaining the “status’thas recently been offered by a state
of the art of career guidance emerging from a comsuwvey of OECD and the European
Commission (OECD, 2003 : 39-57). As this issueackled during the Conference, we
will just recall that its mission is widening todmeme part of LLL and, that, therefore, it
plays a key role in helping labour markets work addcation systems meet their goals.
Current innovations seem rather meagre againstriuand likely future needs and if we
compare current outcomes with a previous apprafghé situation in the European Union
(Leclecq, 1997: 113-119). No real progress wasemadhe direction of the intended
upheaval. And this is not a surprise, as a reswed career guidance system can only be
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settled at the crossroads of initial and furtheroadion and training throughout life and
curriculum development, in conjunction with the aisifion of career management skills.
It should nevertheless be underlined that the wesgk progress in the above field has not
delayed the development of two important innovatiofhe first one is the full recognition
of credits acquired, generally by adults, througin-formal and informal learning,
including through the growing sectors of distarearthing or experiential learning, and
usable for transfert purposes. The progress mixoleeas permitted thanks to a second
innovation (Colardyn, 1996: 23-63). Unequally deped according to countries and their
specific values, it deals with the establishmermtrodgreed list, by Ministries of Education,
Ministries of Labour or equivalent and social pars) of different standards, including, of
course, vocational/professional elements, whichikhioe attained by any type of learner.
But as already mentioned about the current stalté lof it is again a demonstration that,
for the time being, important decisions are magdpcerning the adult segment.

If we summarise, in a positive, sense, the majaknesses referred to above, we could say

that education and training systems could helpustasning current and likely future

development in employment, only if they are abte to

— Guarantee the acquisition of basic skills and @uaducation in general, through
permanent evaluation, management by objectivesamatulum development;

— Ensuring the right place of VET in a perspectivélof, through the evolving role of
VET, the feedback of LLL on initial education, thenewal of career guidance, the
deepening of credit recognition and the establistiraka national list of standards.

[ll. Can education and employment get closer?

Even if we have not specifically focused on pradtatose linkages between education and
training and employment in the above, we shoulderairer that some of the mentioned
strategies and logistics could not be achievedawmitsuch closer links. Butis it sufficient
to ensure a fair transition from education to empient? Even if we all agree that these
two major functions in society should remain sefgtas their aims are different, their
joint contribution to individual and society devpfoent could call for a kind of “common
spirit” which could make their relationships easi€ur hypothesis is that Europe, if not
developed countries in general are strongly divimtethis issue. A minority group, mainly
composed of two groups, the Anglo-Saxon one an8dtaadinavian one, has gone further
in trying to retain in the daily functioning of tineeducation and training systems,
managerial elements, not exactly similar to whadtér the business sphere, but sharing
certain values, aims and strategies permittingasis dialogues and exchanges. We will
try to outline some trends in this direction.

Firstly, the decentralisation process in society feached the educational systems. Of
course, the power is developed through quite diffeforms according to national values
and experiences, from a true transfer of powenédRrench model of “deconcentration”
(i.e.: giving more leeway to the local units of tentral administration). There is still a
debate about to what institution any decision-mgiirocess should be devolved. Will it
be to local authorities or directly to school orttb@f them, it being understood that
national authorities will continue to exercise aremll framing and follow-up of the
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systems? Unhappily, there is a lack of seriousssssent of the various outcomes of
these decentralisation policies. Major changes racorded in several developed
countries, but it will be indispensable to obtaincanparative analysis of the results of
measures which started to be implemented fifteansy@go. By and large, business work
and the relevant employment policies are genedaitentralised and educational changes
in this field could help in establishing an actilialogue. Let think of alternative modes of
alternation between education and work or of loéallogues on curriculum adjustments.
Secondly, the decentralisation process in educatmtifies the overall management of the
school institution at all levels. We already knitnat adult education and its various forms
was decentralised by necessity of responding tal loeeds, if not by socio-cultural
traditions. Initial education institutions, somfgleem being involved in adult education,
now consider such experiences and retain someiofdharacteristics. It generally means,
in conjunction with the emerging autonomy and resgality (accountability), the
following features:

— The participatory preparation of a school planjdéd in short, mid- and long term
perspectives and in chapters detailing objectigmseand strategies of implementation
for both qualitative and quantitative purposes;

— As it was already referred to above, a managemgiabfectives, piloted by a true
school leader team (Stegd, Gielen, Glatter, Hor@88), based on permanent
multidimensional evaluation of outcomes, articuigtboth self and outside evaluation,
to ensure that the educational training systenmsorasto needs at any level of its
management structures;

— The systematic development of a partnership pogjojng beyond the internal
mobilisation of major actors of school life (teachepupils/students/parents, etc.),
interesting various and alternative stakeholdecsming to the aim of the education
and training institutions, such as representavése various local authorities, of the
business and trade-union world, of socio-culturakogiations and interested
community groups.

There is no need to recall that various firms atdiaistrations functions in the same spirit

to achieve their particular goals.

Thirdly and closely linked to the above, we shomidntion the slow but fundamental

modifications affecting the management of humamueses in education (Laderriere,

2004). The above developments cannot be fully @amginted if the teaching and non-

teaching bodies are not acquiring a new so-caltggbfi professionalism” (Laderriéere,

2004). Let us concentrate only on the teachingegfoo understand what is at stake. The

following list of tasks being characteristic of Buan professionalism is of course non-

exhaustive:

— Education that is focused on pupils’ individual agrdup learning, in a context of
greater attention to children’s overall development

— In close co-operation with the school’s staff, tisahe tasks of “teaching teams”:

- An ability to identify pupils’ needs and learnipgoblems;

- Determining the specific teaching objectives o school’'s programmes,
analysis of these and, on this basis, the possbision of these objectives;

- Improvement or adjustment of teaching programorasethods in a wider
action-research context;
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- Assessment of results.

— Co-operation with parents, representatives of dballcommunity, those responsible
for other socio-cultural activities, and so fortlm order words, the duties of the
“educational team”.

— On-going dialogue with pupils, not only for the saf knowing them better and
providing individual advice, but also in order teepent the teaching programme to
them clearly and to discuss it with them.

— Participation in on-going teacher activities, bathtrainers and trainees.

— Participation in school planning and managemenmt,caming forward with opinions
about the development of the school system in génen the basis of experience
acquired in carrying out the tasks listed above.

This kind of development assumes that teacherscpiarly secondary school teachers, are
not specialists in one or several subjects, buspeeialists in the teaching methodology
connected with this (or these) subject(s), in ghectic context of the level or type of
school to which they have been appointed, in liri warious teaching and learning
strategies. This implies that teachers have nmextdre basics of their specialised
subject(s) and the knowledge and skills to be thugthat subject, but specialise in the
ways and means of conveying that knowledge ancetbkifis.

It is not necessary to elaborate very long on titen of “open professionalism” mirrored

by the listing of the above tasks. One considdratithe need to drop the mostly negative

features of traditional professionalism, i.e. ngkatauthoritarian relationship with the
clientele, narrow management of the professionpatrabsolute freedom of initiative, etc.
called for a redefinition of professionalism in edtion. That is to say that the teacher
could develop, implement and modify, if need bes Hppropriate teaching/learning
strategies by relying on norms framing a permahstening dialogue, co-operation and
information/training. It also means to break vtk “pedagogical individualism” and to
systematise a scientific approach of the teachiagte for both individual teacher but
also for team teaching. It should therefore camtfee permanent or non-permanent teams,
the subject matter or pluridisciplinary departmeand the professional networks.

In offering teachers acting alone or in team arheutly based on more scientific

approaches, this identity make them — and the $chauore self-sufficient in their

permanent tasks of adapting education to the refgugoils and society. The autonomy is
indeed — with a high level qualification — one dfetfeatures of a recognised
professionalism. The autonomy can help the teaglesn he or she judiciously mobilise

existing support structures (pedagogical advisespectors, pedagogical centers, R&D

activities, etc.) to better appreciate proposedvations and implementation measures in

conjunction with the specific context of his or h&ehool and of the surrounding
community. Such an emphasis on support strucfuligseinforces the idea of “opening”

in the sense that a “true professional” is an imligl which seeks — possibly outside its
own institution — for alternative solutions to {r®@blems to which he or she is faced with.

A growing professionalism of this type cannot bgasated from a coherent teacher policy

which should lead to a status clearly reflecting phnofessional identity illustrated by the

tasks mentioned above. Integrating recruitmeainimg, working conditions and socio-
economic status in formulating, decision-making iamplementing relevant actions is very

difficult politically speaking. The emergence bfs “open professionalism” calls for a
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broader interdepartmental co-operation in decisnaking. Hence, a permanent
dialogue — if not the destruction of impenetraberiers between a vast number of
decision-making bodies — is required to avoid tlesistence of various economic,
juridical, administrative, etc. obstacles goingedity against a necessarily progressive
implementation of such a policy. That is to sargas in other policies, short or mid-term
consideration should not hinder a long term visubich would go in the direction outlined
above.

In as much as the conditions for an evolution talsar real and new professionalism are
closely intricated, and, as it was expressed eanfieis a matter for a strict coherence of
the policies, strategies and procedures, manyadbsteemain. They are indeed tackled by
the various industrialised countries in differentlers and with a varied intensity and
unequal results. We know that it is a very congibd task. The business and
administration sectors have not yet succeeded pbement fully and positively such
human resource strategies. Nevertheless educhdiffods in this direction could, also,
favour a clearer dialogue between education andosmment by using similar concepts and
exchanging experiences which could be of inter@sbbth of them. A recent example
concerning teacher training policy seems to back approach (Laderriére, 2003: 29-48).
Fourthly and lastly, one major change which shaidifinitively affect education systems
refers to their reform strategy. As resented taitlas a conclusion of a Council of Europe
symposium in Prague at the end of 1999 (Laderr2d00: 25-39), it could of course
appear a bit far from what is generally done inftakel of employment where the main
actors are generally private. But even if the ngan@ent of an education system has to do
with a key social sector mostly depending from puldecisions and means, overall
improvements in the way it could be regulated &fegh interest for all sectors in society
that it is feeding with its “knowledge productioiricluding, of course, the most important
of them: employment. Let say that there was areagent that the concept of reform
should be reformulated, based on societal and éduoea observation, analysis and
forecasting. No real changes would really occuhout research, development and
innovation tools. It meant that reform project®@d be prepared, disseminated and
generalised very carefully in trying to get theglew consensus as possible. It was than
agreed upon that the monitoring of the change shimeibased on systematic evalutaion as
already mentioned, but also on the development uite gvaried support structures
(Laderriere, 2001: 81-92) designed to adaptingfierational framework in schools.

Conclusion

We know since a very long time that school is ma¢aterprise (Laval, 2003). But because
of the scandalous lack of educational R&D, to ragulnourish required changes in the
system (Laderriere, 1999: 29-31), we are not cimoyut the major modifications to
implement, including those which could smooth ttensition between education and
employment. Of course, this serious gap betweeoatitbn and business concerning R&D
and its use to improve both respective servicegpandicts is one of the reasons why the
relationships between the two sectors are ofteflictang at the expense of the individuals
and the society. The two sectors gets sometinosgicfor what we can call a bad reason,
i.e. the fact that educational institutions, to e€apith changes, just import business
management methods in front of an R&D desert imfibid. Nevertheless part Il and Ill
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above selected new and on-going changes, unhappihetimes in a minority of
countries. We should therefore be less pessintisitthe current situation seems to show.
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Abstract

The article outlines briefly the complexity of cag®f unemployment in Greece, according
to the author’s beliefs, an exceptional factor peimat of the unbalanced relationship
amongst the existing educational system and labmauket needs. This is due to the fact
that education in Greece is mainly based upon étieat knowledge, while professional
training, career guidance and active labour mapkéities are underdeveloped. Policy
measures to confront the problem are proposed basethe analysis of its causes.
Economic growth at a level above 3% per year, cagtbivith a better adjustment of the
educational system in accordance with labour mari&etls, as well as a modernization of
the other specific variables noted above, appdas the most suitable confrontation of the
problem.

H avepyla, n peydin paostya g emoyng Log, oeeileTot 6€ TOAAATAL Kot TOALOAGTATO,
aitio. Xe yevikég Ypopupés, umopel vo amodobel otnyv tayeios cuppikvmoT ToL aypoTIKOV
TOUEN, OTNV OOENCT TNG GULUUETOYNG TOV YUVOIKOV GTO €PYOTIKO OLVOKO, GTOV
TEYVOAOYIKO EKCLYYPOVICUO, OTIG OVEANCTIKEG EPYOACLUKES OYECELS KOL OTNV LOKPOYPOVIOL
VQECT| TNG OIKOVOUING GE GLVOVOAGO LLE TIG AVTITAN B®PICTIKES KO TEPLOPLOTIKEG TOMTIKES,.
AALG TO KO0 aitlo, 0 Pacikdg TupNVag TNG avepyiag edtkdtepa otnv EALGSQ, opeiietan,
KOTA TNV OTOYN LOG, TNV OVOVTIGTOLYI0 TOL EKTOOEVTIKOD LG GLUGTLLOTOG LE TNV 0yopd
epyaciag, etvar OnAadn StoupOpmTiKng LOPPNC.

¥10 ovvoro tov 10% mepimov ™G avepylag ot YOPO LG, TO ed mocootd, to 5%
TEPIMOL, EKTILOVUE OTL OPEIAETAL GTNV EMAEYOUEV OLOPOPOTIKY - EKTOOEVTIKT AVEPYiaL,
oL propet va BewpnBet og 1 didvun adepen g texvoroyikng avepyiog. Ot facikég ontieg
aVTOD TOL POVOUEVOL GTNV TEPIMTOON TNG YOPOS HOGS, OTMG EMCTUOIVETOL KOl GE
npdopatn oyetiky £pevva e EOvikic Stotiotikic Ymmpeoiog g EALGSact (BA.
avakoivwon tg 29/5/2003),eotidlovral kvpiong ot Bewpntikny katevbvvon, oty
OVOLYPOVIGTIKT) OOUN KOL TNV AVEAAGTIKOTNTO TG TOOELOS, OTNV OVETAPKELD TNG TEXVIKNG
KO ETOYYEALOTIKNG EKTOIOELONG, KAODG KOl TNV EALELYT KOTAAANAOL €My YEALOTICOD
TPOGAVOTOAIGLOV.

Agv glval vepfoin vo emmBel 6TL N TOdEIR TN YDOPA LG OAOEVA KOl GE OVEAVOLEVOVG
puOuovg mopdyel avépyovs. Aamavovpe TEPACTIO Tapoywylkd TAOVTO € vmodoun,
avBpomompeg dOUoKAANG Kol OOUCKOUEVOV Y10l VO EKTOOEVGOVUE VEX TOOLY TOV
00ehOLVV  OTN  pHOKpoYpOVIa ovepyla 1 otnv  etepoamacydAinon. IlapdAinia, o
EMAYYEAULATIKOG TPOCAVATOMGUOC VoTEPEl GE oyéon pe ta Oebvr dedopéva, eved M
EMOYYEALATIKY] EKTOUOEVOT] KO KATAPTION £lvor VITOPABIGHEVES KOt AELITOVPYOLV YOPIg
KATOAANAO TPOYPOULATIGIE TOV VO, GLVOEETAL [E TN {TNON EWIKOTATOV KOTA TEPLPEPELDL
™G yopas. Ag yperaletor va toviotel OG0 avaykaio sivat va dievpuvOel, avavemBel Ko
EKGLYYPOVICTEL 1 EMAYYEALLOTIKT EKTOUOEVOT, 1 10 flOV KATAPTION KO ETAVEKTOIOELON,
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KaOMG Kot 0 ETAYYEAUOTIKOC TPOGOUVOUTOAIGUOG GTO TPATLTTO, TV NEOVAV dedopEvav
Kol TV kKotevBiveewv ™ Evponaikng Evoonc.

Xwpig va appiofnreitol n HePIKN GKOTUOTNTO TOL Bewpnpatog TG "madeiog yio v
modeia”, n 10w n Lo kol ot avdykes ¢ emPAALOVY TN HEPIKT] €0T® GTPOPT TOV
GUVOAIKOD EKTTOOEVTIKOD LLOG CLGTNOTOG O EVPELESG EOKATNTEC TOL £Y0oLV (NTNoM Ko
TPOOTNTIKY oTNV ayopd epyacioc. H paydaio e£EMEN ¢ otkovopiag kot TG teyvoloyiog
emPaAdel avt ™V avaykaldTnTo, 0AAGS 1 otkovouia B Katappedoetl £161 Tov d€ Oa
VILAPYOVV OKOVOLIKES OLVOTOTNTES Y10 VO EPOPUOCTEL N KATMG eEMTIOTIKN 0Py TNG
"modeiog yuuo v modeia”.  Xpewldpoote AydTEPOLS  YLOTPOVS, 0JOVTINTPOUC,
(QOPUOKOTOOVG, YNUIKOVS, YEMAOGYOVLS, OIKNYOPOLS, ONUOCLOYPAPOVS, PIAOAOYOLG,
1GTOPIKOVG, TOVPKOAOYOUG KOl TEPLGGOTEPOVS TANPOPOPIKOVS,  OUKOVOHOAOYOUG,
(POPOTEYVIKOVG, TEXVOALOYOVS TPOPIL®V, 1YBLOAOYOVS, VOGOKOUOVS, GTEAEYN TOVPIGTIKAOV
EMYEPNOEDV, EKTOOEVUEVOVS AYPOTEC, EIOIKEVIEVOLS TEYVITEG KT

H teyvoloyia onpepa Kiveital pe Tpmto@avi) yopyd pubuo, £Tot mov ToAAG exayyéApara,
EKTOOEVTIKEG KATELOVVGELS KOl EWOIKOTNTEG VA AALOIDVOVTAL, Vo peteéeAioccovTon 1 va
vrokoabictovtal. [a 10 A0yo avtd, éva PEPOC TG EKTOUOEVONG, EVOETKVLTAL VO TAPEYEL
YVOGELS YEVIKNG OOl KOt TO DITOAOUTO VO AmOTEAEL EVEAIKTN HOPPT eKTaidELONG N
KOTAPTIONG 6 KATELBUVGELS OV TPpocapudlovTat oTig paydaieg eEeMEELS TG TEXVOLOYIOC.
'‘Etoun apyn "n moudeia yio v modeia” (1] ekmaidevomn yio OAovc) pmopei vo cuvovdaleTot
HE TIG AVAYKES KOl TIG TPOOTTIKEG TNG ayopds epyaciog. To eKTodEVTIKO Hog cOOTNUA
YPEWLETAL VO AVOTTPOGOUPLOCTEL DGTE VAL TAPEYOVTAL Ol AVOYKOIES YEVIKES YVADGELG, AALYL
KO VL DTTAPYOLV 01 SLVATOTNTES EEEIOIKEVLGNG KOl LETOTONONG GE GLVAPELG EOIKOTNTEG,
avaroyo pe v mopeia g {Ntnomng”. Zkompo givol oOnA. va Tap€xetor 1 dSvvotdtnTo Vo
elval KAmolog omacyoANGLoG, Vo Lmopel OnA. va Ppickel dovAeld 1 va dlatnpel ) Béon
1OV, Oyl YTt €161 emPAALel | vopoBesio 1 1 6ol KpaTikn 1 GUVOIKOMGTIKN TiEST), AALYL
YTl 01 Yvooelg Tov Kot 1) e€gdikevon tov {ntovvtal oty ayopd epyaciog.

I"a va emtevyBoHv o1 mapamdve otdyot, Ta TPoypAUtate oTovd®V ToAL®Y AEL adAd kot
opopévev TEIL, yperaletor va ovamposoprostody GOUP®VE. LE TIG TEAEVTOiES EeAEEIS TG
TEYVOLOYIOG KOt KUPIMG TOV EQAPHOYDV TNG oTNV TPA&N. [dtaitepn Papdnta O tpénet va
000l ot ohvoeon g exkmaidevong pe v mopoywynq. To chotnue TG TPAKTIKNG
doknong, g padnteiag, avaykaio eivar va dtepguvn et oe dha ta enimeda TV omovdmv. H
ool emayyEAHOTIKY] Kot TEXVIKY ekmaidevon kot ewdikdtepo tov OAEA mov
yopoaktnpiletot amd VYNAO cLYKpPLTIKA eninedo, Oa Tpénel va enektabel o peydro Paduo.
[Ma to oxomd oV TO TPOTEIVETOL VOL LITAPYOVV VITEPTETPOUTAAGIES OO TIC CNUEPIVEG BEGELS
EMOYYEALOTIKNG EKTOIOEVOTNG, KATA KUPLO AOYO GE TEXVIKEG EWOIKOTNTEG KO KATA dEVTEPO
o€ EMAYYELLOTO TOV TOUEN TOV VANPECIAV GTNV TEPLPEPELNL ATTIKNG KOL GE GAA LEYAAQL
aotikd kévipa. H taybpubun xatdption mov mopéyetor pe emdotnoelg 1ov Evpomaikon
Kowavikod Tapeiov péoa amod to Oeopod tov Kévipov Enayyeipotikne Katdptiong (KEK)
yperdleton avafaduion kol KaTtdAANA0 TPOYPAUUOTIGHS. TOV VO 6T pileTal o€ KatdAANA0
TPOYPOUUATIGHO TOV EKTOOEVLTIKOV KatevBivoewy, e Bdon cofapéc kot a&lomoteg
EPEVVEG TMOV TAGEMV TNG AYOPAg spy(xoiag4.

O1 0NUOGIEG DATAVES Y10 EVEPYNTIKEG TOMTIKEG 0lyopdiG Epyaciog, E101KOTEPA OGOV aPopd
133



134
TNV EXOYYEMLOTIKT KO TEXVIKT TOUOEID TTOL Y10 TPDTY Popd vioBeThOnKav amd To 1982
ot Yopa pog, 0o Tpénet va avEnbodv prlikad, ov paioto Anedei v'oyn 6tin EALGSa padi
pe v lomavia kKot ) Meydin Bpetavia, damavodv oe oyetikég dpdoels To yoaunidtepo
TOGOGTO YPNHATOV GLYKPLTIKG pe To GAka Evpomoikd kpdtn®. Tta mhaicto kot Tomv
ooywwv ™¢ Evponaiknc ‘Evoong, emPaiietor n em€KTOoN KO EVIATIKOTOINGT TNG
ouveILOUEVNG KOTAPTIONG N EMAVEKTOUOEVON G, LEYAAOL LEPOVG TOV EPYOTIKOD OLVOUIKOD
LE TN Yopnynom avénuévev KovovMmv yia Tov {910 6KoTo.

[Ipoteiveton emiong n dnpovpyia WIKOV KIVATPOV Y10, T1 ONUOVPYIN EKTAOEVTIKDV
TPoypouLdTOV omd emyelpnocels. Té€town kivntpo Bo pmopovoav va givor 1 dpeon
gMLopnynom M N €mOHTNON TOV EMTOKIOV Y TN GOvVaYT pokporpoBecuwv Tpoanelikdv
davelmv o€ TaPayWYIKES Kot E101KOTEPO o€ eEaYYIKES EmyElpnoels. [lapopota kivntpa Oa
pumopovcayv erxiong va 6000V yia ) dnuovpyia "Koyeddv enavévtaing', epyalopuévoy o
O NAKia oL YEvoLV TN OOVAELN TOVG GE TEPIMTMOELG EMYEIPNOELS TOL KAEIVOLV. [0t
T ATOO OV TA, oonteiTan 101K HEPVA e OAOKANpOLEVO GYESL0 oV Ba TeptlapPdvet
EMOOTOVUEV], EMOVOKATAPTION GE  OGUYYPOvVEG  €WOKOTNTEG, VYNAGL  KivnTpa
EMOVOTPOCANYEDV KOl ONUIOVPYING UIKPOV OTOMIKOV  ETYEPNCEDV, GLVOLOGHO
TPOYPOUUATOV EVEMKTNG, LEPIKNG OTOGYOANONG KO EAACTIKNG GLVTAEL000TNONG. ZTOVG
amolvpévoug petaAlmpoyovg s TVX Ay. Ba pmopovoav va doBodv  ddeteg
ekpetaiievong Aatopeiov ové 10-20datopa. Kot e amoivpévoug dvo tov 50 etdv amd
v PALCO kot GAAeg emyelpfoelg doeles yia T Asttovpyio TEPITTEPOL, KOVTIVOG KAT.
Evioydoeig kot kivitpa propovv akdun va xopnynbovv oe vEoug EmyelpnUaTiES, 01 0oiot
VOl EKTOOEVTOVV KATAAANAQ KOl GTOVS 0Toiovg VoL Tapacyedel dmpedv 1 Le YouUnAd KOGTOG
YDOPOG KO VTTOJOUN Yol EvaL TEPITOV YPOVO N Kol TEPIGGATEPO, Y10 VO AELTOVPYNGOLV TIG
EMYEPNOELS TOVG Ko va TpocAdfouv epyaldpevouc. To idto pumopet va yiver kot pe Anpovg
M Kot 1e 016.popovg Popeic, vTd Tov OPO OTL LakPoTPHOES L OG0 dTopa EXOVV TPOSANPOEl
o€ B petotdocovtat apydtepa oe povyeg B€celg Tov Anpov. Baowm npotndBeon yio v
EMITLYN AELTOVPYID OA®V TOV OC AV TPOTACEMV, ival | AYN TOV KATAAANA®V LETPOV
MOOTE VO, ATOPEVYOVTOL TO, YVOGTA QOIVOUEVO KATAGTPOTIYNONS TOL £X0LV TapatnpnOet
070 TapeAOOV.

Ta Havemomuo kor AEI mpénet va amoktnoovv peyoddtepn eveléio Kot SuvototnTeg
dvtAnong pdcsOetmv N EVOAAIKTIKAOV TNYADV YPNUATOIOTNONG, LEGA ad TN dlGVVOEST
TOVG [LE EMYEIPNOELS KO TNV TPOMON G EWOIKOTHT®V TOL £X0VV peyaAvtepn {tnon oty
ayopd epyociog. Ta emoTnHovIKA TépKa Kot 1) O1LovpYio LETATTUYOKAOV EWIKOTHTMOV Kol
KOKA®V  ETUOPOOTIKOV CEUVAPIOV YloL EVAMKES, KOTA TO TPOTLTO GLYYPOVOV
EVPAOTATKAOV YOPDOV, ATOTEAOVV £VOL YPT|GLULO 0dNYO Y10 TO PEALOV. ZKOTHO Elvan Emiong va
petapepBel Eva pEPOG TV KEPODV amd TNV ALENUEVN TOPAYOYIKOTNTA TNG VYNANG
TeYVOLOYiaG Kat NG Bropmyavios TV YVOCEMVY, GE OPUGTNPLOTNTES LLE EULUEGO OLKOVOULKA
KOl KOWOVIKG 0QEAN, OT®G £lval @povTidn TV NAMKIOUEVOV KOl TOV OTOU®V UE EOIKEG
avaykeg, 1 mpootacio tov mepiPdAiovtog, N Pertioon g mowdtnTag g {ong, M
SEVPLVVOT TOV OLVOATOTHTOV YVYOY®YING, 1| TPOMONOTN TNG TOATICTIKNC TOPAIOoTC KO
KANPOVOLAG, 1 KOAMEPYELL TV TEYVDV.

Ewdum Bapdtta o wpémet va 000el 6Tov emayyeALATIKO TPOCAVATOMGUO TOV TOPEXETOL
ota oyoAeia, and tov OAEA, 10 E6viko Kévipo Emayyelpatikov IpocavatoAcpov kot
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dtapopovg dMnuodclovg eopeig kKo vanpeciec. Or cvpPfovrot epyaciog, ot cuuBovAot
EMAYYEALATIKOD TTPOGOVOUTOAIGHOV, Ypeldletonr va empopembodv KaTAAANAC Kol Vo
mMoTonon0ovv aprodimg Yo TNV AGKNON TOL TOAD GNUAVTIKOD GLTOV AELTOVPYT LOTOG.
YoBapn evioyvon omorteitol 06OV APopA TNV LAKOTEXVIKT LTOSOUN Kol EWO1KOTEPO TOL
oLYYPAULOTA Kot BonfnpaTa yio T0 GCUVAQPES OVTIKEIIEVO.

Ot mapomdve SmIGTOCES Kol TPOTAGES APopolV KATd KVUPLO AOY0 TO {HTNHO NG
oLVOEDNG TNG EKTAIOELONG LLE TNV AYOPE EPYOGIOG TOV KOTA TV Ao LG GUVIGTE KOl TO
KOPLo aitio TG dapBpmTikng avepyiog ot o pa poc. Otwcodnmote dev eEavtAovy OLO TO
O&p0 Kot TIg 060 EG LETPOV TTOV Elval SLVATO VO KOTOYPOPOVV Y10, TO TOAVUOPPIKO 0VTO
TPOPANLLA, Y10 TNV OVTILETOMTIOT TOV 0TOI0VL OTMG £ivol YVMGTO, OEV VITAPYOLV LAYIKES
CLVTOYEC.

I'eyovog etvan mévimg, 0t 1 avepyio 0ev avTpueTOTICETOL LELOVOUEVA, OALL amotTeiTol
YEVIKN £0000G GE OAEG TIG EGTIES TTOVL TV TPOKAAOVV. XPeLALoVTot TOAAATAOD TOTOL LETPAL
OGS Ay M EVIOYLON KO O TPAYLLOTIKOG EKGVYYPOVIGHOG TMV DIINPEGLOV ATACYOANGNG TOV
OAEA, 10V ToTIKOV GUUPOVOV 0macyOANCNG, 1) EVIGYLOT] TG YEWYPOPIKNG KV TIKOTNTOG
TV epyalopévov, N eveMéio g ayopds epyaciog, N AN KOTAAANA®VY HETPOV Y10, TNV
vopupomoinomn, v opoAn évtaln kot tov €AEyX0 epyaciag yu TOvg OAA0ONTOVC
epyalopevoug, n dNUoLPYID AVTIKIVATP®OV Y10, TNV OTOcYOANCT] TOV GLVTAEIOVY®V, 1|
dtevBéon kol peimon oV ©padv gpyacioag oto mAaiclo TovV aviictolywv debvav
s&sM&smve. [TapdAinia, avoykaio etvaln Tpo®Onon ETeVOVCEDY GE GTPAUTIYIKOVS TOUELS
NG OKOVOLLOG 1OV B GUVOLAGTOVV LE KATAAANAT EKTAUOEVOT) GE OVTIGTOLY O ETOYYEALLOTOL
N omoia Oa emtpémet TV €g1dikevon oAAd Kot TNV gveMEia otV ayopd EpYocio.

[Tave amo 6Aa, emPdidetor va cuvtnpndein emoia avénon tov AEIT wéve and 3-3,5%pue
abOENGCN NG OVTAYOVIGTIKOTNTOS TNG OLKOVOUING, LE OyUn TS VEEG TEXVOLOYiES, TV
TANPOPOPIKT], TOV TOVPIGUO VYNAOD EMUTESOV, TNV EUTOPIKT VOVTIAIL Kot €l PHEPOLG
oTpotnyKovg topeic. Mw tétola avénon tov AEIL, €¢' 6cov cuvovaotel kupiog pe
OTOOOKY] AVATPOCAPLOYT KO O1GVVOIEST] TOV EKTOOEVTIKOD GLGTIUOTOC LE TIG OVAYKES
NG OKOVOUING, TNG TEXVOAOYING Kol TNG ayopdg epyaciog, AL Kot T ANyn dAlov eni
LEPOVG LETP®V, OOTEAEL KOl TO TAEOV OTOTEAEGHOTIKO PAPLLOKO Y10 TV OVTILETOTLON TNG
avepyiag. ['eyovog eivor Opwg 0T, 1 povopepns Peitimon g mopoy®@yKOTNTOS KO 1
avénon tov AEII, dev umopel va dacparioel pakporpodeospo tn poviun Avon tov
TPOPANUATOG, TOV OTMG eMavelMUUéEVa Toviotnke, e€aptdton oe peydio Babud amd
SPOPMTIKY - EKTALOEVTIKY] TOV SLAGTOON.
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THE RECENT SOCIO-ECONOMIC AND TECHNOLOGICAL CHANGES
AND THEIR IMPACT ON EDUCATION, TRAINING AND VOCATIO NAL
GUIDANCE

(OI ZYTXPONEX KOINQNIKO-OIKONOMIKEX KAl TEXNOAOTIKEX EEEAIZEEIX
KAI OI EITTIAPAZEIX TOYX XTHN EKITAIAEYXH, THN KATAPTIXH KAI TON
ENNATTEAMATIKO TIPOXANATOAIZEMO)

Michael KASSOTAKIS, Professor at the University ofAthens

Abstract

The aim of the present study is to present theamprences of the recent socio-economic changes
on the application of the Vocational Guidance andriselling. Among these changes the following
are included: a) The globalisation of economy emltlre, which favours the mobility of goods,
capital and workers, increases the internationainemic competition and brings about
restructuring in society and, particularly, in gextor of production and work organization, b) the
rapid development of the Information and Commuiicailechnologies and their spectacular
applications on any aspect of human activity, e)ititrease of knowledge which has proved the
continuous training of employees in order for therne able to respond to the new challenges. The
above aspects of development have caused changjes imature and methods of work. More
specifically, traditional jobs have been vanishdidle new professional activities like telework,
team work, full employment at home have been codthiies making the limits between private and
professional life less distinct. Further, the stuue of the enterprises and organisations have
undergone changes shifting from strict verticabmiigational structures to more flexible schemata
which allow horizontal cooperation. Education hasvitably been influenced by the above
changes. As a result, it has started to place esigpba programmes of general knowledge and
training of skills related to the variety of spdties, which have emerged as a result of the
continuous professional re-orientation of the wosk&he same is the case for the training system,
the flexibility of which and its adjustability ttié current changes are indispensable prerequisites
for its success, whereas life-long learning haslve@sidered as the response of education to the
new challenges.

With respect to the above, the role of the VocatidBuidance and Counselling is to provide
continuous support to individuals in order for thienbe able to make proper decisions concerning
their studies and/or professional orientation. Sacltole implies close cooperation between
educational and employment services. This coomaratiowever requires changes in the
organizational structure of the system of the Viocetl Guidance and Counselling as well as in the
spread of information about studies and jobs nbt on a national but also on a European and
international basis. International cooperationefae on issues related to Vocational Guidance and
Counselling is imperative along with the upgradifighe training of the Counsellors.
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1. Evcayoyn

Mo tov Tpocdlopiopd Kot TV KOTAVON oY TOV EXOPAGEDY TOL AICKOVV GTNV EKTAIOEVON
Kol TNV Kotdption, oAAG kor otnv Emayyelpoatikn XovpfovAevtiky] Kot GTOV
[IpocavatoMopd ot chyypoveg KOWVMOVIKO-OIKOVOIKEG KOl TEXVOAOYIKEG eEeMEelc,
Bewpove amopaitnTn o GOVTOUT AVOPOPE OTIG CUAVTIKOTEPES OO TIG AAAAYES QVTES.
Amd 1t oyetkn avdivon Bo mpokvyeEl 0 POAoG, TOV omoio ot UETAPOAEC OVTEG
dwdpapatiCouv OGOV aPopad GTNV 0PYAVMOGCT TNG EPYOCIAG KAl OTNV aAVAUOPO®OOT TNG
EMAYYEALOTIKNG OPAGTNPLOTITOS TOV GTUEPIVOD AVOPDOTOL, ONUIOVPYDVTOS VEES OVAYKES
KOl TAGELS GTOVG TOPATAVE® TOUELS. ATO aVTEC AmoppEovy Ol TPOKANGELS OTIS OTOlES
KOAOOVTOL VO AvTOTOKPLOOVV 1] EKTOOELON KO 1] KOTAPTION, 0AAG Kot 0 Eroryyedpotikdg
[Ipocavarohopds. ' Eppaon diveton ota Bépata mov oyetiCovrat pe tov terevtaio, Emedn
avtog amotehel 10 avtikeipevo tov Ilpoypdupatoc Metantuylokodv Xmovddvl4 mov
0pYEvVOGE TO TAPOV GLVEIPLO.

2. Ovonpavrikotepeg e&ehlerg TG EmoyNg Nog.

H dmoyn 611 xatd ™ ddpkela Tov teErevTaiov xpdvov elpacte pdptopes Oeapatikdv
e€eMEemV 6TOVG TEPLEGOTEPOLS TOUEIS TG avOpdTIVIG dpactnpldTrog eivor TALOV KOOG
tomoc. H eE6MEN avt avatpénel OAES TIC GLUPATIKOTNTEG TOL TAPEAOGVTOC Kot Onpovpyet
VEOLG OPOVE Y1a TIG OPAGTNPLOTNTAS TOL AVOPAOTOV, AYVMOOTOVG HEYPL onpepa. Opiopévot,
pudAtota, vroompilovv ATl 01 AAAAYEG TOL GLVEBNCAY GTOV KOGLO TO TEAELTOLN YPOVIOL
oprofetodv o véa mepiodo omv 1otopion TG avOpomdTag, KOTA TNV Omoin 1
TPOMYOVUEVT TTaykOGHO TAEN mpaypdtov divel T Béon g o€ o véo Katdotoom
«aragiag», afefordTrag Kot apueloPrTnong, 1 omoio GLVOSEVETUL OO TOAAEG TPOKANGELS,
aALd kol eoPoug yo to uéddov (BA.Toffler, 1983, Lyotard, 1984PLovprig & TMaoidg,
1997 ,Koopidov, 2002)).

H paydaio avamtuén Kot o1 GLUVEXDS SLEVPVVOLEVEG EPUPLOYES TV VEDV TEXVOLOYIDV TNG
TANPOPOPIKNG KOl TNG EMKOWMOVIOG €OV OONYNGEL GTINV TOYKOCUIOMOINGCT TV
SLOIKACLOV TOPOy®YNG Kot S1A0E0TG TOV KATAVIAOTIK®OV ayaddv, Tpokaidvtag piiikn
avadounon g moykooag otkovopiog (BA. Baitoog & Toavvitong 1987, Hand 1984,
Heinz, 1987, Kocmtakng 1994).

Y7o v enidpaon TV TAGE®V AVTOV, TOPASOGIUKES PLOpnyavies KatappEovv, Evm GALEG
OVOTTOCOOVTOL LLE TAXVTATOVS PLOLOVG G VEOUG TOEIS, OTTMC etvan 1.y 1 froteyvoroyia, N
TANPOPOPIKT, 1 OVOKOKA®GT S1APOpmV TPOIOVI®MV Kol AAL TOPOLOLA.

H maykooponoinon g owovopiog 0dnyel 6Tadlokd GTnv KoTapynon g £vvolag tng
TOTIKNG ayopdg kol otnv e&aietymn g e£APTNONG TOV EMXEPNCE®V OO TIG TOTIKEG
TAOVTOTAPUYMYIKES TTNYEG KOl TIG OVTIOTOLYEG KATUVOAWMTIKEG OvAyKeS. Ao TV dAAN
TAELPE, N OPYAVMOOT TOV 1010V TOV EMYEIPNCE®V UETAPAAAETAL TOYVTATO, POLVOLEVO TTOV
AVOUEVETOL VO VTOOET KON TTEPIGGOTEPO GTO TPOGEYEG LEAAOV. OL EPaPUOYES TV VEDV
TEXVOAOYLDV, 1 OVATTLEN TOV ECAOTEPIKAOV OIKTUOV OVTOAANYNG TANPOQOPIOV KoL 1|
oLVEYNS TPOOAOG TG TNAETIKOIWVMOVIOKTNG TEXVOAOYING £XOVV KATAGTNOEL EEMEPATUEVT) TNV

14 TIpoxetral yio to Metamtuylakd [pdypappo « Zoppovievtikn kot Emayyelpaticog Ipocsavatolopde»
mov Aettovpyet oto Tunua drocopiog, TTadaymywkng kot Poyoroyiag g PIAOGOPIKNAG ZYOANG TOL
Havemotuiov Abnvov
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TOPAOOCIOKT EPAPYIKT] OOUN TOV ETYEPNCE®Y KOl OPYOVIGUAOV. Evvoodv 1
oNuovpyio Hog o VEMKTNG opyoveTikng doune. H doun avt) amoutel véag popeng
EPYACIUKES GYECELS KO EMAYYEALATIKEG OEELOTNTEC.
[MopdAinia petafdAletor Kot 1 opydveoon g epyasiog, Ve eLeaviovtol VEES LOPPES
EPYOACLOKNG dPOOTNPLOTNTOC, OTTMG Elvar 1 TNAEpyacio, 1 CUUUETOYIKN gpyocia (team
work), n eppdvion vémv erayyeludrtov kot dAlo Tapouota. (BA.Katoavépac,2002). Hvéa
TeYVOLOYiOL EMUTPENEL, €MIONG, TNV EKTEAECT] TOAADV €PYACIAOV, OKOUN KOl TNV TANPN
EMOYYEAUATIKY] amacyOAnon oto onitt. OAa avtd 6idovv vEo Tepleydpevo otV £vvola.:
«avtoamoayolovuevos». O televtaiog Hmopel GiUEP VO VOTTOCGEL dPAGTNPLOTITEG TOV
vrepPaivovv, HEPIKES POpES, To cvpPatikd emimedo TG VIOmMOG ayopds, xopic va
petakwveiton and 1o omitt Tov (PA. Paxrordc, 1990).
Tavtdyopova, OpmG, petafdiietal kot 1 Evvola TG emayyeApotikng Long, agov ta dpia
OVALESO GTNV ETAYYEALATIKT], TNV OIKOYEVELOKT KO TNV TPOSOTIKN {m1] YivovTat OA0 Kot
mo acaen. H e€EMEN avtn emnpedlet onpavtikd Tov Tpdmo {mng TV ToAMTOV Kot 0ALALEL
Taylopéves cuvNBeteg epyaciog Kot TpakTkés ¢ kadnuepwng {ong.

210 onueio avtd Bewpovpe oKOTILO Vo avaepBoLLE Kot 6TO Kivua avafedpnong g
£VVOL0G TOV ETAYYEALOTOG KO ETOVOTPOGOIOPIGLOV TV OAIIKAGIDV KO TOV TPOGOVIWOV
OV OTTOLTOVVTOL Y10 TNV ACKNON TOV OPOPMOV ETAYYEAUATIKMOV dPACTNPOTHTOV. To
Kivnpa ovtod, yvowoto og "véog erayyeiuotionds” (new professionalismyropopemvel véa
EMOYYEAUATIKE TPOTLTOL KOl KOVOVPYLOVS KOVOVESG ETOYYEALATIKNG NOIKNG GE 0PKETOVG
TOUEIG TOV AGYOALDV TOV avVOp®OTOVL.
' 6ca mpoavapEépOnkay Tpénel vo tpootedein TayHTnTo AENCNC TOV YVOGEMY, YEYOVOC
oV €Yl OC AMOTEAECUN VO, TAAMVEL Ypryopa KAOe €idovg apywkn ekmoidgvon kot
Katdption tov epyalopévev. HeE€MEn mov poavapépinke etvat Waitepa eLEOvVnG GTOV
Topéa Twv gpappoymv g Teyvoroyiag, Tov Oetikodv Emotuov kot tov Emetuov
Yyetog, oAAd Kot 6 GAAoLG KAGOovs. H modaimon avtn €xet, OTmg Ba dove TopaKaTo,
ONUOVTIKY] €MOPACT TOCO OTNV EKMOIOELON Kol TNV KOTAPTIGN, OGO KOl OTOV
EMOLYYEAUATIKO TPOCAVOATOAIGUO TOV ATOUMV.

Kt evd 1 yvaon ahlalel ToAd ypryopa, 0 mopdyovtag avTtoc @aivetot vo otadpapatifet
OAO KO LEYOADTEPO POAO OTIC GVYYPOVES LOPPEC EpYaciag. MEGa ot onuepvy «otvmvio,
¢ yvaans» gtvan BERaro 1L 0 pOAOS NG "OlavonTIKnG epyaciog " Kot TNG ONUOVPYIKNG
KovOTNTAG GTO YMOPO NG Tapaywyns Ba e&akorovdnoetl va evioyvetat. Avtibeta, Oa
LELOVETOL GLVEYXMG 1] CNLOGT0 TNG XEWPOVOKTIKNG epyaciog. Ebotoya, Aowmdv, Aéyeton ot
"01 UETOYES TV TPONYUEVWV ETLYEIPHOEDV AVTITPOTOTEDOVY OAO KGOl TEPLGTOTEPO ALY
mepLovaio’ mwov ivar evamodnkevuévn oto puvalo twv ateleyv tovg” (PA. Huadng, 1994).
H yvdon, pe ) pope1| g tevoyveociog 10taitepa, ivol GiLEPO TO CNUAVTIKOTEPO OTTAO
oL J1EBVOVG OIKOVOUIKOD KOl EUTOPIKOV OVTOY®VIGHOV, TOV omoio yapaktnpilel 1
TaYLTNTO OTNV  KukAopopio TV Tapayouevov ayabdv, m dgopomoinon Ttwv
Bropnyavikav ewdmv kat n Bpayxdnta g Lomng toug. O aviaymvicpog avtdc ennpedlet
AVOTTOPEVKTO KOLL TOL EKTALOEVTIKA GUGTNUATA. , OAAL KoL TNV EvTOEn GTHVY ayopd EPpYOCTOS.
H evioyvon tov tdcemv mov tpoavapépOnkay, o€ cuVOLOGUO KO LE TIG LETAPOAES TV
HeBOOWV TapaywYNG Ko TIG VEES LOPPES EPYATTG, KaO1oTA TOAD TBavT| TNV TPOPAEYN OTL
010 pHéEAAoV Ba yperdletar 6To onNUavTIKOS aptOpdc aTOUmVY, 0 0moiog TPEMEL VO GUVOLALEL
™mv VynAn e€eldikevon oe OpIGUEVOLS TOUEIC e TN YEVIKN YVOON GAA®V TOUE®V
TOPAYOYNS KOl T CUVOALKY] ETOMTEID TOV GLGTNUATOS OPYAVAOONS NG epyaciag. O
amoutn0el, TapdAinia, peyoldtepog akOun oplfpuog atopmy, TO60 ot Propnyavio 66o Kot
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GTOV TOUEN TMV LINPECLAOV, TOL TPEMEL VA O100ETOVY IKOVOTITA TPOGUPUOYNG OTIG
ovveyelg aAlayéc, Tvedpo cuvepyaciog, ONUOVPYIKOTNTA, KPITIKN IKOVOTNTO, YEVIKEG
YVOGELS KOt 0£ELOTNTES, OEKTIKES TOIKIA®V peTayeEVESTEPMV E10IKELGEWV. EVoTOYN0 AdyeTon
amd oplopévoug OTL TEPVOLUE Ad TNV TEPIOO0 TV «OEMOIMV» GTNV TEPI000 TMOV
«deglomtov». Ot tedevtaieg Bo propovv va avamthceovTat, KaTd £vo LEPOS TOVAAYLGTOV,
Kol péco 670 Ydpo ¢ epyasiog (BA Kacudtn, 199,01ovpng, 1996 Kacowtdkng, 2000
kot 2000).
H avtikatdotaon, eniong, HEPOLG TG avOpOTIVIG EPYOGING OO VTEPAVTOUATOTOUUEV
cvoTnuota TEPLOPILel OAO Kot TEPIGGATEPO TN LTNOT Y10 ATOGYOAN G GE TAPUOOGIOKOVG
toueig epyaciag. [Tapaiinia petafdidetal Ko n oxéon tov avOp®dToL pe ) unyavin. O
YEPOUOG TNG TEAEVLTANG OOTEL CILEPA KATL TEPIOCOTEPO OO TV AVATTLEN GTOLYELOODY
LUNYOVIK®OV 0£EL0TNTMV, 01 OTTOIEG GTO GYETIKA TPOCPATO TAPEAIOV TOPEUEVAY AUETAPANTES
o’ 6A0 TO SAoTN A TNG YPT|ONG OPLEHEVOL pnyovipatoc. H Asttovpyia apketdv ohyypovav
punyovnuaTov pmopel vo TpoypappuatileTot, YEYovos mov Tpocdidel AALEC O10OTAGELS GTNV
EKTTAIOEVOT] TOV YEPLGTAOV TOVG.
O petaforéc mov pympovendnkay Topamdve £(0VV MG ATOTEAEGO TV ELPAVIOT EVTOVOD
nwpoPAnpatog avepyiog, Le Lopeég dyvmaotes péxpt x0eg. To mpdPAnua, pdirota, eoiveton
VoL NV DTOYWPEL LE TNV EPAPLOYN TOV TOAPAOOGIUK®DY GUVIAYDV KOTATOAEUN OGNS TOV,
ONAadN He TV amAn EVIGYLOT TG TOPAYOYIKOTNTOG.
Mmpootd 6" avth TV Katdotaon 1 exayyeALoTIK) otadtodpopio dev pmopel ma va £xet
povoonuavto yopaxktipa. H emayyelpotikn {on oto tpoceyéc péAlov dev Ba apyilet kot
dev Ba tedeidvel e TNV 10100 O0VAEL Yo Eva cLVEX®G avEavopevo aplBpd epyalopuévav.
Y1ic H.IL.A vrohoyiletan 6T1 0 onuepvdc véog nAakiog 20 etdv Oa adddEer mepinov entd
(7) popég emaryyelpatiky dpaotnptotnTa 6T {mN TOV, ACKMVTOS ETOYYEALNTO EITE GLUVAEN
TPOG TNV OPYIKN TOV epyacia ite kot TeEAeimg drapopeTikd. Kdtt avarioyo avapéveral vo
ovpPet kot oTIC TEPIOCOTEPES YDPES TS Evpdnng ko kat' eméktoon Kol o1 YOpo L.
Mmnaivoope, €161, o€ pia tepiodo afefardtrag Tov cuvodevETAL ad ary®Vvia Yo TO adP1O.
Tnv ayovio avti VieybovV 1 avasPAAELN TV O10PKOV OVAKOTATAEEMV KoL 1) £VTOGT TOV
yevva n mpoomdbela cuveY0DS TPOCAPUOYNG OTIG EEEMEELC.
KAetvovtag v evotnta auty], TPETEL VO GNUEUOCOVUE OTL 1| GUYXPOVN TEXVOAOYIKN
EMOVAGTAON KO 1) TOYKOGHLOTOINOT) £X0VV Kot OETUKEG, AL KOt ApVNTIKEG EMMTAOGELS OTAL
dropa Kot 6Toug AaoVG. ANovpyohv VEEG EVKALPIES Y10 TAPAYOYIKEG OPACTNPLOTNTES Kol
SWHOPPOVOLV KOvoOpYLeg duvatoTnTES amacyoAnonc. [TapdAinia, dSpmg, dSttvmdvovtol
@OPo1 OTL 1| TAYKOGUOTTOINGTN EYKVUOVEL TOV KIVOLVO S1ELPVVOTNG TOV YACUOTOG LETAED
TAOVCIOV KoL QTOYDV, EVOEXOUEVO TOVL Oa TPOKAAEGEL VEES EVIAGELS OE TAYKOGLLO EMITESO
Kot Ba pépel 6TO0 TPOGKNVIO VEEC KOWmViKEG cuykpovoels (BA. Bepydmoviog,1999,
Neypenovin-Aeinpavn, 2001).
O kivduvog, emiong, vo eLeavicBovV vEEg LOPPES KOVMVIKOD OTOKAEIGHOV, 01 OTTO1ES EYOVV
oxéon pe ™ dvvatdtnta TPOSPAcNG OTIC TANPOPOPIES KL TNV IKAVOTITO YPNIONS TOV VEOV
TEYVOLOYIDV OTNV gpyacio dev &ival avimoapktog, ov oev AnebBodv pétpa yo va
avtipetonodei 1 mopamdve  katdotacn (UNESCO,1999). Avaueco o' owtd
mepAapPavovTol Kot EVEPYELEG TOV GYETILOVTOL E TNV EKTOIOELON, TNV EMOYYEALOTIKY|
EVNUEP®OT), TNV KABOONYNON TOV TOMTAOV KOl TOV OVOTPOGUVOTOMGUO TOVS GE VEES
JPaCTNPLOTNTES, TOV OTOI0 Ol GLYYPOVES GLVONKEG GTOV TOUEN TNG EpYaciag KaOlGTOOV
0AO&VOL KOl TTLO VoY Kaio.
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3. OvPOKANGELS TOV GUYYPOVOV eEEMEEMV Y10 TNV EKTAIOEVG KL TNV
KoTapTion

Y76 1 cuVONKEG TOV PV LOVEVON KOV TTPOTYOVUEVMG, 1] EKTTOIOELON KoL 1] KATAPTIOT) dEV
UTOPOVV VO, TEAEWOVOLV HE TNV amOKTNOT KATOWL 7wTuyiov 1 dumAduatog (BA.
Kacowtdakng, 2002). Hovveync ekmaidevomn, 1) S10pKHG KOTAPTIOT Kol ETOVOKOTAPTION KO
1N dw Plov pabnon aroTeEAOVV OVAYKOLOTNTA TNG ETOYNG LLOC.

Yto mopamdve mpootifetor M avdykn petdbeong g Eugacng amd T otelpa
OOV LOVELGT] KOl TI] GLGGMPEVCT] YVOGEMY GTNV KOAAEPYELD 1KAVOTNTOV Tov Ha
KOTOGTIGOVV TO EKTTOLOEVOUEVO ATOO TKAVO VUL VTATOKPIOEL OTIC TPOKANGELS TOV KOPDV
Kol vo. avTioTafel 6ta eovopeva GALOTPI®OONG OV TOPATNPOVVTOL GTIG ONUEPLVES
KOWMVIEC.

Avaykaio Oewpeitor axoun 1 evioyvon g GOVOESNC TOV EKTALOELTIKOV CLGTNUATOV LLE
Tov kOouo G epyaciag. H avaykn avt eivor akdéun peyoivtepn yu ta Texvikd
Enayyelpotikd Zyoreia, Ohov tov Babuidwv kol mpomavtog Yo To TPOYPOLLLATOL
Katdptions. ' Eva avotpd oyorlelokevipikd cOOTNIO KATAPTIONG EIVOL KOTAOIKOGUEVO GE
OTOTLYIN, GTO TAAIGLO TV GLVONK®V TOV EMKPATOVV GNiUEPQ TNV pyacioa. H Osmpnticn
KOTAPTION TPEMEL VO, GLVOLALETOL LLE TNV TPOKTIKY] ACKN G KOl TNV EPYUCLOKT EUTELPIAL.
Ola owtd emPdirovv pilikn ovabedpnorn TOV TPOGOVATOAIGUOD TMV EKTOLOEVTIKMV
CLGTNUATOV KOl TOV TEPLEYOLEVOL T®V 6ToLOMV. H avdykn va doBel peyardtepn Eupaon
ot Yevikn madeion Kor oty KOAMEPYEW TOWKIA®V 0e£l0THTOV TOV UTOpPOvV Vo
SlEVKOAOVOLY TIG peTémetto eeldkevoelg etvarl peyodvtepn amd kabe dAAn emoyr. H
KAvOToinom g avaykns avtg dev Ba mpénet va yivel, 0cQaA®DG, e YVOHOVE LOVO TIG
aAlayég oto yopo TG epyocsiog. H emdimén avty avtr mpénel va cuvoebel kot pe
YEVIKOTEPY] UOPPMOON KOl KOAMEPYEWL TOL OTOHOV KOl TNV OAOKANP®OON TNG
TPOCOTIKOTNTAC TOVG. Amoteital akoun aAiayr g pebodoroyiog mov epapuolovy to
EKTTALOEVTIKG 10pVUATO KOl TOV OOOKTIKOV HEGMV OV YPNCUYLOTOOVV. ZHUEPO.
TEPLOCOTEPO Ao KAOE AAAN Popd TO oYoAelo €xel ypéog va nabel ota dTopo MG va
pafoaivouv, TOS va aE10TolovV TN VEX YVAOGT TTOL Bal AtoKTOOY S10pKAOS VEEG TANPOPOPIES
KOl TG VoL OMLiovpyovv pe Baon autés. Ot mapamdve deE10TNTEG AmoTELOVY TPOoHTOOEoN
vy va yiver Tpd&n n S Piov pabnon, v omoia ot cVyypoveg eEgliEelg KabioTovv
avaykaio, aeod 0 CNUEPIVOG KOl TOAD TEPICCOTEPO O AVPLOVOG TOATNG TPEMEL VOl
OVOVEDVEL GLVEY MG T YVOOTIKA KO ETOYYEALATIKA TOV £QOI0L Y10 VO AvTOOKP1Oel 6TIg
aAAOYEG TTOV emTEAOVVTOL GTOV €pYyaclakd y®dpo. To 1010 amapaitntn kpivetor Kot m
Aertovpyion  €LVEMKTOV  TPOYPOUUATOV — ETOYYEAUATIKNG KOTAPTIONG, KAVAV Vo,
TPOcapUOLOVTaL TOYVTOTA OTIG CLYYPOVES OAAaYES. H appoviky 6OvOeoT avAalesa 6TV
EKTTOIOELON KO TNV KOTAPTIOT EVTAGCETAL OTIS TPOKANGELS TOV SNULOVPYOVV Ol GUYYPOVES
KOIV®OVIKO-OIKTOVOUIKEG, EMIGTIHOVIKES KO TEYVOAOYIKEG LETOPOAES KO O1 EMOPACELS, TIG
omoieg AGKOVV GTNV EKTOLOEVOT) KOl TNV KOTAPTION.

H &&éMén avt Bo €xel onUOVTIKEG EMIMTAOGELS KO GTNV EKTOIOELON, OALL KOl GTNV
EMOLYYEALOTIKT] KATAPTION, 01 0Toieg dev Ba elvar mavtote OeTikégl5. Mo tétola mpoormtikn
kafotd avaykaio TNV avaTTLEN OTO ATOWO KOl GTIG KOWMVIEG IGYLPDOV AVIIGTACEWV

15 T Tig apynTikég GUVERELEG TNG TOYKOGHIOTOINGCTG 6TV eKTaidevoT, TV €BvIKN TavTdTNTO KOl TOV
TOMTIGUO YEVIKA BA. TOV TPOLOYO pag otny EAANVIKN petdppoot tov Bipriov tng UNESCO Exraidevon. O
Onoavpdc wov kpvPer uéoo tne», AbMva, Exd. Gutenberg, 1999.
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OTEVOVTL OTIG APV TIKES ETMTMOGELS TOV GUYYPOVOV TEXVOALOYIKOV eEeAEEV KoL TV
PEVUATOV TNG TOYKOGLOTOIN oG, Y ®PIg, OLMC, Vo amokAEIc00VV Ta BETIKA TOVE oTOTYE 0L
Avto amortel, pe ™ OEPA TOL, TNV KOAALEPYELNL TNG KPUTIKNG GTACTG OMEVOVTL GTIG
ToyOTOTEG £EEMEELG TOL KAPOD LG, TN CLUCTNUOTIKY EVIUEPWOOT] TOV TOALTMOV KOl TNV
moloTikn avaPaduion g modeiog, pe otOXO VO KATOGTOVV Ol TOAMTEG Kavol va
eNOEEAN00VV oo TIG BETIKEG OYEIS TV GUYYPOVOV OALAYDV KOl VO, TPOSTATELOOVV Ao
TIC OPVNTIKESG TOVG GUVETELEG,.

4. O Ogopoc e XopPovrevtikiig kon Tov [Ipocavatoriopov
UTPOGTA GTIS GUYYPOVES eEEMEEIC.

Y10 mlaico tov eEedifemv mov avaeépOnkav mponyovuéves o Emayyelpotikdg
[Tpocavatolopog yivetor mAéov ta d1a Biov dtadikacio, TG omoiag 1 onpacio Kot yio to
HLELOVOUEVA ATOWO, OAAG KOL Y10l TO KOIVOVIKO GUVOAO d1EVPOVETOL.

H moAvmAokotnTo TV EKTUOEVTIKGOV GUGTNUATOV, 1) TANOOPA TV EVKUPIDOV KOTAPTIONG
OV TPOCPEPOVTOL GTO ATOWO, Ol EVIEWVOUEVES HETOPOAEG GTO YDPO NG €pyaciag, ot
dVGKOAEG OmaGYOANGNG KOl 01 KIVOUVOL TOV AEILOVY GNLEPQ TNV EPYOCLUKT) OGOAAELL
£XOVV TOAOTTAEG EMMTMOGELS GTOVG TOMTEC Kol 6TIG Kowvwvies. Ta dTopa, akoun Kt outd
OV J1BETOVY LYNAN LOPPOGT], AOVVOTOVV TAPAKOAOVONGOLY TANPMC, XWPIC EEMTEPIKT
BonBeta, T oOyypoveg e€eriEels, duokoAevovTaL VoL AABOVY ATOPAGELS Yo TO LEALOV TOVG,
aYOVIOUV 1310{TEPA Y10 T1 GTAO0OPOIN TOV TOUIIDV TOVG Kol SIKOTEXOVTOL Ot TO QYOG
™G epyaciog Kot Tnv oymvia g avac@aielog Kot tng apfefatdotntag. Ot kowvmvieg amd v
GAAN  mAevpd  avipetomilovy OAO Kol MO OCLYVE QOIVOUEVO  ETOYYEALOTIKNG
nep@mpromoinong Kot OLVoKoAMeg otnv aflomoincen Tov €PYATIKOD OLVAUIKOD OV
dwafétouv.

[Ma 6Aovg Tovg Tapamdve AOYOUS, 1| GLUGTNUATIKY] TANPOPOPNCT TOV TOAITAOV YOl TIC
OTOVOEC KO T EMOYYEALOTA, YO TIG EVKOUPIEC KATAPTIONG KO ETOVOKATAPTIONG, N
GUUPOVAEVTIKY| TOLG VITOCTNPIEN KOTA TIC PAGELS EMAOYNG CTOVOMV N EMAYYEALATOG 1) GE
nePLOO0VG £0EA0VGIOV 1 AVOYKAGTIKOD OVOTPOCSAVIOAMGHOD Elval o avoyKoies om’ O,Tt
oto mapeABov. Emmpocheta, m avaykn ovt) dev epeaviletor pdévo o610 TEAOG NG
VIOYPEMTIKNG 1] TNG 0eVTEPOPAOLING eKTTaidevoNG, OTwg cLVEPave TaAdtepa. Eivon e€icov
amopaitnn Katd ™ OdpKeln TV TPrtoPddiev 6movd®dv, aAld Kot Hetd t ANEN TOLG.
Eivan, emiong, avaykaio kot kotd tnv €ilc60d0 oty evepyd (o, aALd Kot 61N O18pKELL TNG.
Muepa dev apkel va Ppetl kaveilc epyacia. EElocov onuavtkd givon vo umopéocet va
dwtmpnoet. H pomon ota {ntquoata avtd mpénel vo apyilel and v IlpmtoPddua
Exnaidevon, icwe, kot amd v [Ipocsyorikry Aywyn.

H S1dkpion avdpeco og eKmadEVTIKES Kot 6€ EEMEKTALOEVTIKEG VIINPEGTES LUUPBOVAEVTIKNG
kot [Ipocavatodopod Oa yiveral, péoo 010 TAAiGI0 TOL TPOoOVOPEPONKE, OAO KOl O
yoropn. Towg o100 ammdtepo pEALOV o1 vanpecieg avtég Oo evoopatwbodv TANPOC.
Opyavotikég, Aourov, dopés Zyolkov kot Emayyeipoatikov IlpocavatoAicpod mov
EUUEVOLV 0€ TOALOVG S1oY®PICHOVS KOl O EEMEPAGUEVO, GTEYOVA, XWOPIG GLUVIOVIGUO
petaly Tovg, mpémel vo Bempovvtor ofjuepa avaypovioTikéc. To 1010 1oyvel Ko o
OVTIANYELG KO VOOTPOTIIES TTOV EMOIDKOVV VO, ST P ICOLV TO LITAPYOV Status quadot va
SCPUMGOVY KEKTNUEVA GUUPEPOVTA, TAPOPAETOVTOS TO YEVIKOTEPO KOWVOVIKO OPEAOG.
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Ocov agopd otn pebBodoroyia g ZvpPovAevtikig kot tov Emayyeipotikon
[IpocavatoMcpov, e101kOTEPQ, UTOPOVV VAL ovapepBOVVY T €ENG: XTO HEAAOV OVOUEVETOL
va evioyvBel axoun TeplocdHTEPO 1 TAOT TOV EvEPYOD TPOGUVOTOMGLOV. [Tapdrinia, Ba
TapooTeEl avAyKn HEYOADTEPNG GULOTNUOTONOINGCNG TMOV VANPECIDOV EMOYYEALOTIKNG
TANPoeOpN NG, N omoia dev Ba mepropiletarl og Bvikd N TEPLPEPELOKO 1 TOTIKO EMITEDO
uévov. Oa ypelaoTel vo TapEYOVTOL GTOVG TOATEG TANPOPOPIES KAl Y10 TIG OLVATOTNTES
amacyOANONG TOVG o€ GAAES YdpeS TG Evponaikng Evoong. H avaykn avt evieyvetan
Kol omd TO YEYOVOS OTL HEGH OTO MOYKOGUIO GUGTNUO, GTO OTOi0 EVIAGCOVTOL KOl
Aertovpyolv ta dtdpopa kKpdTn, Oev umopel va ayvoeitor avtd mwov cvpPaivel aArod Kot
1010iTEPO OTIG YDPES TOL AVIKOVV oToV 1010 d1ebvr cuvaomioud. H ovvektipnon tov
oTOL(ELOL AVTOV 1GYVEL AGPAADS KO Y10l TNV OPYAVAOGT) TOV GLGTNUATOV ZVUBOVAEVTIKNG
kot [IpocavatoMcpov.

Méoa ot cOyypovn mpaypatikdOTNTo TG 0PEPAATNTOC KOL TOV GLVEYDV CALAYDV, TOV
TEPLYPAYOLLE TAPOATAV®, 1] TANPOPOPNOT OEV LITOPEL VOL EYEL TOV TOPAOOGLOKO YOLPOKTIPOL
MG OMANG TEPLYPUPNG TOV EMAYYEAUATIKOV OPUGTNPOTHTOV KOl TOV KOWVEOVIKO-
OLKOVOUIK®DV TOVG TPOOTTIKMY 7OV, £TGL KL AAAMG, £lvat kat Oa mapapeivouv acapsic. H
TANPOPOPTOT TPEMEL VO ELEKTEIVETOL KO GTIG GVYYPOVES TAYKOGES OAAYEG e ootk
o160 ™V vrofondnon TOV TOMI®V Vo KOTOVONGOLV TO TMOYKOGHo YiyvesOar, v
avTiAneBoHV TO KOWVMOVIKO-0IKOVOLKO Kot EPYUGLOKO TEPIPAAAOV GTO 0010 KAAOVVTOL VL
evtayHovv Kol vo GUVELITOTONGOVY TOVG KavOveg mov to diémovv (PA. Kwotdkn, 1988,
Kaocowtdxng, 2000, Koopidov, 2002) IToAloi, Ghiwote, Bempody 011 £vag 0o TOVE Lo
ONUOVTIKOVG POAOVG T®V CUYXPOVOV AEITOvpYDV TG ZULUPOVLAEVTIKNG KOl TOL
Enayyelpotcod Iposavatolopod sivar va vrofondncovy ta dtopa Ko, img, TOvg
VEOLG VO, VTIANPOOVY OGO YIVETOL KOADTEPQ TV KOWVMOVIKO-OIKOVO UK TTPOLYLOTIKOTNTOL.
[TAnpoedpnon, PBéPara, dev onuaiver mabntiky podnon Ko vrotoyn o' 0,1t wyvel. H
EVIUEPMOT Y10, TV TPOLYUOTIKOTNTO TNG 0YOPAS EPYUCING TPEMEL VOL GUVOIVALETO KO UE TN
SUOPOMOT] KPLTIKNG GTAGNG AMEVAVTL TG, KOOMG KOl [LE TNV KAVOTNTA avAALGONG Kot
KATOVONGONG TOV GYEGEDV TTOV T OLETOLV.

H mnpopopnon, Opme, yo 11 omovdéc kal to. emaryyéApata oev apkel. O eEeliéelg
KabioTovV avaykaio TV evioyvon TV d1adIKacU®Y VTOBoNONoNS TG EMOYYEALATIKNG
avAmTLENG TOV OTOU®V, TNG CLUPOVAEVTIKNG TOLG LIOGTNPIENG KOl TNG KATAAANANG
SmadoymyNomg TOVG Ao To TPMTO, KIOAS, XpOvio TG (oNg TOLS. XT0 TANIG10 0VTO, 1|
aywyn otadodpouiag Bo yivetar OAo kol woO onuovTiKy Ko 1 Béom ¢ péoa oTig
JPACTNPLOTNTEG KO TG YEVIKOTEPES EMIUDEELS TOL GYoAeiov Ba evicyvetat. H éppacn otnv
TPOCMOTIKY] EXOYYEALUTIKT OVOTTUEN KOL GTIV EMOYYEALLOTIKT] SLOTOLOOYMYNOT) OToLTeEL 0o
TOVG AELITOVPYOVS TOV TPOGOVOTOAIGHOD Pabid YvdOTN TOV GYETIKOV IE To CNTHUATO 0VTE
Bewprov kot peBodmv, aALA Kot e T0 pOAO TOV S1OPAUATICOVV GTOVE TOPATAV® TOUELG
TOKIAOL YuyoAoyIKoi, KOmViKol Kot ekTondevtikoi mapdyovteg (PA. Anuntpdémoviog,
1999, 1999).

Eéyopn onuacio emPairetor va 000el 0TI 1010{TEPEG KOVOVIKES OPAOES, OTMG Etvar 7. ).
Ol YUVOIKEG, Ol UELOVOTNTEG, Ol TOALVVOGTOVVTEG, Ol 0AAOOOTOTl KOl TOL ATOUOL IE EOIKEG
avayKes, yuo 800, kupilmg, Adyovg: O TpdTog oYXeTIlETO LIE TO YEYOVOGS OTL PLEYPL GIUEPQ OEV
elye 800¢el oTIC KOWVOVIKES QVTEG Katnyopieg 1) 0éovca onpacial6. O devtepog amoppéet

16 AvapepOLaoTE GTNV EAANVIKT] TPOYLOTIKOTNTO KUPIMG.
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and ™ dmicT®on OTL 1| TOYKOGHOTOoINo™n d0gv cuvemdyetor POVO KvnTikoTTo
ayafov, KeaAoiov, TANPOEOPIOV Kol WEDV, O0AAE Kol aOENCT NG KIVNTIKOTNTOG
avOporwv. To yeyovog avtd evieivel v gpedvion HEGO GTIG TOPAOOGIOKES KOWVMVIES
WitepoV KOWOVIKOV opuddwv (oaArodomol, maAtvvootobvies, KTA.) Kot onuovpyel
TMECTIKES OVAYKEG YLOL TNV OVIIUETAOTICT TOV TPOPANUATOV TOVG, OVALEGO GTO OTOio
Kuplopyn BEon KaTéYEL TO TPOPANLUO TNG EXAYYEAUATIKNG TOVG OMOKATACTACTG. AAMAWOTE,
n €bpeon epyaciog Kot 1 AoKNON KOOGS EXAYYEALATIKNG OPAGTNPLOTNTOS OTOTEAOVV
Baoikég TpohmoBEGELS Yo TV KOWV®VIKY £VTOEN TOV ATOU®MV, AL KO Y10 TV KOWVOVIKY|
oLVOYN KoL evnuepiaL.

H oteléywon tov avapopeouévov vanpecidv ZouPovievtikne kot EmayyeApaticod
[Tpocavatolo ol Ba amaTnoel TNV EKTOIOELON E1OTKOV ETGTNLOVIKOD TPOCOTIKOV, OO
™V EAAenyn TOL 0010V TAGYEL TO CNUEPIVO GVGTNLLO.

EmnpocOeta, vidpyet avéykn GuoTnUOTIKNG EMUOPPOCNS OADV OGO AGYOAOVVTOL LE TNV
epopuoyn tov Becpov TOco otV ekmaidgvon 660 Kot otnv amacydAnon. o tov
napondve okomd emParietar vo avamntuyBohv TOAAATAES HLOPPES EMUOPP®ONGS, VO
a&lomomn 0oV 01 SLVATOTNTEG TG GUYYPOVNG TEXVOLOYING Kot 1] €€ AMOGTAGEMG EKTOIOELON,
va 60000V KivnTpa Yo cvTOpOPEMOT Kol VoL TaporyOel VEO EKTAOEVTIKO KO ETUOPPOTIKO
VAKO.

[Mopdaiinia O amortnBobv BeATdoELS Kot 0ALYES KOl 6€ BALOVLS TOUELS, OTWS GTOV TOEN
™G EVNUEPOONS TOL EVPVTEPOL KOWOL Yo To. {NTNHOTO OVTd, OTN AETovpyic TV
VINPECIAOV TOL OGYOAOVVTOL LE TNV OTTAGYOAN G TOV EPYATIKOV SUVOLUIKOD, GTOV TOULEN TNG
KOWMOVIKNG TOATIKNG KTA.

5. Avrti gmAdyov

Ooca avapépnkay mapamdve 0dnyody 6To GUUTEPACH OTL Ol AAAAYES TOL GLUPBaivouy
OTOV EPYACIOKO YDPO MG OMOTEAEGLO TOV YEVIKOTEP®V KOWMVIKO-OIKOVOUIKAOV KOl
TEYVOLOYIK®V e€eME®V eMPAALOVY PLlIKEG AALOYEG KO GTOV TOUEN TNG EKTOUOELONG KO
010 Tedio ™G emayyEAUOTIKNG SVUPOLAEVTIKNG. [l TV TTpaypatomoinoen Tovg, GG,
OTTOUTEITOL GLVTOVIGUEVT TPOCTADELD, GMOOTOS TPOYPAUUATICHOS KOl ovENoT ToV
ENEVOVGEMV OV YivovTal amd TNV emxionun moAlteio 6tovg Topeic avtovg. H katoavonon
NG OVAYKNG ALTAG Kot 1) TpodBnomn g dieBvoig cuvepyaciog ota {ntuota, 6tdyotl Tov
EVIAOOOVTOL OTIC EMOIDEELG TOL TaPOVTOG cuvedpiov, Oa cuuPdiovy Betikd Tpog v
KkatevBouvon avtnv

Biproypagia
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V PLENARY SESSION

CHAIR:
George GEKAS, AssocProfessor at the Ryerson University of Ontai@anada
Jo Morris, Senior Equality and Employment Rights Officerade Union (UK)

THE epal PROJECT AND ITS UNIQUE ELEMENTS

Mike FITZIMMONS, Chair of the Board of Greater Manchester Company

The epal project is based on the creative use wfmedia and technologies, combined
with innovative approaches to the design and deliwé public services, producing a
unique resource for 13-19 year olds in Greater Master. It is an electronic information
service, fronted by Asha, an electronic personaistent, imaginatively combining
contributions by young people for young peoplepinfation, advice and guidance;
opportunities for consultation, dialogue, and pgpation with a range of public and
voluntary sector agencies; and opportunities famgppeople to develop their skills and
knowledge both electronically and in face to faggisgs.
The primary aim is to provide a multi-channel electronic platfahmough which a virtual
community of young people can access informatiah services supported by a virtual
community of specialist agencies. Young peopleatsm participate in ongoing design and
development, contributing their own content if degi
The objectivesare to:
= contribute, alongside more traditional ways of ddinings, to improved outcomes
for young people; measured in terms of their capdoinegotiate the risks and
challenges of teenage life
= maximise their opportunities for personal and datgaelopment
= gain achievements in terms of informal and forntalcation
» achieve a successful transition to adulthood.
* innovatively and creatively exploit new technoldgysupport and promote wider
participation of young people as citizens, in sbara political life.
How does it work? Young people are able to interact with an “epaldrder to acquire
information, communicate with others and interacithwrelevant agencies and
organisations. Key background and contextual médion is provided covering a wide
rage of topics, usually in partnership with agese®rking in the field. The technology
involved enables the system — the "epal” - to jgftland broker access to local sources,
networks and opportunities.

This method of delivering services to young pedpléwinned with another, equally
innovative mechanism, of enabling young peopleadigpate in the development and
“content” of the project. This has been aroundéng young people to develop skills in a
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variety of areas such as Urban Music, Animatiogliisg, Photography, Journalism —
which in turn facilitates these young people tolhh “content” to epal. A consequence
of this is that epal gains credentials both locahy digitally, that aid with the take up of
the electronic Personal Advisor services. Therefibre epal project is significant in that
there is a structured “back-end” of information aasdources, with a youth focussed and
produced “front-end”.

The unique characteristics of epal

1. Integration with mainstream public services

It is fully integrated into the newly emerging Cemons Service (the Government’s
flagship youth support initiative targeting 13-18ay olds). The Connexions Service
provides information, advice and guidance to 1344 olds, in order to help them make
informed choices and fulfil their potential. Paiftthis is around careers, education,
training and employment, but also embraces widettyssues, from drugs and alcohol,
through to a host of other specialist support seszi Through epal, Connexions is able to
deliver services more effectively and efficiently;a wider range of young people than
would be possible through face to face methods,iamvdays more in tune with many
young peoples’ lifestyles and preferences. It rakese services substantially more
accessible — both in the sense that electronicsacéts the needs of some young people
more than face to face approaches may do; buiratb@ sense that it provides potential
for imaginative presentation of materials, moreuime with young peoples’ learning styles
and expectations.

2. The strength of its partnerships

Underpinning epal is a robust partnership structimenlving all key agencies working
with young people, including youth services, YoOtifiending Teams, Probation, schools,
colleges, the Learning and Skills Council, tragngmoviders, transport agencies (GMPTE),
health (drugs, alcohol, physical and mental health¢ Police and other specialist
providers. Working through and integrated withimstpartnership structure, epal is a
vehicle for delivering a very wide range of sergiemd information about services online.
It includes a comprehensive directory of servia@ess Greater Manchester, information
about courses, leisure opportunities and evenlisniaering opportunities, issues relevant
to young people and places and people to talkaatahose issues. It is also a vehicle for
consultation and participation - ensuring that @vare designed and delivered in ways
that meet young peoples’ needs and engaging ycemgig@as active citizens in the wider
public arena.

3. The range and quality of information and servies which it makes accessible.

A robust partnership network, combined with theecoontribution of the Connexions

Service, ensures that the information and senacegssible through epal are of good
quality, relatively comprehensive and wide rangimgharacter. This is critical to ensuring
success in terms of credibility with young peoplesuracy and maximising the potential
usage of the resource.
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4. Its strong emphasis on youth participation andnvolvement
There is a special emphasis given to this asped@arfnexions, which reflects the
Government’s wider concern about youth exclusiahthe lack of wider opportunities for
youth involvement and participation in public araifcal life.
Working through a range of methods, including féadace “skillshops” and events
designed to promote young peoples’ creativity analvement, as well as a variety of
“online” methods of engagement, epal offers mudtippportunities for engagement and
involvement.

Young people can contribute their own content. yldesm moderate content contributed by
others. They can rate content provided by agendiesy can engage in discussion forums
about issues relevant to them. They can engadgmliogue with agencies and decision
makers who might otherwise be inaccessible. Tt¢ey participate in consultation
exercises about key issues and services, and imaka&éeeds and views known. Work is
also taking place to engage young people moretefég in the governance of epal and as
participants in project work (e.g. market reseathbhj the project can develop.

A key factor is that the design and structure @ @msures that the look, feel and content
of the site reflect young peoples’ needs and aspns It ensures that the resource is able
to sit comfortably within a youth culture dominateglcommercially driven services and
products which heavily influence young people. haligh epal has a very strong public
sector ethos in terms of delivering services anqgbst, this is achieved within a context
that is young person centred, attractive and engagwithout being patronising. This
ensures that the resource is popular and attractivgtarget group; in turn making epal a
tremendous opportunity and vehicle for public agenseeking to engage with or deliver
services to young people.

5. Its underlying community development principles and their potential

Underlying this methodology, is a set of princigesrowed from community development
but applied in the context of emerging e-governm&yhat epal drives forward is a set of
electronic communities — with young people at tiseintre — plus a range of agencies and
partner organisations, which may not otherwisedoessible. These can be defined around
areas of common interest (issues, etc), or geogr@aighbourhood, local authority area,
etc); or wider civic issues (consultation, engagamearticipation), and have very real
potential for supporting and improving “real comntigs” (introducing young people and
their projects from different areas to each otkkaring and disseminating learning). Itis
important to see epal as a dynamic process — sargetlith potential that will grow and
develop over time.

6. Personalisation
epal is personalised and personal. Young peopie th& option to register (and to do so
at differing degrees of detail) when they entenineial epal community. They are guided
in doing this, and in searching and finding infotimia, by a personal assistant (Asha), who
functions in the manner of a wise elder sisterpihg young people negotiate around the
resource to access what they need. Young peoplepeeonalise their information
searches, gain on line access to a Connexionsra@dvisor, and contribute to the site.
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They are also able to customise their home page.

7. Localness

Although there are a range of web based servicg®tong people nationally, these do not
have the local content that is essential to theapacept. This includes directly accessing
locally based services on line (Connexions in tfst ihstance, but with potential for other
agencies to experiment in due course), but alsdoted character of the information
available. This is mainly provided through theediory of services, but also through the
contributions made by local young people, ageramgsorganisations, in terms of content.

8. Accessibility and Scale

The accessibility of epal does not just cover issamund access to information or
services, but also the technological aspects @ssilility, including mobile phones, pcs,
and emerging channels such as digital televistdrad been designed from the outset to be
scaleable — in its partnership and youth involvenmesthodology and its technological
content and design. Technologically, the desighefesource means that it can cater for
an expansion in the number of users, and for amt@®expansion in the content carried. It
has also established a methodology for experimgmtith the delivery of online services,
and for engaging young people and partner ageirctbs process. The project also aims
to experiment with a further new technological dirsien, by piloting content suitable for a
youth access digital television channel in due seur
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TO WIN THE FUTURE: PROMOTING ENTREPRENEURSHIP

(I'TA NA KEPAIZOYME TO MEAAON. TIPOQGEIXTE THN
ENIXEIPHMATIKOTHTA)

Andreas Stefanidis,Secretary of the Federation of Hellenic AssociaiohYoung
Entrepreneur® E.SY.N.E.(Member of the European
Confederationyafung Entrepreneurs YES for Europe)

The integration and globalisation process tha\ery economy worldwide in the past few
years altered how companies do business. Conditiopaew rules and principles that this
world order presents, companies need to be mor@eitme, and to create more added
value to their products and/or services innovaéngryday the way to do business.

Borders are becoming more and more fluid; steptbg-a world market is imposing itself.
The availability of products and services as waslthe production factors is no longer
local or regional but global. Only human resoursisresist to mobility; it is harder to
have the needed workforce where companies want thdra. Cheap labour is found in
Third World countries, and high added value lakisurard to find.

In the current knowledge based economy, the maspetitive economies are those who
have the better and most prepared human resouraeisler gap is being built between
those who have the know-how and those who haveriuigher rate of productivity will
only be achieved by improving the education/tragrsgstem and mainly through a cultural
revolution.

The European culture of “fonctionnarisme” must stipe Welfare State paternalism still
shapes the way we think; even now we expect froreigunents to provide jobs to
everyone. Schools are providing “functionaries’titd@ not answer to companies’ needs
and without assurances that there will be a jolthflem. The educational system should be
reviewed to embrace innovation and creativity, tedking and responsibility.

The Cultural Revolution could start by dissemingtthe values of entrepreneurship to
social partners/stakeholders. The promotion of eeraatonomous and creative

attitude towards life is essential; values sudhnigigtive, innovation, and risk taking come
side by side with those of competence, qualificattmd know-how are the expected
outcome. Promoting entrepreneurs, be they emplayemployees, as models to follow
would be a first step to win the future. In a wontlere young people need references to
follow, we should present those who fulfilled th&turopean Dream”.

Europe lacks the ability to transform scientifiokviedge into innovative products and/or
services; only by connecting the educational systedthe private sector this problem will
be solved. Entrepreneurship should be include@di8l curricula as a discipline or other
disciplines curricula should be adopted to incoap®rvalues such as initiative and
enterprise development in order to promote a mgnauhic and risk taking society. The

151



152
school system should be one of the most innovativeonments in society; it ought to
push students to go always a step further by maintapermanent contact points with
companies stimulating the spirit of entrepreneyrstmong students.

A more entrepreneurial school and the creation oferenterprises would enhance
Europe’s competitiveness by having a better-prepagkforce. More enterprises would
drive to more innovation into companies and thavenation of the private sector.

The creation of new companies is important to amnemy. In order to play a role in the
economy research and development “will require emmaneurial initiative in its
introduction.”1 Small companies are responsibletfiermajority of job and wealth creation
in European countries, so the healthier they ar&é#tter economy will perform. And new
ones would replace those who cannot compete.

Currently, to start a company is not “just” takihg risk of starting a venture but also one
has to be ready to face bureaucracy, the well-krfosdhtape”. Supporting the creation of

new companies is not enough; the right environmandt be created to convince more
people into starting their own business.

Several areas could and should be improved, treeg@trmew but we have still to insist to
have them changed:
“Cut the red-tape” is still a valid slogan, theteuld be one simple model to fill in
to start up your company. The registration sho@d/dlid no later then 48 hours
after. The ministries involved in the creatiomefv companies should join efforts
to create an effective network to achieve this goal

- Labour market liberalisation, introducing morebelial measures allowing
companies to face market cycles. A more liberablebmarket means that
companies will not be so concerned on hiring mams@nnel as they will always
have the choice of downsizing if it needs.

- A slow “judicial system” also prevents the reguianctioning of the market; be
aware some businesses stay on hold for too longiagiéor a court decision.

- Also important is the creation of a true Europeeapital market where
entrepreneurs can effectively get financing forrthdeas. Venture capital and
Business Angels should be highly stimulated in [paro

- Utilities services like energy and communicatisheuld have rates comparable to
those on the other side of the Atlantic.

- Governments need to review their taxation paddicie lower its weight on
companies, currently at the European average of(&i¥porate + Social charges).

What we want is to encourage an entrepreneuriat sythin schools and families; to
support the creation of enterprises would meamatent market revitalisation with more
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innovative and creative products and services; amitHforgetting the imperative
changes to create a market where new companie€d\MBd can compete without having to
worry red tape and utilities high prices.

Mépog 1°

Eivor mAéov yvooto 4Tl 1 ToyKOGHOTOoINoT TV ayopdv 1 ortoio aAAALEL TO OIKOVOLUKA
dedOUEVO TOYKOGUIMG 6T TeEAevTaia Ypdvio. GAAace Kol ToV TPOTO LLE TOV OmOio Ot
etapeieg ovvorlddocovtal. PuBuiopévec and véovg kavoves Ko apyég, ot etorpeieg
opeilovy va eivat o avTay®VIGTIKES, £T01 BpioKovTal G€ £vo GUVEYT 0yMVA KOVOTOMI0G
Yo TNV dNovpyio TEPIGGOTEPWV TPOGHETOV AEIMV GTA TPOIOVTO TOVG KO TIG VAN PEGIES
TOVG AAAALOVTOG TO OESOUEVO TV ETOUPIKAOV GUVOAALYDV.

Ta ocvvopa yivovior 6A0 Kou 7o pevotd: Puo mpog Prua pio maykodcuo oyopd
avtoemPBdrretar. Tdco 1 dtbec1dTTO TOV TPOIOVIMV KO TOV LINPESLOV OGO KOl Ol
OLVTEAEGTEG TOPAYMYNG OV glvatl TAEOV ToTKOl 1) TEPLPEPELOKOL OAAG SroKpaTikol 1) Kot
TayKOo Lol MOvo 1o avOp®OTIVO SUVOUIKO OVTIGTEKETOL OKOMO GTNV KIVNTIKOTTO €ival
d0oKOoAO va dlatifetan To amapaitnTo epyatikd duvaptkdekel OTOL o1 eToupeieg To BEAOVY
va gtvat. Ta eOnva epyatikd yépra Ppiockovror otic yopeg Tov Tpitov kOGHOV, Kot TO
vynAng aglag epyatikd duvapukod sivor duckoro va Ppedel.

Ymv o0yypovn otkovouio mov &ivar PacIGHEVN GTN YVAGCN, Ol MO AVIOYM®VICTIKEG
owovopieg eivor owtéc ot omoieg dwbétovv e1dkevUEVO avBpdmvo dvvautkd. g
OTOTEAEGLOL TOV YEYOVOTOG ALTOV £ivol 1 OMpuovpyior VOGS GNUAVTIKOD KEVOD TOL £)EL
onuovpynBet peta&h avtdv mov SbETovy KOl OVTOV OV CTEPOVVTOL YVAOGCEMV.
Yyniotepog pvOudc mopaywyne pmopet vo emrevyfel pdvo pe m Pedtioon Tov
GLOTNUATOG EKTTAIOELONC/KATAPTIONE KO KVUPIMG HEGH Od Hio TOMTIGHUIKT ETAVAGTOCT.

H Evponaiki kovitovpa tng ypagewokpatios npénel va otapatiost. O Kpotucog
Mnyoviopdc ovveyilel va Kuplopyel oKOUO Kot GTOV TPOTO TOV CKEPTOUOOTE OKOLLOL KoL
oNpepPa TEPLUEVOLLE HOVO aTd TIG KLBEPVNGELS Vo TapEYoLV epyacio o€ OAovg pag. Ta
ooleinl SLLUOPPADOVOLY EVaL EPYATIKO SVVOUIKO TOV OEV AVTOTOKPIVETOL GTIG AVAYKES TV
emyepnoewv Ko yopic egacparicelg 0t o vmdpier pio amoacyoinon YU avtd.
Tpopaxtikd pavtdlovv Ta 6TotyEia TOV TPoKLITTOLV Yio. TNV EALGSa ad T dnpockomnon
0V EvpoPapoduetpov mov npaypatoromdnke peta&d 15Ilavovapiov kot 28 DeBpovapiov
20030710 15kpatn pén. To 62,8% tmv epmtBEvimV andvince 0Tl 0€V YVOPILEL TOGS va.
xpnopomolei vroroyrotyy kot 10 69,2% 611 dev pmopel va yeprotel KAmTOL0
EMLGTI|UOVIKO 1] TELVOLOYIKO £E0TAIGNO.

A&loonueioto Ko To yeyovog 0tt povo to 17,7% tov epot0iévrov éxe A kdrora
HopoeN EKTOiOEVONS 1N KaTAPTIoNS, KOTA TN owapkewr tov 2002 evod axdua o
aroBappuvtikn givor 1 adlopopio Eveg 6Tovg TEVTE Vo KatapTicOei oto périov. To
EKTOOEVTIKO cuoTNUa Oa Tpémel va avabBempnOel ko vor «ayKoMAGED> TNV KOVOTOMI0 Kot
™ OMUoLvPYIKOTNTA, THV ovaANYT pickov Kot TNV vaevfouvoTnTa.
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Mépog 2°

H noltiopikn] enavastaon 0o npémer va Cekivijoer pe v 6140001 TOV 01OV TG
EMYEIPNNOTIKOTTOS 6E 0A0VS TOVS KOWMVIKOVS gtaipovs. H mpomOnon piog mo
avTOVOUNG KOL OMHOVPYIKNG otdong amévavtt otn (on eivar Pacwd aitmuo. To
avapevopevo arotélespa eivat: agieg dmwg n mpwtofoviia, 1 KavoTopic, Kot avaAnym
pioKov va GuvdVAcHOVV LE AVTEG TNG IKOVOTNTOG, TNG TIGTOTOIN O G KO TNG TEXVOYVAOGTOG.
H ntpodOnon tov entyeipnuoatidv g Tpdtuma LoviéAa, Bo mpémel va eivol 1o TpdTo frina
v va kepdicovpe to pEAAOV. Le éva kOGO TTov ot véol dvBpamot yperalovtot TpdTuTaL,
eueic Ba mpénet vo tpofdiiovpe ovtovg Tov ekTAnp®VoLY To Evpomaikd tovg Overpo.

H Evponn otepeital TNV IKOVOTNTA VO HETUGYUATIGEL TV ETGTI|LOVIKT] YVAOT] GE
KOIWVOTOUIKA TTPOTOVTO KOl VANPEGIES Kot 1] AVoT avTod Tov TPpoPAnpatog pmopet va
Bpebel pdvo otV GUVOEST TOV EKTAOEVLTIKOD GUGTNLOTOC LLE TOV IOLMTIKO EMLYEIPTLOTIKO
TOULEQ.

H emyeipnpotikétnto 0o énpene va mepAapPaveTol 6To 6YOMKE TPOYPARLATE OG
Eexmprotdg kKAAd0G. AAAotl KAASOL TG ekTaidevong Bo pmopovcay vo viobetnoouvy atieg
OmmG N TPWTOROLALD, M EMYEPNUOTIKY OVATTUEN HE GKOTO TNV ovATTLEN piog 7o
SLVOUIKNG Ko £TOUNG Y1oL avaAnym pickov Kowoviog. To oyolkd cOoTH TpETEL Vo
gtvat évo oo ta o KovoTope epBailiovia péca oty Kovovio Bo mpénet vo mbfcet
TOVG HOONTES VO KIvoHVTOL TTAVTO £VOL PO LTPOGTA KPOTMVTOG GUVEYT OTLEID ETOPNG LLE
ETOPELEG TTOV TOPAKIVOVV TO TVEDUOL TNG EMYEIPNUATIKOTNTOG AVALESH GTOVG PLaONTES.

‘Eva mo «emiyeipnuotikd» oxoieio kot n dnpovpyia mepiocdtepwv emtyelpncoewv Oa
EVOLVOUMGOLY TNV avtayovioTikotnto g Evponng. Tlepiocdtepeg emiyeipnoelg Oa
00MNYNOOLVV GE TEPIGGOTEPEG KOVOTOMES MO TNV TAELPE TOV EMYEPTCEOV KOL GTNV
avaVEDGCT TOV 101MTIKOV TOUED.

Mépog 3

H dnuovpyia véwv emyeipnoemv ivor onuavtik yu kéOe owovopia. [Hoapdiinia, n
£pEuVa Kot avamTTVEn, Y10 Vo TaiE0VV Eva 0OVoIUGTIKO POLO GTNV OlKOVOUia «Oa amattovV
eMyEPNUATIKES TpoTOPoVAiec Katd TV évapén tovg». Ot pikpég emyelpnoelg eivot
VIEVBLVVEC Yo TNV TAEIOYMPia TV BEcEmV pyaciog Kot TV ONUovpyic TOV TAOVTOL OTIC
EVPOTOIKEG YOPeS, €Tol 060 mo vyiels elvar, OG0 1oYVPITEPT Oowovouio Oa
dnuovpynoovv. Ot véeg emyelpnoelg o aviikatootoovy 6ceg dev Ba pmopodv va
avteneEEAO0LVY GTOV SLoPKT| AVTAYOVIGUO.

Axoro00mg, N évapén piog etaipeiog dev givatl HOvo 1 avaAnyn tov pickov ekkiviong
OAAG KOl 1 ETOUOTNTO VO OVTILETMTIGEL KOVEIG TNV GLVEYT YpapeloKpoTia, Eva and To
ONUOVTIKOTEPO, EUTOOIL NG emyelpnuotikdottoc. H vrootpién onuovpyiog véwmv
EMYEPNCEWV UOVO OV givar apket) mPEmEL va dnpovpyndei 0 cmotd KAIpo Yo va
evlappivel Teplocdtepovs avOpdTOVG 6T0 EEKivnpa TG KNG TOVS EMLEipNONG.
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Apxketol topeic Oa umopovoav Kot Tpémet va, feATiwbolyv, dev elval AyvmoTol aALd TpEmel
OULVEYELD VO EMUEIVOVLLE YO TNV TTANPN LETAALAEN TOVG:

Mépoc 4°

- «Apeon Gpon TOV EPTOSIMV KATA TG ETYEPNRATIKOTNTOS» Eival £vo aKOpO
a&oroyo ovvOnua. [péner ta mphypata voa givor mo amAd otav 0&ieic va
Eexwvnoelg katt oo cov! H voukn évapén dev mpémel va yiveton o€ Ypoviko
diionuo. meptocotepo TV 48 wpov. Ta vrovpyelo mov cvppetéyovv o
dNpovpyio VEOV ETXEPNOEMV TPEMEL VO EVADGOVV TIG TPOSTADEIEG TOVS Y10 VL
OMNUOVPYNGOLY £V OTOTEAEGUOTIKO OIKTLO Yo TNV €MITELEN TOV TOPATAV®
otoyov. H idpvon tov Kévipov Yrodoyng Erevovtav sivat éva onpaviikd Tpmto
Prpo aArG emPBdAdeTon Kot 1 vopuky BecpoBétnon toug.

- Awevpuvon TG ayopag ePyaciag, EL6AYOVTOS TEPLOCOTEPO ATELEVOEPOTIKG
PETPO TO. 0TTOi 00, EMTPETOVY OTIC ETULPEIES VO, AVTIHETOTICOVY TOVG KOKAOLG
™m¢ ayopdc. Mia mo eAedBepn ayopd epyaciog onuaivel peiwon g avepyiog
aeov ot etaipeiec o TPosAaUPAVOVY EVKOAOTEPO ATOWA Y10 VO KOADTTOVV TIG
avaryKec Toug xwpig va £xovv to emayBég Phpoc TG Kelpevng epyaTikng vopobesiog.
E&dALov 1 gumepia tov eni GLPAGEL ATAGKOLOVUEVOV TTOV GLVEXDS OVEAVOVTOL
&xet avadei&el a&idhoya oTeEAEYN OTNV ayopd oL av TPosAapupfavotay pe oxéon
eEaptnuévng epyaciog eAdy1oto T0G00TO ad aVToVS Ba Efproke dSOVAELD.

- 'Eva Bpaodd «O1KaoTIKO GUGTIO» KoL Lol , Mo ETEKOS, amapddekTn vopodesio
TEPL TTOYEHCEDV PALPEL 0T ETLYEPTNUATIES TO SIKAIOUO OTT] «OEVTEPT EVKOPTIO?,
Kol TOV G ELVOLOVUEVES YDPES ONUoVPYEL avarTuln Bactopévn pdacta
otV gunepia. Etvor yapokmmpiotikn n npotpon tpog avtr| kKo g «lIpdoivng
BipAov» yio v Emyeipnuotikdmro.

- E&ioov onuavtikny givon n dnuovpyia piag aAndivng Evporaikng ypnuatayopdc
OOV 01 EMYEPNLOTIEG LTOPOVV ATOTELEGLATIKA VO, AGBOVV ¥pNULATOSOTNON TMV
10edv tovg. Emyepnpotikd ovupetoyikd kepdrowe (Venture CapitalSkat ot
Emyeipnuaticoi Ayyelot (Business Angelsipénet va avamtuyfodv otnv EALGSa
poG Kol ot 1010t avtoil Becpol amotelovV TOAOVG AVATTLENG KAVOTOUING Kol
EMYELPTLOTIKOTITAG.

- Ot Ymnpeoieg Kowng Qeérelag, mov agopovv Kupimwg Tnv eVEPYELL KO TIG
EMKOWVOVIEG TPEMEL VO £XOVV KOGTOG VLANPECIOV GLYKPICILO HE EKEIVO TOV
Bpiokovpe onv GAAN dKkpn T0L ATAAVTIKOD.

- O véa xvBépvnon mov Ba mpokdyel, mpémel va enaveEetdoel TNV POPOAOYIKN
TOMTIKY] TNG Y10 VO HELOOEL TO PApoc TG amd TIg eTopeieg. Avti T OTIyUn 0
EVPOTATKOG LEGOG OPOG POPOAIYNOT|G Y10 OTKOVOLKOVS KOl KOWVOVIKOVG QOPELS,
(Epopia kor Acgoliotikoi @opeic), avépyxetor oe 50%, evd otvEALGSO 1
eoporoyia péve tov enyelpnocmv gival 39% eved @tavel ovvoikd oto 60%.
Amd ™V GAAN TAevpd, ®¢ mapddelypo avantvéng, n IpAavdia peimwoe v
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poporoyio tng amd 32 %to 199806 12,5% oo 1" Iavovapiov 2003.

Enihoyog

Avto mov Bélovpe eivor va evBappuvlel €va emiyelpnuatikd Tvevpo PEGOH GE
OYOAElL KO ETLYELPNOELS 1) VITOGTHPIEN SNULOVPYIOG VEDV ETLYEPNCEMY KoL 1) S10,
Blov ekmaidevon TOV ENXEPNUOTIOV onuaivel pio coveyn avalmoydvnon g
ayopdg LE TEPIGGOTEPO KOVOTOUIKG Kot SMILOVPYIKG TPOTOVTO Kol VITNPEGIES
YOPIC PLOIKE VoL EEXVALLE TIG EMTOKTIKEG AAAYEG Yo T Onpovpyio piog oyopdc
omov o1 véeg etaupeieg kot oo MME Oa pmopodv vo avtoyovietovv ympis to
EUTOOLNL TNG YPOPEIOKPATIOG KO TOVS VYNAOVG OEIKTEC POPOAIYNONC.

Teheuwvovtog o Beha vo avapepd® oe o ToAd kodn Kivélkn toapotpio mov £yet
yiver mAéov maykdoa,

«Av cov dmcel kavelg Eva yapt, Ba eag pia popd. Av oe pabet va yapevets, Ha
TPWOS YAPLOL Y10 TAVTOLY.

H emyyeipnon eivar cav tov yapd g napoytios. Otav ) Kricels , dnpovpyeis Kot
napdyelg pia Lon, oyt LOVO Yo ToV 0VTO GOL ALY Kot Yo TV Kotvavia. @élovpe
TOMEG  emyelpnoels. Oélovpe mOAAOVG emyelpnuatiec. O&lovpe TOAAOVG
OMNUOVPYOVS TOV AEITOVPYOVV MG OVUTTLELNKOT TOAAATAACIOGTEG GTNV KOWV®Via
KOl TNV OIKOVOd.

CULTIVATIN HUMAN RESOURCE POTENTIAL IN MALTA: A
CHALLENGE FOR THE SOCIAL PARTNERS

Anne Marie Thake, University of Malta
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3. Introduction

A key challenge for Malta’s future is how to eqbigth individuals and employers with the

necessary tools to successfully compete in a chgregionomy. The cornerstones of this
new economy are knowledge and skills. These arédators of competitiveness today,

which can only be achieved by all stakeholders plegrers increasingly demand a labour
force that has high levels of vocational skillsdagovernment has the responsibility to
ensure that adequate standards prevail in the eoingaband training systems. The state is
responsible overall for shaping and developingsthgcture, organisation and content of
the country’s educational and vocational trainipgtems. It has a crucial role in bringing

about a learning society.1 Society has a legignejpectation that employers will also

invest adequately in the skills of their workforcand individuals must also take

responsibility for skill development that contribub their employability.

As the pace of change accelerates even furtivei| ie the adaptability of people and the
ability of work organisations to move quickly topeit new opportunities that will
determine our ability to create and sustain cortigetadvantage.

The Maltese economy is undergoing a transitioredesthat involves restructuring not
only in terms of capital equipment and work orgatien, but also of its human resources.
As the backbone of Malta’s economic developmdmg, ‘testructuring’ of its human
resources presents particular challenges.

4. Role and Responsibilities of the Social Partners

The new opportunities for the development of oumho resources will depend on the

investment made by the social partners in humasuree development. This realisation

will also depend on the effectiveness of the pdiiaypnework which the Government puts
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in place to facilitate the development of what effifeely must become a knowledge-
based and knowledge-driven economy. The inteoé#te various social actors, including
individuals, do not always converge. Employees, ke, service/training providers,
individuals and Government are guided or motivdiedlifferent principles for action.
Sectoral interests may precede the line of actiod @tervention. However, in a
democracy, governments operate on a mandate tédugbleanational interests as delivered
to them by their citizens. The State’s intervemgion the provision of education and
training, sets the roles of the social actors wittine whole context of the vocational
training scenario.

Quite apart from the need to improve the efficieatthe available productive systems
— such as through foreign investment in modernrtetdgy — there is an urgent need to
focus our educational and training institutions am enhancement of the required
technical skills and professional competencies.liBizally, in Malta’s case, the
maintenance of international competitiveness cast lim achieved through the
implementation of an HR strategy which promotegthskills, quality products with a
high value added and high incomes” (Fricke, 20@)12

Experience shows that employees will only be mag&dao constantly upgrade their
skills and qualifications if adequate incentivesl aewards are available for their
efforts. These, in turn, can be effectively secuhedugh negotiated deals in collective
agreements among the social partners. When othertiges like Ireland and Holland
were confronted with such a situation, a seriesaifonal development plans were
adopted following negotiations among the socialnas. These included an acceptable
ratio of pay and productivity increases togethethva realistic target of economic
growth. Like other member states, Malta will soavé access to EU services for
technical and financial assistance towards thasa@bn of its development strategy.
Success or failure will depend on its ability tdlfywtilise such opportunities.

5. The Maltese context

The Maltese Islands have few natural resourcesitangeople are highly exposed to
international events. The country’s imports angogts amount to nine-tenths of the Gross
Domestic Product (GDP). The Maltese labour foeggetids upon its capacity for high quality
products and services offering value for money al as its ability to attract foreign
investment. Tourism, manufacturing and servicestlaree key sectors in the Maltese
economy. In recent yeanser capitavalue added in manufacturing has increased, with
employment in this sector moving away from footweend clothing, towards the
manufacture of electronics (in a few companiesyjregering and health-related products.

Maltese industry has been restructuring in recewairs/ to generate better returns. As

liberalisation requires the removal of import rigsibns and levies on domestic oriented

companies, so there needs to be greater investiméimé country’s capacity to raise its

productivity. While capital investment is necegseaising the skill levels of the country is

critical to progress. A greater repertoire ofiierige and skills benefits individuals in terms

of self-development and opportunity. Raising dkillels also increases productivity and
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earning-power, enhances the quality of the matthdsn supply and demand for labour,
and has various other social and political benefits

6. The Labour Market on the Maltese Islands
6.1 Employment Profile

During the nineties, the number of persons in egmpknt increased modestly.1 There
were 148,403 persons in employment in December,26f02hom less than a third were

womenl (see Table 1). The National Statisticsc®ffNSO) defines the employment rate
as persons in employment (15-64 years) as a pagenf the population of working age

(15-64 years). The unemployment rate is the uneyaplgersons (15-64 years) as a
percentage of the labour force.1
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Table 1: Labour Status in the Maltese Islands

Males Females Total
No % No % No %
Employed 102,120 65.1 46,283 28.5 148,403 46.%
Unemployed 6,715 4.3 4,160 2.6 10,87% 3.4
Inactive 48,085 30.6 111,659 68.9 159,744 50.1
Total 156,920 100.0 162,102 100.G 319,0p2 100]0

Source: Labour Force Survey (December 2002)

46.5% of the working age population are in emplogtre65.1% of working age men,
and 28.5% of working age women. Despite a gradisal in female employment,
Malta’s overall employment rate remains low whempared to the EU average. 14%
of the employed persons are self-employed. Pemsondng part-time as their primary
job were equivalent to 6.1% of all employees in &aber 2002.1

A demand for labour and changes in the outlook aft&e households on work outside
the home have resulted in a greater proportion @kuwg age women seeking paid

employment. The ratio of women working part-timedsst job is 3.8%1 of all persons

in employment.

In December 2002, the unemployment share stoodt& BNSO Statistics), a total of

around 10,875 persons. Accounting for genderytteanployment share for men was
4.3% while that for women was 2.6%. 35.6% of theame been unemployed for 18
months or more. Out of these, 16% are femaled.&nd December 2002, 74% of the
registered unemployed held no qualifications whif&b6 of the total unemployed were
illiterate.1

6.2 Emerging Changes

Changes in employment during the past years poirdoime important underlying
inclinations in the Maltese society. The labourctohas become more varied and is
drawing from all kinds of backgrounds and sociattses.1 The diversity of the
workforce due to job mobility and new recruits wilad to different forms of work
organisation (see Table 2). As a result, employersld need to create more flexible
policies in the workplace.

Concurrently, the pressures and needs arising &drngher standard of living have
pushed more Maltese to engage in part-time worl agcondary job. This process
reflects an active economy, but it undoubtedly poa@t new pressures on the Maltese to
work more, to earn more because they need to spmemnd. Besides, a lack of flexible
working hours and other forms of work organisatisralso putting pressure on the
Maltese family. In many cases, this leads to lass favailable for leisure and for time
spent with one’s family. These costs and benefies part and parcel of such a

161



162
developing situation and constantly need to be keterspective by social and
economic planners.

7. The Human Resource Infrastructure: The Social Pdners

The social partners consist of the public sectmpleyers, and trade unions. The Malta
Council for Economic and Social Development (MCES@as created by Government as
an advisory body in order to provide a forum fonsaltation and social dialogue between
social partners and, where necessary, with orgéomsaof Civil Society. It was entrusted
with the task of advising Government on issuedirgjao the sustainable economic and
social development of Malta. MCESD is composedepfesentatives nominated by the
national employers and workers organisations, sgmiatives of government, and the
Governor of the Central Bank (G. Baldacchino, $zBj E. Zammit, 2003:123,125). 1

7.1 The Public Sector

The public sector employs 32.9% of the labour sypplThis sector is undergoing a
restructuring and privatisation process involviegrer organisations so as to reduce
production inefficiencies and improve labour foflsxibility (E. Zammit, F. Borg, & S.
Vella, 2001: 81).1 As a result, the public secteeds to develop its human resources to
adapt to the ongoing changes in terms of skillsquality standards.

Government is responsible overall for shaping asgetbping the structure, organisation
and content of the educational and vocationalitngisystems. The state has a crucial role
in bringing about a learning society.1 As Malt@@ies within a market economy, there
are some overarching trends which follow from teeedlopment of a culture in which there
is less control by the state and more opporturiitggional and local level for people to
exercise initiatives, to take responsibility foetimnanagement of their own lives and
learning. This alters the roles of the key playera fundamental way.
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Table 2: Labour Supply Distribution*

%

%

Dec LZESLr Dec LZESLr
1997 Supply 2002 Supply
e Sy | 140834 1000 | 144,370 100.0%
Full-time gainfully occupied(Including 133.141 94.5% 136,863 94.8%
self-employed)
Self-Employed only 15,963 11.3% 15,34( 10.69
Private Direct Production 37,095 26.3% 37,705  26.1
Of which:
Agriculture and Fisheries 2,181 1.5% 2,215 5%.
Quarrying, Construction & Oil drilling 6,053 4.3% 6,803 4.7%
Manufacturing 28,861 20.5% 28,687  19.9§
Private Market Service 44,937 31.9% 50,528 35.09
Of which:

Wholesale & Retail 15,095 10.7% 15,596  10.§
Banking, Insurance & Real Estate 3,213 2.3% ,86% 3.4%
Hotel and Catering Establishments 6,111 4.3% 6,085 4.2%

Transport, Storage & Communicatiof 8,988 6.4% 8,9696.2%

Others 11,530 8.2% 15,013 | 10.4%
Public Sector 50,263 35.7% 47,556 32.99

Of which:

Government Departments 30,188 21.4% 30,827 .09%21
Armed Forces 1,526 1.1% 1,450 1.09
Independent Statutory Bodies 374 0.3% 144 %0.1
R.S.C. & Airport Co. 10,304 7.3% 7,925 5.59
Public Sector Companies 7,871 5.69 7,710 5.3
Apprentices & Pupil Workers 846 0.6% 1,021 0.7%
Registered Unemployed 7,693 5.5% 7,516 5.2%

Source: ETC Labour Market Research Statistics (Deaaber 2002)

* |t is to be noted that ETC classifies employeyd®IC whereas the NSO uses NACE
and therefore, ETC and NSO data do not tally.
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The state also has a coordinating and facilitatihgwith responsibility for the overall
infrastructure, the provision of a legislative frork, the setting of standards and the
monitoring of quality assurance, the provision efamanisms for accrediting qualifications
nationally, and the licensing of education andniray establishments. Government
therefore needs to take the lead in encouragingdbial partners to work together, with
shared responsibility for strategy and operatidasision-making, management and where
possible, even sharing financial commitments tmiimg and development.

7.2 The Employers

The shortages and recruitment problems which osgéions have been facing are various.
61% of employers declare that shortages werealgedlification deficits, lack of skilled
manpower and other reasons.1 The recruitment gmold common to several labour
categories namely managerial level, clerical, s#litknd unskilled labour.

Employers often view continuous training as a dasvestment in training is not expected
to give a return on productivity at least in thedderm. Training is generally tailor-made
to an organisation’s needs. It is goal oriented ams on specific lines. Employees’
overall development is not emphasised. It seen&tivalta, general formal learning ends
with compulsory schooling. The notion of lifelongarning (LLL) needs to be further
developed. Lifelong learning will be acceptedoiias as it matches the changing skill
requirements of today’s dynamic labour environm#&fust of what is called training is

simply the repetition of good operations in theteahof an organisational set-up. Itis not,
strictly speaking, skill-empowerment. In a competit changing labour market

environment, organisations have to develop thamdmuresources.

The allocation of working hours/days for professibdevelopment purposes is not
widespread. However, various contributing fact@sch as tighter labour markets in
certain economic and service sectors) have chatigegrofile of relations between
employees (and their representative bodies) amdeimployers. Entitlement for a number
of study leave hours/days should be included itectve agreements to be used by
employees to advance their technical or managaptilde by following external training
programmes related to their role and responsislitithin their organisation.

7.3 The Trade Unions

The traditional industrial relations model in Maltas that of a voluntary, bi-partite
collective bargaining at the enterprise level potarised relationship between employers
and trade unions (E. Zammit, F. Borg, & S. Vell®2®2)1 In recent decades, this model
has gradually changed into a pattern of corporgdartite bargaining at the national level
based on social partnership. Around 60% of the @&4altworkforce is represented by
unions.

Malta has enjoyed an atmosphere of relative ingsttability. This can be attributed to
the readiness of the social partners to work tagatha highly competitive international
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market as well as the government’s readiness e saflustrial relations issues as they
emerge.1l

7.4 The Individual

Employment contributes to the individual’s identitysociety. It is a source of belonging
and status of the individual in her/his organigatio its immediate social environment and
within the household itself. Job stability affettie social texture within this context and
therefore, the greater the changes in the poliindleconomic environments, the greater
the feeling of uncertainty.

Ultimately, the challenge of finding work and adagtto an industrial environment must
be met by the individual. Few businesses offer iembs for life, and the employee is
likely to have to adapt to new circumstances. Eygis have the impression that the
educational system does not yet equip individuatls this ability to adapt, as shown in
various human resource surveys carried out in #s¢ overnment also needs to assess
the apprenticeship schemes and evaluate the gxistiching methods, in order to enhance
skills required by the labour market.

Changes in the environment bring about associdtadges in values and expectations
among working people. Malta’s economic growth, @&tiorientation of economic activity
towards services, and higher household expectat@awves all contributed to the increase in
female employment.

The promotion of equal opportunities is being adseel in general and in relation to
particular sectors of the Maltese Society by a nemalb statutory bodies.

7.5 Civil Society

The Civil Society plays an important role in whateferred to as the social economy. This
comprises co-operatives and voluntary organisatiargeneral these organisations may be
distinguished from public and private organisatibpsheir characteristics of being value-
based organisations of committed individuals oadowards mutual or social good. Their
espoused values are usually participation, usecamnunity orientation, and non-profit
distribution. Two main sectors in the Civil Sogigthich contribute to the development of
Maltese human resources are NGOs and the Arch@iafddalta.

The scale of current economic and social chandeunope, the rapid evolution of the
knowledge society, and the demographic pressugestiregy from an aging population,
demands a fundamentally new approach to educatmtraining. Lifelong learning is the
umbrella under which all kinds of teaching andeiwide’ learning should be united. It
sees all learning as a seamless continuum ‘frodieta grave’, extending from the early
years through adult life. Encompassing a commae ob knowledge and skills which
goes beyond basic numeracy and literacy, it aimequip people with the essential
building blocks required to function in modern sigi— ‘generic’ or ‘life skills’ such as

problem solving, teamwork and learning skills, mation and disposition for learning at
all ages.
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Skills, knowledge and understanding will not lasifetime but require regular updating.
Thus, lifelong learning covers not only basic ediorebut all purposeful learning activity
undertaken on an on-going basis with the aim ofrawmjmg knowledge, skills and
competence.

Lifelong learning is needed not only to develop &yability and personal fulfilment of
current and future generations, but to ensure theusion in society and to promote their
active citizenship. This notion of lifelong leamgican be implemented on a wide scale. It
is these challenges that Malta seeks to address.

8.  Challenges for the Social Partners
8.1 Challenges for Government

The European Commission White Paper on Educatioeaining (1995) stated that ‘the
State is responsible overall for shaping and dewetpthe structure, organisation and
content of their educational and vocational tragngystems. Clearly, the State has a
crucial role in bringing about a learning societyt4 functions include the following:

8.1.1 Coordinating and Facilitating Role

The State has a coordinating and facilitating neléh responsibility for the overall
infrastructure, the provision of a legislative fraork, the setting of standards and the
monitoring of quality assurance, the provisionwélifications nationally and the licensing
of education and training organisations.

8.1.2 Basic Skills

Government is to ensure that the educational sysgemroducing high levels of
achievement in the field of basic skills, such asglages, sciences, mathematics and
technology, on which work-based learning can bk.b¥ioung people need to be flexible,
enterprising and technically proficient to be ege&g for an uncertain and rapidly
changing future. They need to begin to learnhadl while they are still at school, since
school is only the first stage of their learninghpeay.

8.1.3 Social Dialogue

The labour-capital relationship is being transfadrard Government’s approach to social
dialogue needs to pace the process of adjustmeeindorms of social agreements. The
process of managing these changes needs to ielisttonsider whether the social
partners can fulfil their roles.

8.1.4 Co-partnership
Government needs to encourage the social partoerstk together in genuine co-
partnership with shared responsibility for strategyd operations, decision-making,
management and where possible even sharing ofcimlacommitments to training and
development matters.
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8.1.5 Consensus
Government is responsible for building a consemsugieas put forward by the social
partners and reaching agreements and commitment.

8.1.6 Enterprise Support

The state needs to give support to employers, &dlyesmall and medium enterprises,
possibly financial support and/or incentives frdm state to successfully invest in the
training and development of their employees.

8.1.7 International Certification

The state needs to ensure that there is a systguatifications which enjoys national
credibility and recognition. Nationally recognisgahlifications need to be international
that is acceptable, transferable and accreditatd@y country.

8.1.8 Quality Assurance

Training providers need to ensure quality educadiod training and the State needs to
ensure a proper accreditation, inspection and mamg mechanisms for quality assurance
which may incorporate principles of interventiofraining providers need to ensure that
their deliverables meet the needs of employergt@mdommunity. Government needs to
set up a quality improvement strategy to ensuresistancy, coherence and sustain a
culture of continuous improvement.

8.1.9 Co-Funding

The state is not ultimately responsible for theding of all training and development
initiatives. However, it can influence policy agive support to education and training
institutions in a number of ways. For example,riefs for individuals or enterprises
who invest in training and development, nationalding for new schemes.

8.1.10 Vocational Education and Training

Competence and skill acquired in the workplace nedx recognised and accredited
through systems of vocational qualifications. Thisuld encourage closer links
between academic and vocational qualifications.alioations need to recognise
what people know, understand and can do and tinelatd they have reached. Both
academic knowledge and practical applications nedx recognised and assessed.
Vocational qualifications systems should benefit stho persons already in
employment.

8.2 Challenges for Management

The rapidity of technological and organisationarge in business, changes in the nature
of work itself and the increasingly competitiveamational business environment, all
require the adoption of a continuous and lifelopgraach to skills acquisition and training
and the promotion of greater flexibility and addgpiity within the workforce.

A recent NSO survey on vocational guidance hasddbat Maltese organisations do not
invest sufficiently in upgrading employee and masmagnt skills. This is particularly the
case for small businesses. Yet it is known thigicéize investment in HRD will yield a
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good commercial return provided it is done in tbatext of a sound business plan.
The tendency for enterprises to under-invest imitng may be due to:

e Afear that the employees benefiting from humanuese investment may leave or be
poached by other employers;

e A lack of funding for HRD investment purposes;

e An insufficient recognition of potential benefittiovestment in HRD, due to a lack of
readily available information.

To overcome these deficiencies, it is not enoughinply allocate additional resources to

HRD. A strategic approach to the utilisation & tpportunities available to the organisation,
together with new attitudes to training are alsguned. The successful enterprise is a
learning organisation where people at all levedsshle to acquire and renew the knowledge
and skills identified through an analysis of ttering needs of the organisation and of the
training potential of its employees.

Closer links between the educational and trainergises are essential to underpin the
capacity of organisations for innovation acrossftileange of business activities and to
ensure that the education and training sectoneap®nsive to the needs of organisations.

In addition to raising the quality of existing $kilnew work practices require the acquisition
of new skills. Failure to master these new processk put organisations at a competitive
disadvantage.

The challenge for management is to make the tranga activities which are based on the
use of higher technology, better quality, bettegamisations, and which will yield
profitable margins. This transition requires a gigant change in traditional management-
employee relationships. It involves new forms ofkvorganisation which foster greater
employee autonomy and discretion in the performahpabs within an agreed framework
of responsibility. It requires work practices sdite developing competitive advantage in
individual organisations, based on the acquisigind mix of skills and on flexibility.

A greater disclosure of information and partnerginthe management of change needs to be
revealed to avoid crises-driven change. This plaes$ demands on management. The
communication skills and negotiation capabilititmanagement and employees need to be
strengthened to achieve greater effectiveness ign dilanged employee-management
environment. Training and education in these sisiigowing in importance. The aim must
be to benchmark training performance at both ttiemel level and at the level of individual
organisations against the best known internatipraaitices. 1

8.3 Challenges for Trade Unions

Traditionally, trade unions act as intermediariesnstantly striving to represent the
interests of their members and improve their comakt of work through bargaining and
negotiation. Atthe work place, management engrg#exibility and adaptability to the
market needs. This may imply leaner organisatttugsto restructuring and downsizing.
Any form of flexibility introduced by managementtpwnions in a dilemma. A union’s
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mission is to promote solidarity rather than dividhe workforce and flexibility
measures may be viewed as going against this olgethe challenge for trade unions and
management is to integrate flexibility with secyritin order to face these challenges, unions
need to manage change more effectively and acgoalz pre-determined strategy. The new
initiatives may include the following:

e Image building;
Coping with the new economic environment;
Employee involvement;
Relations with the state;
An active role in vocational training and developme

. Image Building
All unions need to improve their public image thgbwpgrading their public relations and
mobilising their resources (G. Baldacchino, S. BjZ&Z. Zammit, 2003:148).1

o Coping with the New Economic Environment

Unions should operate more actively their netwaevith other international trade unions —
particularly within the European Trades Union Cdefation (ETUC) - to devise common
policies, such as the European Employment Strafefy) and keep up to date to with
international events.

e Employee Involvement
Maltese trade unions should negotiate with theroseeial partners different forms of
employee involvement and workplace participatidmede would enable their members to
be more involved in decision-making processes ahittae a balance between security and
flexibility.

e Relations with the State
The unions are often viewed as offering ‘stiff st@nce’ to Government. The latter follows a
policy of industrial peace and should involve usionformulating national policy. This may
be viewed as ‘union accommodating state policghtiuld be noted that in the Malta survey,
67% of respondents believe that their union hagaeti a balanced relationship. 23.7% of the
respondents feel that the unions should offefféstiesistance’ to Government.

e Active role in Training and Development
The unions should be actively involved, in conjimttwith the other social partners, in
employee training and development as well as imt@eal training and lifelong learning.
Without this active union role, the success of angh schemes is likely to be severely
impaired. This could also be their most effectiventdbution towards securing the
employability of their members throughout their Wwbves.

In view of the above, trade unions are faced withead of increasing non-unionised,
atypical and marginalised employees. A numberarkers in the highly unionised public
sector are decreasing. This trend poses a chellenthe Maltese trade unions in the
future. For unions to maintain credibility, thegad to show tangible evidence not only of
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competence but also of fairness and equity (G. &aldino, S. Rizzo, E. Zammit,
2003: 153).1

8.4 Challenges for Individuals

The individual will also have to give importancestosuring that qualifications, training
and personal development are updated, internatiooaitified and meet the need to
secure and maintain employment. The minimum leefilsitial education and training
required to secure and to hold a job are risingere is evidence to suggest that those
who leave school with no or minimum qualificatiomsl enter into an on-going cycle
of unemployment.

There is also a need to ensure that, in the wockptd today and of tomorrow, where
change is endemic and the need for new skillsnstamtly apparent, a commitment to
lifelong learning is required to ensure their ‘eoydbility’. Individuals will need to
develop a ‘personal portfolio’ of skills and attiies that are continuously upgraded
over a working life-time in which the concept dfab for life’ in any business activity,
will no longer hold.

The greater the extent to which organisations aiividuals have invested in the
upgrading of qualifications and skills, the lowketpossibility of redundancy and the
easier it will be to achieve reintegration into terkforce if redundancy occurs.
Where employees do become redundant, their reiatiegrto the workforce can be
facilitated by effective advisory and counsellireg\sces.

8.5 Challenges for Civil Society

The Civil Society motivates individuals within tmedwn area of activity to equip

themselves with relevant skills. This will enhanlee individuals’ employability. The

characteristics of the Civil Society organisatioase value-based, orienting
individuals towards mutual or social good. Theip@&ssed values are usually
participation, user and community orientation, and-profit distributing. They also

confirm values like self-help, self-responsibilitgemocracy, equality, equity, and
solidarity (R. Spear: 1998).1

In every society there is a growing minority of péowho are more vulnerable,
undereducated, under-skilled and unemployed. mesoases, these people have
multiple difficulties to add to their employabilifgroblems. Private organisations
cannot cater for all the needs of these peopleve@Gunent has a social responsibility
and ensures that provision is made for these p&opéeds, with the aim of helping
them to become employable and capable of takingeagiarticipation in society.

9. Critical Challenges Confronting the Development oEmployees in Malta Today
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A field survey was carried out among a number tefcted, influential individuals and
experts on HR to support the findings. Furthemary data was gathered through field
research consisting of mailed questionnairesl atetted individual interviews.1 The
following questions were addressed:

e What are the most important challenges confroitiaglevelopment of employees in

Malta today?
e For each of these priorities, identify an initigithat could address the challenge.

The analysis of the questionnaires identifies @tlewing eight most important challenges
today:

9.1 Reintegrating unemployed people into the natial workforce

Specific human resource development interventioasegjuired to help bring those who
have been unemployed and particularly long-ternmpieyed back into the workforce.
Unemployed persons in the over 40-age group (mideca) are susceptible to long-term
unemployment. These persons are likely to be svaffected by the restructuring of the
economy.

9.2 Helping people become more employable and prating gainful employment
through the development of their skills

There is a need to prevent the drift of school éeswnto long-term unemployment and

improving opportunities for pre-entry vocationaledtion and training together with its

guality and relevance. Employees need to becomee neomployable through the

development of their knowledge and skills.

9.3 Underpinning competitiveness by promoting inv@ment in the skills and
knowledge of the workforce

Good educational attainments and qualificationskane requirements in reducing the

numbers of people at risk of becoming unemployeld.ck of information technology and

communication skills needs to be enhanced to stppowernment’s drive for an

information-based society and economy.

9.4  Strengthening commitment to lifelong learningZontinuous Vocational
Training (CVT)

Individuals and their employers need to be commhitiedifelong learning and vocational

training. Malta has an imbalance of vocationallalified personnel — young persons or

individuals who have experience but no qualificasio MCAST is trying to address this

issue.

9.5 Providing Comprehensive Guidance and Counsellj Services

Vocational Guidance should be seen as a contintif@wide and lifelong. Mobility of
employees and continuing advancement in technohadye some jobs obsolete and
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change others. Vocational guidance becomes impioita employees, before entry
into employment and throughout their whole worklifeg

9.6 Promoting Equal Opportunities

Female participation in the labour market is sigaifitly low when compared to other
European countries. Gender differences may bandchaat to a fair amount of women who
drop out of the workforce when they have theirtfalsild (G. Baldacchino, F. Camilleri
1992:10).1 Employers may also be reluctant toigdeincentives to encourage women to
remain working (A. Caruana, 2003:189-221).1

Moreover, persons who experience social problengsvam may be at risk of
exclusion, often suffer from prejudiced employ&he existing schemes need to be
monitored and continually reassessed to ensure #ifgEctiveness in further
integrating these persons into working life.

9.7 Assisting Small and Medium Enterprises (SMEg) overcome the skill barriers

to development
The majority of the work force is employed in SMHB$ese organisations face difficulties in
identifying what their training needs are relatwbest practice, in developing HRD plans and in
releasing staff for training. They also face ficiahconstraints in investing in training. These
difficulties are addressed.

9.8 Developing a strong quality assurance system

A recognised quality assurance system needs to pkage in relation to the quality and
relevance of training, if investment in human reseudevelopment by individuals, by
business or through the State is to be effectigayouraged. This system should provide
authoritative information on best practice, providi®rmation on training consultants or
institutions and ensures acquired skills and egpes are certified to a standard which has
widespread recognition and portability.

10. Actions
The Brussels European Council in March 2003 empbds$he necessity of structural reforms,
in particular good governance, social partnership efficient employment services. The
renewed Employment Guidelines focus on three orahivag objectives:

e Full employment

e Quality and productivity at work, and

e A cohesive and inclusive labour market.

Within these broad objectives are some guidelines:
e “Access of workers to training is an essential eatof the balance between
flexibility and security.
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Increasing investment (in HR) requires the provisibadequate incentives for

employers and individuals, and re-directing pubhance towards more efficient

investment in human resources across the learpectrsim.

e A successful implementation of employment polidepends on partnership at all
levels, the involvement of a number of operatiaealices and an adequate financial
provision to support the implementation of the gliees.

e Improved quality at work is closely inter-linked ttvithe move towards a
competitive and knowledge-based economy and shmeildursued particularly
through social dialogue.

e Quality encompasses intrinsic job quality, skiligglong learning and career
development, gender equality, health and safetyoak, flexibility and security,
inclusion and access to the labour market,1 wodamisation and work-life
balance, social dialogue and worker involvemeneidity and non-discrimination,
and overall work performance.”(A. Caruana, 20031-292).1

The very nature of work and work organisation iaraiing, driven both by the rapid pace
of technological change and a need to maintain etitneness. It is a world of work
where flexibility and adaptability, the ability ebhange, to accommodate and generate new
products and processes are essential for succebs/gere the concept of ‘employability
for life’ is superseding the traditional concept ‘af job for life’ (Department of
Employment, 1997:149).1

Human resources must increasingly require the Bigleeels of knowledge, skills and
competencies. An ongoing investment in learnimgagiired both at the point of entry into
the labour market and, just as importantly, thraugrthe working life by constantly
updating and adapting the employees’ knowledgdsskid competencies.

The Maltese people’s abilities are matched by theh aspirations. In this context,
Malta’'s main development objective is to restruetits economy by embarking on the
“high road of innovation” (W. Fricke, 2001:20)1 jmactice, this means the creation of
“highly skilled jobs producing high quality goods'he occupants of such jobs must be
capable of constant innovation in order to compateessfully on the global market. The
realisation of this objective requires the est&olient of local facilities for advanced
vocational training at institutions like the Unigdy, Malta College of Arts, Science and
Technology (MCAST), Institute of Tourism Studie3 $l) and others. Where this is not
feasible, specialised training may be impartedughoexchange agreements with high-
ranking foreign institutions.

All this, in turn, also requires the availability adequate incentives for employees to
dedicate their efforts to ambitious training prégewhich can best be secured for them
through negotiated agreements among the socialgyartlt is strongly believed that the
realisation of the above objectives will be faeii@d if Malta avails itself fully of the new
opportunities available following its EU accession.

The analysis suggests that Maltese enterprise aagoyfully realise the changing
circumstances which it is facing, especially whezasured in terms of the levels of its
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investment in people. In other words, the IslandRD potential is not being
adequately utilised at present.

There can be mutual benefit resulting from greagmergy between the training
infrastructure and the industrial sphere. An ingitinalised dialogue is required between
the educational organisations and industry so sisdape the training of human resources to
the industry requirements.

The Governmental institution that is currently @sgible to facilitate enterprise operations
is Malta Enterprise, while that for employment anaining is the Employment and
Training Corporation (ETC). Together with the ediaraal institutions, Malta Enterprise
and ETC should analyse the current skill gaps inltdMand predict future skill
requirements that result from current and planioggré investment. The social partners
should also be deeply involved in this processa Aesult, the educational institutions will
be in a better position to draft new prospectusesell as to re-launch current courses.
This analysis will also permit the system of tragncertification and quality assurance to
update its criteria according to new requireme@sidance and Counselling facilities
represented by a National Vocational Guidance Witild be in a better position to
provide the right direction to individuals seekiigther skill specialisation.

The synergy between Malta Enterprise, Employmedflaaining Corporation (ETC), the
social partners and the educational institution$ also aid students to gain hands-on
experience, and industry to commission its reseaghirements in these institutions.

The effectiveness of government incentives to congsafor employee training and
development (currently being provided under theifBess Promotion Act, through ETC
and Malta Enterprise) needs to be constantly mmadtand its impact on HRD assessed.

11. Conclusion

The challenges and strategies will contribute talwawvercoming some of the barriers that
undoubtedly exist and help to bring about the calar attitude change that is necessary to
generate the new focus on investment in peoplesthagegies are to be used dynamically,
and must inevitably change and evolve. New actiolhseed to be developed regularly to
properly reflect that changing world of work to whithey are meant to be applied.

All the social partners are to assume the respiitgifor training and development of
Malta’s human resources. It is everyone’s respmlityi to get their house in order and
adjust to the new work environment.

Government is making its commitment with respedts@wn employees. It is already
making a substantial contribution in HRD — partaty through the recent, significant
investment in Malta by leading foreign companiesrafing in the vital Information and
Communications Technology (ICT) sector. The ETCdlas created a range of structures
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through which its labour market interventions anplemented. Government has an
obligation to ensure that its investments remai@ctive and are utilised efficiently.

The challenges confronting Maltese society are\nested as opportunities to be grasped.
All sectors of society should strengthen theiohes to mobilise Malta’s key assets — our
people — towards the attainment of our common e
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13. APPENDICES
13.1 The Geo-Political Profile of the Maltese Islaas

Malta is an archipelago of three main islands attWithe largest (Malta) is 17 miles long
and 9 miles wide covering a superficial area ofl&l®® square miles. The archipelago is
situated about 60 miles South of Sicily (Italyhelsecond largest is Gozo (Ghawdex) with
an area of approximately 26 square miles. Comimar{iiuna) is only about 2 square miles
and lies mid-way in the 4 mile channel that segar#te two major islands.

Apart from being one of the most densely populgileaes in the world, the Maltese
islands rightfully boast of a history spanning ose¢ thousand years brimming with a
wealth of civilisation. The strategic location bétislands made it inevitable that nearly all
the major civilisations of their respective time daaMalta their pride possession from
where they controlled the maritime traffic plyingetMediterranean. They have all been
here - Phoenicians from the East, Carthaginians fiiorth Africa, the Romans, the
Byzantine Greeks, the Arabs, Spanish medieval feuaiaces, the Knights of St John,
Napoleon the Emperor and finally the British Cromith a presence of lasting nearly 180
years. The UNESCO protected megalithic architeatanaprising of free-standing temples
and underground hypogea are thought to be oldar$ta@nehenge.

The islands, strategically located at the cross@hthe Mediterranean, have throughout
their history acted as an important geo-politicainp of reference between Christian
Western Europe and the Muslim region of North Adrand the Middle East. As stated the
islands were ruled by various foreign powers raggnom the Phoenicians, Romans,
Arabs, Aragonese (€.1200-1529), the Knights of@nder of St John (1530-1798), the
French (1798-1800) and the British (1801-1964). aBrBritain formally acquired
possession of Malta in 1801. The island staunchfpperted the Britain through both
World Wars and remained in the Commonwealth whbagcame independent in 1964. A
decade later Malta became a republic. Since tHeli®80s, the island has become a major
freight trans-shipment point, financial centre angdrime tourist destination within the
Mediterranean region. OrMlay 2004, Malta will become a full member of ther&pean
Union (EU).

13.2 Malta’s Fact File

Capital city: Valletta

Government type: Republic

Size: 27.4 km long and 14.5 km wide — 398 squdoenetres
Situated about: 96 km from South of Sicily

Second largest island: Gozo — 68 square kilometres

Religion: Roman Catholic 98%

Languages: Maltese (official), English (offigial
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Currency: Maltese Lira (MTL)

Legal system: based on English common law anddRarivil law
Population: about 385, 000 persons

Climate: Mediterranean with mild, rainy wintersdavery hot, dry Summers

Economy: Resources are limestone, productive latoooe, has no domestic energy
sources and depends on foreign trade, manufactanddourism.

Unemployment rate: 7% (2002)
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NEW METHODS AND PRACTICES FOR SOCIAL COHESION. REC ENT
CHANGES IN THE ORGANISATION — LOCAL PARTNERSHIPS FO R
SOCIAL INCLUSION — EMPLOYABILITY AND LIFE-LONG LEAR  NIG

(NEOI MEG@OAOI KAI MPAKTIKEX KOINOQNIKHX XYNOXHZX.
ITPOXPATEX AAAATEX XTHN OPTTANQXH EPI'AXIAY — Ol ETAIPIKEX
MOP®EX KATA TOY KOINQNIKOY AITIOKAEIZEMOY KAI YIIEP THX
AITAXXOAHZXH KAI THX AIA BIOY MAOGHXHY)

Georgios TSOMPANOGLOU, Assist. Professor at the University of Aegean
Georgios KORRES Assist. Professor at the University of Aegean

Abstract

Recent changes in the European Union and the @B&D member-States refer to the
development of the Third Sector of the economy (RE;Social enterprises, voluntary
work forms) all of which constitute interesting posals for the social institutions in our
country. This paper attempts to present the géfiaraework, which aids in the formation
of new proposals for a social innovation that besithe gap between society and economy
bringing in a transformation in the field of sodiakervention in many countries. Such new
forms are social partnerships that develop at leva@l between all social partners and the
social economy representing excluded populatiods as women, migrants, youth, special
needs people in general. The phenomenon, whiclindbes is characterized by the
locality and the participation of all social agefitse main emphasis is to be able to deliver
the inclusion at local level.

Mepiinyn

Ot mpocpateg eerifelg oty Evpomnaixn Evoon kot ta kpdtn pedn oo OOZA mov
avaeépovtatl oty avantoén tov Tpitov Topéa g owovopiog (MKO, ebglovtikéc poppég
EPYOOIOG KOl KOWMOVIKEG EMYEPNOELS) AMOTEAOVY EVOLUPEPOVGEG TPOTAGELG Y10 TOVG
KOWOVIKOUS pOpeig TG ympag poc. H mapovsioon avt tapovstdlet To yevikd TAaiclo To
omoio cLVOphLEL TNV dNUIOVPYIL TOV VEOV TPOTACEMV KOWMOVIKNG KOVOTOUIOG TOV
YEQUPMOVOLV TO KeVO peTalld Kowvmviog kot otkovopiag €govv de aAldEel to medio
KOWMOVIKNG TOPEUPAOG 0 TOAAEG YDOPES LEAT. AVTEC Ol VEEG LOPPEG ETvaL O ETALPIKECG
oyéoelg (social partnershipsyov avontoccovtal ce Tomkd eminedo petald TV
KOW®VIK®OV ETAP®V KoL TOV E0EAOVTIKOV 0pYovOGE®V TV avEpYmV, Twv AMEA kot tov
KOW®VIKO omokAEopévoY ouddwv  &v yével.  'Eva @oawvopevo mov kuplapyel
yopaxtnPileTon amd TV TOTIKOTNTO KOl TV TOAVUETOYIKOTNTO TV TOTIKOV ETOP®V E
KOplo Tdomn v Kowvovikn évtaén (social inclusion).
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To yeviko paxpoxkowvmvioroyikod miaicto. H maykoomonoinen g gpyacioc.

O1 povtépveg Kovavieg avamtoydnkav xovtag Baon Bedpnong Kot avaivong tnyv e0vikn
Kowavia. Avtd 0 pog Eapvialet, ivor puotkd, dedopévou OTL T0 KPATog-£0vog €xet
dwdpapatioet Pactkd pOLO GTO CYNUATIGUO KOL TNV OVATTLUEN TOV LOVTEPVOV KOIVOVIDV
poli pe to eBvikd ocvotpata Popnyaviag, v owovouio g ayopds, to eBvikd
ocvotpata dikaiov, OAa Baciopéva og cLVOETEG LOPPES opydveong epyaciag. H eotiaon
OUMG GTO EMIMEDO LOG YOPOG 1 KON Ko o€ vepeBvikn opoonovdia, Onmg eivarn E.E.,
KpOPel ™ Pacikn dacHvoeon To0 TOYKOCUIOL GUGTILOTOG.

Evé n enavdotacn otig emothueg kotd to 18 kot 19 audhvo yvdtay mopdiinio kot otnv
OLKOVOLLIO KO TNV TOALTIKT], TPATO GTI PLGIKEG Kol LETE 0TI KOWMVIKEG EMIGTNLES,
OTUEPA 1] EMAVACTACT] GTIC TANPOPOPIES, TIC TEYVIKEG-EMIGTILOVIKEG KALVOTOWIEG OEV EXEL
TOPAAANAO avTikpiopa 6 KOWVoVIKEG Bempieg Kot katvotopieg otov 1010 fadud.
Eivatyeyovog 6tin yvaon ofjuepa elvol amooTacHatiKn Kot iomg adbvopn vo GUAAAPEL Tig
KOGHOTOTOPIKEG AAANYEG KO TOVG LETAGYTLOTIGHOVG OTNV €pyacia kot T (o).

H emoyn ™ ¢ maykosponoinong eivon emoyn 100 pllocmacTikod EKGLYYPOVICHOD 1| 0Toia
amontel avadounon Pacik®V EPOTNUATOV, €VVOIOMOYIKEG OAAOYEC KOl KOWMVIKEG
KOLVOTOLIEG.

O 271 audvog €ivot 0 audvag Tov £XEL TO YOPAKTNPIOTIKA VO EVINIOV GLGTAATOG ALY
KOl €VOC KOGLOV KOUUOTIOGUEVOD GTOV OMOI0 Ol TAGELS Yo TAYKOOUIO EVTOEN KOt
moykoG o OlakvBEpvnon eivar Koipilec.

Eivat yeyovog 6t mpémet va dovpe KaADTEPA TO POAO TOV AYOPADV, TOV KOWVOTHTOV, TOV
TOMTOV KOl TOV KUPEPYNTIKOV OPYOVICU®OV ©O¢ BECUIKOVG UNYAVIGHOVG KOWVMOVIKNG
EVOOUATOONG Kot O10KVBEPYNONG GTO TOYKOGULIO GUGTN L.

O onuepvog k6GHog ™G epyaciog umopel va mopopolachel pe 10 OAOYPOUUO OKTIVOG
Aélep 0mov KABe onpelo epumepiéyet v mAnpoeopio tov OAOY o ko ot gpyalopevor
noAlteg-epydreg PaAiovior oty Kabnuepwvr toug {on amd pdpleg TANPOPOpies Tov
gpyovtal kabe otiyun and mavtov.

‘Etot, advvatodue va Eegywpicovpe to TomKO amd to 01E0VEG, TO TOAMTIKO amd TO
TOMTIGTIKO, TO OWKOVOUKO OO TO VOUIKO, TO KOWMOVIKO oo TO OIKOVOMKO 0£d0LEVO,
KkaB6cov avtipetomilovpe Evay ToAGUVIETO KOGLO. XNV ETOYN HOG, TO EMITESO AVAALONG
Yoo K60e mpocEyylon ToL @ovopEvov epyacia, mpémel vo, Bewpnbel ®g avtd Tov
moykoéoov emmédov. H maykdopa kowvovia ¢ epyaciag Kot 1 oxéon g He v
EKAGTOTE EBVIKY| KO TOTIKY) TPOLYLOTIKOTI T TPEMEL VAL YIVEL TO KEVTPO TPOGEYYIoNG paG. H
EVIOIOL KOWOVIKY] TPAYHOTIKOTNTA apOpdveTonl pHe TG TOAMATAES HOPPEG TOMIKNG
KOWMOVIKNG TPAYUATIKOTNTOG.

H xa81€pwon g TaykooU1omoinone o¢ KEVIPIKOD GOIVOUEVOL TAG EMOYNG LOG OTHaLVEL
0T 0 TaPadOC1aKOS 0VIKOS Bec O TOV KpaTovg PAENEL va dtopdveTan 1) Kuplapyio Tov,
eEautiag ™ aAANAeEAPTONG HETAED TV PEADV TG O1EBVOVS Kovmviag.

H petafoatikdtnta eivon mA&ov yopokInpiotiko, Ady® TG ToyKOCUIOTOINoNG, OADV TOV
OVOTTTUYUEVOV KO OVOTTUCCOUEVAV YOPOV. MetofatikOTnTa onUaivel ToyKOGUIES POEG
avOporev (uetovdotevon), KeQoAaiov, TANPOEOPIOV, WEDY, TEYVOLOYLDV Ol OTOlES
avéavovtal paydaia, eved ot OGOl Kt 1) TPOKTIKY Yo T SloyEipLoN TOVS VOTEPOVV GE
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EMIMEdO OPYAVMOTG.
Ka0e mepiodog peydlmv Kowmovikdv aAloy®v, Oyt LOVO GE TOMTIKO, OIKOVOULKO, TEYVIKO,
TOMTIGTIKO, EXKOWVOVIOKO EMIMEDO, dNUOVPYEL GTOVG dPADVTES EAAEUU OGPAAELNG KO
aVNoLYIDV, 0E00UEVOD OTL TO GVVEXDG EEEMGGOUEVO KOWVMVIKO TOT0 Ogv Tporafaivel va
noMaocel. To picko, Aomdv, mov yivetor Kupiapyo, delyvel To OpOHO GTNV AVOSO £VOG
YOPAKTNPLOTIKOD OV Epyetar amd v [Tapddoon, Onradn avtd g Epmoetoocdvng.

H eumoroabvy, ouws, avapépetonr eow ws évvoia mov ayyiler mAéov oio ta
KOIVWVIKG, UEYEDN Kal TIC KOIVVIES, EITE EIVOL OVOTTOYUEVES ) AVATTOOCOUEVES EITE
TPOKEITOL VIO UEYAAODS OPYaVIGUODS 1] VIO, MUIKPOUEGOIOVS oynuationovs. H
EUTLTTOTOVY GE L0 TOYKOOUI0 LOPPH POIVETAL VO. OTOTEAEL ATOPOITHTO OTOLYELO Y1
TNV QVTYETOTION OAWY TWV KOGUOITTOPIKWDV OAAAY DV TOV GOUPOIVOVY TWPa TOVTOD.
Eumoroadvy onuiovpyeitor ue t onuiovpyio evog moliTiouod covePYaTiag oty
gpyooio ka1 mwovtod. Evas moldmAokos molvmolitiouikos KOGUOS aVarTOOTETOL
OIVOVTaGS EUPATH TTNY OVEYKN GUYKPOTHONG TOAVETITEOWY TOTWY IIOKVPEPVHONG.

Muepa éva eviaio cvotnua Tposmadel va KuPepVNGEL EVaV ATOGTACUOTIKO KOGLO, X&pn
OTN UEYOAN OVATTTUEN OTIG EMKOVMOVIEG KOl TIG TEYVOAOYIKES TANPOPOPIES, KaBMG Kol oTNV
EVOOUATOON OUTAOV LE TNV OIKOVOUIKY KOl TN YPNUOTOO0TIKY TOMTIKY T®V Oebvav
TOPAYOVIOV.
Apootnplomreg KdOe 100V EVOMUATMOVOVTOL porydaio 6T OOUN THG OPYAVMOOTG OVTMV GE
éva 01eBvég eminedo Kol KAMpoko — OT®G 0pyovadvoviol o€ £vo, ToyKOGHO-Y®PLo M
TopOy®yn Kot dtovoun ayafdv Kot vInpesidY VAKOV 1) GVUBOoAKOD TOTOL.
Tpeig eivar o1 kupilot Oeopukoi Tapdyoves (ayopég, KuBEPVNoN, OPYOUVIGHOL Kol KOWVOTNTEG
TOMTAOV) 01 0Toiot £pyovtal 6€ exaPn HeTa&d Tovg, PUCIGUEVOL OTIC TPELS PUCIKES APYES
TG 0pYavmong TG epyaoiag : tnv aviarliayn (oyopd), tnv e€ovaia /apyn (kuBépvnon) Kot
™mv oAANAEYYON (KOWvmvio TOMTMOV-KOWVMVIKY OIKOVOUIN) OTOTEAMVTOG TOV KOPUO TMV
BeoUdV KOWVOVIKNG £VTOENG Kol KOWVMVIKNG pOOLIoNg.
Oroyéoeic bpmg tov Beopmv Apyng pe to Kpdrtoc-EOBvog, n avtadiayn pe v ayopd ko
OAANAEYYUN HE TNV KOWOTNTO TOV TOMT®V givor moAvovuvlheteg kot molvdvvapes. To
KPATOC, EVD £)XEL TO LOVOTMOALO GTNV GoKNoN TG VOUNG mtieong /KoTaoToAG Kot T
YEVIKN €00VVT EVOOUATMOONG TOV TEPLOYDV KOL TV KOWVOTHT®V, TNV 1010 OTLY[T KAVEL TO
1010 1 KowdtTo TV TOMT®V ToL BacileTon oTNV AAANAEYYON Kot TV 0AANAETIOpOGN.
[TapdAAnla, ot ayopég dev givorl LoVo meSIo OIKOVOK®V OAAAYDV AAAY KOl OGO UUETPOV
oxécemv £E0Voiag.
Ot ayopég, ot molteieg Kot 01 KOvOTNTEG 0POPDOVOVTAL GTO GUVIVAGUEVO ATOTEAEGO TG
dtakvBEPYNONG TG EPYNCING GTO TOYKOGUIO GUGTNLLOL.
O1 ayopég exkppalovv Beopukd v apyn g avtariaync. Eivor de (o1 ayopéc) kovmvikd
KOTOOKEVAGHEVEG 0AOTNTEG oL Ypetalovion PYOMIZH. Ewwd, n ayopd epyociog
ypewaletar puouion pe okomd T SeOAAEN THS KOWMVIKNG GUVOYNG.
H moykdopua ayopd kot puoikd ot TG epyoasiog stvor patvopevo péylotng onuociog yio
TIc €0vikég KovmVvieg TG epyaciog, Lo Kol ol 6YEGELS TOV £6VIKOV Kot TOV TayKOGHLOU
elvar acvpperpes. Nopitepa o1 eBvikég ayopég pmopovoav va puOuilovton pe dlavepuntikn
TOATIKT. TNV Eupdnn 1 kowvovikn eveoudtmon g epyaciog otn dNUOKPATIK GKNVH
Kot 1 dnpovpyio TG moMtelag TG evnuepiog amotélese T PAon LOPEOV KOWVWOVIKNG
EVOALOKTIKNG TOMTIKNG. Xtnv Evpomn m opyavouévn epyacia €dwoe miotn ot
dnuokpatia, pe okomd TV amdktnon molMtikng (dikaiouo YAPOL) Kol KOW®OVIKNG
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tavtotnTog (Tpootacia kKowvwvikn, EXY).

H dvvaun tov Atebvov Etapeiov yapaxtmpiletar oand dvvaun yopig evbovn, dedopévon
ot glvat VITOAOYOL LOVO GTOVG PETOYOVG TOVS. Ot Tapdyovteg avtol, mopdAn T onuocio
KO TNV EXPPON TOVS GTO LTOVOLLOL KPATT), OV propovv va, eyyunfovv MIA TIATKOXMIA
AIAKYBEPNHZXH.

H napadociaxn avtovopio o0 Kpdtovg eivar oe dtadikacio peTdfoong Kot aAlayng e
KOPLOL YOPOKTNPLOTIKE TOL Ta akOAovOaL:

e PvOuiceic opoomovdlakod kévipov Evponaikng Evoonc.

e Emmnthoelc tov opastnprottov [ToAvedvikdv Etapeidv.

e Mol ANEPTTA kot Malikn petavaoTenon oALOSAm®Y Kot
TPOGPLYMV.

e >voompevon TpoPfAnuateov  peydAng  kKAipokoag  Ommg
VOPKOTIKE, YOVOIKES KO VEOL OTOKAEICUEVOL OO TNV 0lyopd
gpyociag, mePPUALOVIIKA TPOPANUOTO, 1) OIKOYEVELD TTOV
oAGlel  OpaoTikd pe TNV Kuplopyiot  HLOVOYOVEIK®V
OLKOYEVELDV K.0.

H éuopaon ot oyetikn advvopio g moltelag og GYEON HE TNV TOYKOGLLO KOWV®VI OV
TPEMEL VO LOG OTTOUOKPVVEL OO TO YEYOVOG OTL T €101 TOMTIKNG OV UTOPOVV VO
pvluicovv myv epyacio propovv va epaprostodv MONO ce EBviko Eninedo 1 o¢ eninedo
EE. Exel Bpioketar kot n oyetikn vrepoyn 100 Kpdrovc-EBvoug.

H molveninedn enidpaon ¢ maykoopionoinong Aertovpyel KataAvtikd 610 pllocTacTiKO
HETOCYNUOTIOUO TOV KPOTIK®OV JOIKNoE®V, KaODOG ovtég avadlapOpmdvovior Kot
JEIGOVOVY €K VEOV GE TOTIKA Kol TEPUPEPELAKE diKTL .

Ot maykocpeg POEZ, aAAdd kot ot popeég Ieprpepetaxng Opoonovolakng Evpomaikng
moMtikng TpomBovv €idn ENEPT'QN KPATIKQN noAtikdv oty gpyoacio kot yu' avtod
elvalr avtég mov onuactodotovv €vo kpatog ANAIITYEIAKO-ENEPI'O mov opa
KOTOAVTIKG.

H Avoym Mé6odog Zuvroviopnob g oladikaciog e Alocafovoc amotedel Ekppoon
TETO0G EVEPYOVS SLOKLPEPYTOTG.

H pébodog avtn, mov OeopobemOnke ot Awscafova, é0ece EexdBapa to OEpa
Acodleag/TIpoctaciog g epyaciag kor Eveléiag pe kopa ppacn ot dadikacio
gvepyomoinong tov feouav g Ipdvorog pe Eppacn v opyavmon g evkopiog otnv
Epyacioxn Zon.

[Ipémer va do0Bel mpotepadTNTa ' 0VTOVG TOVG TOAiteg mov eivar mo AYXKOAO va
eEummpetnBodv. Avtd B€tel Yo TpdT QOopd TV KaBoAkdtTnTa TV cvotnudteov Kotvovikng
Yuvoyng mov divouv éuepaocn otn AIA BIOY MA®HXH sotidlovtag otig svmabeig Kovmvikég
OUABES, TIC KOWVMVIKEG UEIOVOTNTES (YuVaikeg Ko Toudid Tov Bpickovial 6€ QTdYELN), TOVG VEOVG
KoL Lokpoypovia avépyous, To. A.M.E.A. Kal TOVC €YKATESTNUEVOLS GT YDPO OAAOIATOVG.

H owdikooio oo v Ilpovoia otnyv Amacyoinon oev umopei vo. Ocwpnbei ws amin
uetdfaon mpog v epyaaia. Ipémer va BempnBel wg duvapukn dradikoscio Tov dnpovpyet
otadtodpopio (KapEpa) yio To KOWOVIKA EmayyEALOTA KATL Tp®TOYV®PO Yio Thv EALGSa..
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H emavorapPavopevn daxkomn g epyaciog 0ev mpémel va avTILeT®TILETON 0md TO
ocvotnua ®g Eexwplotd aTopkd Yeyovoc, aAld va KaAVQOE acPaAMOTIKO/EPYACIOKA.
Koatd tov 1010 Adyo 1 dtovopun TV €PYaclok®V EMOOUATOV TPETEL VO, OVAYVOPIGEL TV
avdykn yo Katdption kot pddnon, kabmg kot feltioon twv de&lotitav, avti va cuveyilet
modnTiKd vo apopd emddpata Bondntikd tod youniov wohov.
H Ymnpeoia Amacyoinong mpénetl evepyd va acyoAnOel pe v kotvovikn evompdtmor). Ot
YOUNAEG EMEVOVGEIS GE VTOOOUEG OMUOGIOL GLUEEPOVTOS OTMG €ivarl ot dNUOCLES
LETAPOPES, 1) TALOIKY] PPOVTIOA, 01 SNUOGIOL ¥DPOL OV LYNG, TO TAPKA, O TOATIGHOG, 1|
vyeia, aVEPOVOLY 0L LOVO YOUNAD ETEVOLTIKO KA 0AAG Ko kKivion EEpakpn amd v
amocyOAno.
"Evag onpovtikog topéag 0pacng yo Ty epyacio tov péAAovTog etvor 1o Tedio g yvmonc-
nAnpoeopiag. Etvar yvowotd 011 0 emayyelpotikog Blog yivetar cuvletog kat 6tin epyocio
OTOKTA OKOVOVIOTEG HOPQOES TOL GLVAOOLY UE TNV TANOLVTIKOTNTA TOV GLYKPOTEL M
TOYKOGLOTTOIN o).
Kvplopyo yopoaknpiotikd g mayKosonoinong eivat n yvaon-rAnpogopio ot onoio
pLOUilel TAEOV TNV OTO0L KOWVAOVIKY] KOl OIKOVOULKT VITOGTOOT).
H véa avt katdotaon eaivetar va yapoktnpiletoar and dwadikacio vomoinong g
EPYOCIOG KOl TOV HOPPOV TNG HE KLPLOPYO YOPOKTNPLOTIKO TN UETOPOTIKOTNTO TOV
popowv . Epyacia, katdption, emyeipnuotikoémro, otabuoi epyaciog peta&d dvo
0écemv (epyaociog), N EVOOUAT®OGT THES PPOVTIONG NAMKIOUEVOV, TOV TULSLDV, TOV OTOUOV
pe pofnolokég SUOKOMES, OA PAiVETOL OTL TPEMEL VAL AVTILETOMTIGOOVY OACTIKG GE TOTIKO
eminedo.

[MopdAinia avtég ot TeEAgvTaieg AAAAYEC GE TAYKOGLLO OALY KOl GE TOTIKY] KAMULOKO Y00V
dNovpyncel Tic TpodmoHEGEIC Yo Pl OTOKATACTOCT] TOV KOWVOVIK®OV KATNYOPLOV
OTOYEVOVTOAG GE £VOV VEO KOWMVIKO TUPNVA , TNV OIKOYEVELX , OOV TMOPO £ivat TOAD
drapopetikn omd 0Tt madardtepa . Ot povoyoveikég owkoyéveleg amotelodv Eva peydio
TUNHO TOV KOWOVIOV LG , 1] OIKIOKN omocyOANCT] Kol 1] YOVOIKELD oVOmopoymyk
epyacia gtvar attieg v ahlaymv avtav. O ehedBepog xpdvog Exel eviaybel mAdov péca
070 cVoTNUA Epyacia —{mn Tov opoyevomoleitol TAEOV.

H epyaocia kabdg ko n {on ££® amd avTv LETAUOPPDVOVTOL TAEOV OPYAVAOTIKA GE Uia,
eviaia. popen. H edon g mapaymyng Kot avtdv mov avorapdyovy kabictavtal acaen
KaOMG 1 TUPAdOCIOKY TOPAYWYN WETOPEPETOL GE GAAOOATES YMDPES OMOL EAEYYETON
KEPOOGKOTKA IO TOL TOAOLY PO oVIKA KEVTPO.

H "amoBiopnyavion” otov [Ipdto Koopo dnuovpyet dopég otnv otkovopio Tov vanpecsiov
OOV avaTOPAYETOL 1) OpAoT OTO TESIO OOV TPAYUATOTOIEITOL 1) GLAAOYIKT XPNoN
KOW®MVIKNG OVOTOPaY®YNG o€ TOUels OnAaodT Onwg elvar n vyeia , n ekmaidevon Kot M
Kowmvikn Tpootacio. Ormpotevopeveg pubpicels apopohv TpocsPacels oTic KOmVIKEG
vanpeciec g moAlteiog ol omoieg mpémel va yapoktnpiloviol amd TV 1KAvOTNTO
TPOGTELNGNG TOVG aTd TIG AikEG PHALES. .

Epodwa 6mwg 1 ekmaidevon, vyeia, 1 Kowvovik Tpoctacia, 1 e£€10IKEVOT|, OTOTEAOVV
OTOYELDON KOWVOVIKE SUKOUMUOTO GE L0 TPONYUEVT] ONUOKPOTIKY TOALTEIN

H vrodoun yio tv avatpo@n evoc moidiov 6nmg ivat | 1pooyorkr pabnon/eknaidsvon,
To Vnmoyoyeio , n @OAAEN TOL TOd100, TO TOATIGTIKA KEVIPA , TO KEVTPO OTAGYOANONG
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vémv, OAa Bepovvtal factkd dES0UEVA Y10 TV KOWVOVIKT] OVATTLEN OTOTEAMVTOS TV
Baon yuo po Kowvwviky) molteio . Xwpic To mopamdve eivatl SOGKOAD OTIC LEPES LG VO,
avadeyBel o Kowvovia ce avBpomvn kot va yivel avtayoviotikn . BAémete o
AVTOYOVIGHOG €ival Baciopévog o€ LOpPEG avEpAOTIVIG GUVEPYAGTOG KO AAANAEYYONG Kot
Oy 1o avtifeto. H pikpotepn tomikn Lovada, 1 YEITOVIA KOl 1) OIKOYEVELD £XOVV LETOTPOTET
o€ £vav VEo aKpoymviaio Ao Tng TOTIKNG KOWVOVIKNG ovaTTLUENS Tov otnpiletal otnyv
KOW®VIKTY dAANAEYYOT.
Av10¢ gival Kot 0 TPOTOG Y10l TOV 0010 1) TOTKT AvATTLE TPEMEL VOL TEPIAAUPAVEL OAES TIG
TPOOTTIKEG TNG AVATTLENG — OKOVOUiOL , KOWVOVIOL , TNV CGOUOTIKN KOl TVELHOTIKY|
avantuén Oa mpénet emiong vo mepAapPavel Ty avamtuén Kot TNV oOVOKOTOVOUN TOV
nopwv. O 61o)06 Tpémet va efvat apyd M VLOSTNPEN 6TV aVATTLEN Kot TNV eEEMEN
TOV TOTIKOV TEPOYADV OTO €0MTEPIKO TOL €Bvikov mAouciov  Xtn cvvéyswo va
SGPAMOTEL N KATOVOUT LOG TETOWS ovATTUENS OOV Oa fvar evpEmc dtavepnpév Kot
TPITOV 01 KOWMVIKA OTOKAEIGUEVEC OUAOES KOl TEPLOYEG VO GLUUETEXOLV OAO Ko
TEPLOCOTEPO GE QLTI TNV AVATTUEY .

Exel axpipag Ppiokeror kot n évvoln TG €VEMKTNG-OCPAAEING OTTOV 1] TOAMTIKY| TN
ama.oYOANONG GLVOVTE TNV TOMTIKT] Y10 TV KOW®VIKT] EVOOUATOGCN KOl 1] 0TacyOANon
TPENEL VO YivEL TEPIOCOTEPO EVEAIKTI, OAAL KOl 1 KOWOVIKY TPOoTacio va yivel
TEPIOCOTEPO OPATI KO LUE KAAVTEPES TPOIAYPOUPEG.

H otvBeomn tov 600 medinv ¢ amacydANonG Kot TS KOWMVIKNG TPOSTACTOS AmTOTEAEL TN
Baon yuo tn onpovpyio TS TOGO GNUOVTIKNAG KATNYOPING TN KOWVOVIKTG EUTIGTOCVVNG KO
avtonemoifnong mov avapepOnkape vopitepa. Méca axpifads ¢’ avtd to mAaicio mpémet
Vo S0VE TO POAO TMV KOWVMVIK®V ETALPEIDV, TV POPEWMV TG KOWVMOVIKNG OIKOVOUTNG Kot
tov Mn-KvBepvntikdv-Opyovacewv.

Evd n xopépvnon éxet tov teAkd AOYyo 6" OAa avTd, 1 EVEPYOS GLUUETOYN TS KOWV®VING
TOV TOMTOV gival amoAbtog Bactkn Yo v eEac@diion anotelespdtov oto E6vikd
Xxéora Apdonc. H kowvavia tov moArtdv ypetdletar epyaieia, yio vo AEITOVPYNGEL KO VO
(QEPEL TOL TPOCOOKMDUEVO, ATOTEAEGLLATOL.

O1 Kowavikoi Xvvetarpiopol omotehodv tétoteg LopeEG TPowBmVTAG TN GLVOYT|, TV
EUMGTOGUVY] KOl TNV OMHOAN emikowveovio, OAc avaykoio JedOopEvVO Yo, OLAQPAVES
avrariayés. Ot Kowvmvikol cuvetalpiopol mpénet va eykadidpvbodv mg ot gwdwol og
KOowovikd 0épata wov Aappdvovy ydpa otny teptoyn tovs. H eykabidopvon epmictocivng
kol eEedikevong pmopodv va Pondncovv oty avdmtuén OmOTEAEGUATIKOV KOl
LOKPOYPOVI®DV GUVETOLPICUOV.

Ot Kowwvikés Etopikéc popeEc pmopovv va €6TIdo0LV T Opdomn TOvg OTIC
eCOTOLKEVUEVES AVAYKEG TG TTEPLOYNG TOVG, VO TPOSOEPOVY PonBeta og evmabeig opddeg
Kol eKmaidevon o€ petovektovvteg opdoes. To mAéov onuavtkd givar 6Tt fonbovv oy
aVATTUEN TEXVIKOV EQAPUOYDY, Ol OMOIEC UEWDMVOLV TNV OmOCTOON HE TO UEYAAQ
TOATIGTIKA KOl KOWOVIKG KEVIPO GUVTEADMVTAG GT YOPO-YPOVIKY GOYKAGT HETAED TV
TEPLOYDV.

O1Kowwmvikoi Zuvetaipiopol umopotv va ek@palovv o€ Tomko eXImedO LOPPES TOAITIKNG

eVEMKTNG aceadeiag pe Eupacrn OA0VG avToHg Tov dev pmopel vo. EOAcEL 1 KPATIKY|

KEVTPIKT TOMTIKY|. AglyvouV TmG o€ ENMIMEDO TEPLOYNG 1) GLVOYN GE TOALTIKO, KOVOVIKO KOl
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TOMTIOTIKO eminedo pmopel vo oyedocOel pe TN GLUUETOYN OPYOVOGE®V TOV
LELOVOTHTOV, TV YOVOUIK®OV, TOV VEOV, TOV EBEAOVTIKOV QOPEMV, TOV TEPPAALOVIIKMOV
evooewv. Ot Kowvovikol Zuvetaipiopol pmopovv va Aettovpyncovy dumhd, niadn ogc
oXEOAOTEG OALA KO O EPOPLOCTEG TOALTIKNG KO TPOYPOUUAT®V Y10, TNV EVEPYOTOINOT)
™m¢ amacydAnong. ‘Exovv v dupeon oviimpoodmevuon TV TOTIKOV OLVAUE®V, TOV
EVAOCGE®MY, TOV GLUVETOIPIOU®V Kol UTOPOVV Vo GLYKPOTOLV TNV evepyd Pdaom yio T0
OYNUATICUO TOV KOWWMOVIKOV KEPAAAIOV.
Me 10 KOWmVIKO KEQAANLO 01 KOWVMVIES Kol Ol OIKOVOUIES TOVG £pYOVTaL KOVTE € €val
TUKVO 01KTLO EVOGEMY OTTOV GLYKPOTEITAL T BAom dlachHvoeon S TS eveMElnG TG epyaciog
LE TNV KOW®VIKY] TPOGTOGIAL.
Exetvo mov mpémet va emonpavOet, emiong, elvar n avaykn ywo Pektioon ¢ modtntog toh
avBpomivov dvvapkod. H Bertioon kot n evioyvon g Evepyodg Mdabnong amoteiel
KOPLO TPOTO PEATIOONG TG AVTAYOVIGTIKOTNTOC.
H mayxoouomoinon kat ot véeg teyvoloyieg £xovv ONUIOLPYNOEL AOITOV OPUCTIKEG
e€elM&elg o dakvPépvnon kar v epyascio. Aoyw avtod tov porvouévov to Kpdrog de
ueraveror oalra orraler. Ol véeg TPOTAGELS Y10 0o@AAEL Kot eveMEla onpaivouy 6tL 1M
EUMIGTOCLVT €ivol TOVTOV Ko TAVTOTE PaciKn Yo T Agttovpyia TG dtakvPEpynong g
gpyaciag, n onoia Tpémel va otnpileTal OTIG TOMIKES KOVOTNTEG,.
O1 Kowmvikoi Zvvetoupiopol Kot GAAES eToUPIKEG LOPQESG SOUNUEVES GE TOTKO EMITEDO
ATOTEAOVV TIG KUPLEG LOPPEG Y10 TV KOWVAOVIKY] 0vATTUEN Kot amacyOANnon o€ GLVONKES
TOYKOGOTOIN oM.

KvBepvnrikotnro ko [loykoospiomoinon

O1 xvBepvioeig mpénet TAEOV va, GLVATOEAGILoVY Gg €vav KOGHO UEYOA®MY KOWVMVIKO-
TOMTIKAOV 0ALAY®V TTOV ETNPEALOVV TIG E6MTEPIKES dlepyacies. Katd mapddo&o tpdmo, ot
TOYKOGLES aryopES paitveTon 0Tt fonbolv, Tig amOUOKPES KOl KPES TEPLOYES, TOV EXOVV VO
TPOGPEPOVY KATL TO 1310ATEPO TOMTIOTIKA 1) OTNV Tapaymyn Wiaitepmv mpoiovtov (niche
products and service&pym g amelevbEpmONG TOV ETKOWVOVIDY KOl TNG OVTIGTOLYNG
HelwoNS ToL KOGTOVG TNG ETKOWVMOVIOG.

Muw eviaio Tomikn] oavamtuén mpodmobitel y mapdderypo evépyetec omov  Ha
JPOCTNPLOTOCOVV Kol TIG dVO TAEVPES TNG TOTIKNG AyOPdS dNAAdN KoL TV TPOGPOPE.
aALd ko v {Rmon . O pOLOG TOV KOWVMVIKMOV GUVETUIPIGUAOV LE TV GLAAOYIKT TOVG
dpbion 610 YevikoTEPO TAAiG10 e€opTdTon amd TIg TOMIKEG GUVONKES, OO TNV PVOT] KOl TO
€100G T®V S0POPDY TOL VITAPYOVV GTIC LIAPYOVCES TapeXOUEVES vInpeoies . Kabmg
eMiONG KO OO TNV GTPATNYIKN OV TPEMEL VoL akoAovONBel yio vo emAneBei ovtov tov
€100VG TOV S1POPOV E TOL TOTIKE GUUPOVALN TNG TOMIKNG AVTOSOTKNONG.

Eivor yeyovdg 6t 10 véo "kowovikd" mepiBdAiov ekppaletol pe vEES EVVOLEC, OTMC
KOW®VIKO KEPAAOL0, KOWVMVIKT GLVOYN, TOTIKE GOUP®VO, AmacyOANoNGS, TOL £X0VV Yivel
HEPOG TOL VEOL AeEIAOYIOV TNG KOWVMOVIKNG OVATTUENG.

Ta kopro Oépato mov cvvbétovy v Tomiky atlévia (6mwg v Tomkn Atlévra 21)
onuepa elval to TS o1 tomkoi TOpot Ba a&romomBovv KaAvTepa, TmS Ba yivel | eTapikn
oyéon peta&d tov Anpociov, tov Idwtkod kot tov Tpitov Topéa (MKO. kot
€0EMOVTIGUOC) OTIC TOMIKEG TEPLOYEG, DOTE OVTEG Vo avadeiovy TNV TOTIKN TOVG
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KANpovod, To QLGIKO Kol TOMTIOTIKO TepBAALOV G pio YeEVIKN TPOGEYyon ond
Kato mpog ta [Mavo.
H EALGda Baivel mpog pia katdotaon n omoia ivat og ol 010pK avamtuén TV ayopmdv
GULVOOEVOUEVT OO TV AVEAVOLEVT GUVELONTOTOINGN OTL LLaL TETOL AVATTTLEN O TPEMEL VL
elval KOAVTEPO KOTOAVEUNUEV] YE@YPOOIKA , Oxl LOVOo €yovtag cav Pdon v dlkoum
KaTavoun oAAG dtacparilovtag 6Tt TETO10L 100V avamTuén dev Ba TapaKOAVETOL OTd TIG
APVNTIKEG EMMTAOGELS TNG VIEPCLYKEVTIPMONG OT®G glval 1 EAAEWYT OTEYNG, EMOPKOVS
KTVOV HACIKAOV HETAPOPDV, TKOVIG OLLVOUNG TOTIKMVY 0lyod®V KO YEVIKE 1) U1 OTOOEKTY
motdtta {ong -

A76 Tov Kopmopatiopno 6Tnv GOPUPETONIKY] KUl GUVETULPLGTIKI] OLKOVONid.

Eav péxpr topa o Tpumoaptiopog (Epyacio, Epyodocio, Kpdtog) nMrtov oyetikd
TEPLOPICUEVOS OTIG UETOMOAEMKES ZKAVOIVAPIKEG YDpeg Kol otnv Bopeia Apepikn, ta
televtaio ypoOvia TOAAEG KUPEPVICELS €XOVV QVENGEL TNV GLVEPYAGIO TOVS UE TOVG
KOW®OVIKOVG ETAIPOVS, CUUTEPIAAUPOVOUEVEOV KOl QLTOV TNG KOWMOVIKNG OIKOVOUTNG,
wWwitepa o€ Bépata amacydAnong kot katdptions. Pucikd OAa avtd o eBviko eninedo. To
TG OOVAEVEL TO GUOTNUO € TOMIKO €Mimedo eivor pol AemTopépela 1 omoio. aKOUN
Bpioketan og avamTuln.

O Tpwmaptiopdg otnv Avotpia, [N'eppavia, Aavia, OAlavdia, oe Tomiko eninedo, eaivetan
ot €yel avomtuyBel a&dAoya, emiTpémovtag TV Papuoyy 6cmv £xovv cLUE®VNOEl o€
eBviko emimedo. 'evikd, Opwc, o Tpumaptiopds mapovctalet pio kpion avImposO®TEVONC,
vyt 0ev €xel vo el WOAAG Yol TOVG GAAOLG KOWVMVIKOVG (QOPELG NG "KOWVWOVIKNG
owovopiag”, omwg tov eferoviicpod, twv MKO kot tov @opémv TV KOwmVIKE
amokAEGUEVOY. AMAa. cvuvaen Bépota mov mpémer va AvBovv agopoldv TV oyéom
Tputapticpov pe 1g Evepyeig IMoAtwkéc ommv Ayopd Epyoaciag. Ze yopeg pe
GLYKPOVOIOKO EPYUCLUKO, TOMTIGTIKO KOl TOATIKO TEPPAAAOV, OOV ATOVGLALEL 1] TUTTIKN
uecolafnon (mediationkat ed® £ykettor 1 onpacio TG VOpIKO-3101kNTIKNG Oedpnong)
VILAPYEL €VOL EPYOCIOKO KAILO TEPLOPIGUEVIG EUTIGTOGUVIG HETOEL TV eTaipwv. To
QOVOLEVO 0EVVETAL IO1ATEPO GE GLVONKEG 0LOVVATNG TOPOVGING TOV KPATOVG, MG BEGIKOD
YEVIKOD 1G0OVVALLOL TTOV Vo, UNdeVILEL TIG LKPES eoTieg eEovaiag ot omoieg £xovv ) Kabepio
TEPLGGOTEPO KEPOOG MG TPOCHOTIKES EE0VGIEG TUPE MG CLVETAUPIOTIKEG LOPPES.

Kowaovika Partnerships.

Ye MOAMEG ydpeg 0 BECUOG TOV ETAPIKOV LOPPOV eivar kablepopévog, 0nwg A.y. 610
Bélyio (Ymo-Tlepipepeiaxéc IThatpdpueg Sub-Regional Platformstmy meployf tng
DdLavopoag), oy Iproavdia (Etopucotnreg Poaciouéveg oe meploy] —AREA BASED
PARTNESHIPSA.B.P.) kot otov Kavadd (Etaipeiec Avantoéng yio to MéAlov tng
Kowotmtog). Zmv Itoha, o vopog tov 1995 mov mpodBnoe v avantuén oe
VIOOVATTUKTEG TTEPLOYES TNG YDPOUS TPOCKOAAEL TOL GUVOIKATA, TOVG £PYOOOTES KL TIG
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TOTKEG aPYES VO GLVEPYUGHOVV Ko VO TOPOVGLAGOVY TPOTAGELS Y10 TNV AVATTLEN
TOPAYOYIKOV OpooTNPoTNT®V (EKTOG VTOSOUMY) Ol ONOiEg &ival EVIAYUEVES ©E
avanmTLEIOKA GYEOLN GE EMITEDO VITO-TEPLOYTG.
Tov Iovvio Tov 1996,70 ZvpuPodio g Evponaikng Evoong {Rmoe v melpapatikn
eloayoyn tov "Tleprpepelakav Zoppovav Artacydinons-I1.E.A.", e oxond va dmcel 1o
otiypa g OAng mpoondadelag. Znuepa vapyovv mtave ornd 90 TéTolec TEPLPEPEIOKES N
TOTIKES ETOPIKEG GLUPMViEG LTS TNV aryida TV [epipepelakdv Zoppdvav ATacydAnong
oT1g Yopes, péAn g E.E.

To mieovéktua avtov tov ILE.A, sivan 6Tt eépovv pali tovg epyalOUEvovg, TOVG
gpY0d0TEG Ko TIG E0EAOVTIKEG OUAOES Yol GLYKEKPIUEVT] Opdiom o€ Tomikd emimedo. Ot
oxéoelg autég dgv amokAgiovv Kopd opddo, Om®G YIVETOL OTNV TEPITTOON TOV
Tpumoptiopov. Ot etapikég oyéoelg onuovpyovv ta forum, omov pmopei va
Tpaypatonombet P GuALOYIKY AHGM TOL TPOPANUATOC TTOV Elval GUUPOT LLE TNV TOTTIKY|
Wopopoeia.

O Ap. Charles F. Sabelopoce tnv évvola avt] "dnpokpatikd teipapatiopd”. Avti n
évvola amoteel Eva BeTikd TopAdEyo Yoo TV OVTITPOCOTEVTIKY Onpokpatio. Etvot
yeYovOg OTL TETOLEC HOPPEC ONUOKPOTIKNG £KQOPAOCTNG OMOTEAOVV GUUTTMUN VO
(QOLVOLLEVOL TO OTTO10 OPEILETOL GTNV OVATTVEY VE®V OULAO®MV GTNV KOWVMOVIKT OIKOVOULIDL 1|
omoio. amotelel Tov TPito TOpHEN NG OKovouiog HETOED TNG ONUOCIOG KOl WOUMTIKNAG
owovopiog. Daivetat 6TiM AVIUTPOSMOTEVTIKY] ONUOKPATIO LE TNV TOPAOOGLUKT) TNG LOPON
YOVEL TNV onpacio TG 660 TEPVAEL 0 YPOVOG EVA 1) GUUUETOYIKT] ONUOKPATIO avEAVETOL
PKAOG G Pavopevo. Ot eTAPIKES GYEGES EKPPALOVV Yot TPMTN POPE pior vEa Evvola
TOMTIKNG GUUUETOYNG, OTOL KOVEVAG (OPENS OV amOKAEieTol amd avTtéc. AmO TOV
Tpumaptioud (Epyacia, Epyodooia kot Kpdtog) éxovpe tdpa £va vEO TOAMTIKO-KOWVOVIKO
QoVOUEVO TO OTolo €ivol TOALUEPIOTIKO. Ot ETOUPIKEG OVTES HOPPES EKPPALOVV VEEG
SUVALELG KOWVOTIKOV- KOWV@VIKOV TTEGTOV, IKOVEG VAL 0VOGLVOEGOVV TO KOVAOVIKO KEPAAMLO.

To KoOwmVIKO KeEQAAMIO €KQPALEL HOPPES KOWMVIKNG 0pyavmong, oiktva, 0ecpoig
GUUUETOYNG KOl KOIVOVIKNG EUTIGTOCVVIG GE TOTIKO EMMEDO, TAL OTTOT0 HPOLV KATAAVTIKA
Y10 TOV GUVTOVIGUO KoL TNV cuvepyacia Tpog apotPaio dpehoc. H kowvmvikny aAinieyyon
KOl EUTIGTOGVUVN £IVOL ATOPOITN T Y10 TOV GYNLOTIGLO TOL KOWVMVIKOD KEPAANIOV, TPy Lol
OV £XEL WG AUECO ATOTEAEGLOL TNV KOWMVIKT] GUVOYT] LELWVOVTAG TOVTOYPOVO TO KOGTOG
TOV CLUVOAAOY®OV HETOED TOV QOPEMV KOl EMOUEVMG ETITAYVVOVIONG TNV KOWMVIKY|
avantoén. H pelowon tov kOGTOLG TV GLUVOAAAY®OV EMPEPEL OLOYEVOTOINGT] TOV
KOW®VIKOD TTESI0V Kot GLYKPOTNON g e0pulung Aettovpyiag otig ka0 £1000VG KOVOVIKEG
avtaAlayég (otkovoutkég, ToMTikEG). OLvumnpecies Kot 1 KUKAOQOPIo, TOV KATAVOADTOV -
TOMTAOV AVOTTOCCOVTOL, 0E00UEVOL OTL 1] KOWV®VIKT cuvoyn Paciletonr 6T0 KOWmVIKS ,
KepdAalo, mpaypo mov Pondd omnv €OHpvbun Kol OWKOVOUIKOTEPT OlVOUY TMOV
TAOLTOTAPOYWYIKAOV TNYOV. Mg ToV TPOTO 0VTO PEWMVETAL 1 EYKANUATIKOTNTO Kot O
KOW®OVIKOG OTTOKAEIGUOG YEYOVOS TOV GUVETAYETOL EE0IKOVOUNGT TTOPWV OO dOTAVES Y10l
ACQAAELNL, PLAOKES, SIKOGTI PO, KAOTES Kl VOUKEG TPOo@LYEG. To Kowvmvikd Ke@dloto
givai 1 Béon TV KOWOTIKAOV-KOWVOVIK®OV apY®V TG 1o0tnTog 1 “equity”.

Tét016¢ TPOOTTIKEG £X0VV OMOTELEGEL TNV PACT] KOWVOVIKO-OIKOVOIKNG avamtuéng oty
neproyn g Tpitng [tariag, Iphavoia, Katarovia, Baokia, 0nwg amodeikviel ) peAétn tov
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Iphavdkadv Tomikmdv Etapikodv Zopeovoy (00zA, 1996 ).H pekét avtn éxet deitet
OTLVTapyEl TPOPAN A pe TO BENQ ETTAVGON G TOV CLYKPOVGEMV LETOED TMV ETAIPMV, L0 KO
N dpeon ocovppetoyn Omuovpyel mpofAnpaTo oTNV ANYN omoQAcE®V UETAED TOV
SOPIGUEVAOV OEIMUOTOVY MV KoL TV ONUOKPOATIKA EKAEYUEVOV POPEDY GTOVS OTOIOVS £XEL
eMeVOLOEL 1 EUTIGTOCVVT TOV TOTK®V YNPOPOPOV.

Ymapyetl eniong 1o TpoPAnpa ¢ ddyvong g e€ovoiog Yoo TV AYN 0moPAcEDY g
SPOPETIKOVS ETOIPOVG, TPAYLLO TOV UTOPEL VL SNULOVPYTGEL GLYKPOVGELS LETAED TOVG.
To 6épa TV VE®V TEYVOLOYLOV Ol 0moieg amelAovV Talég BEaelc epyaciog KaBdS Kat ot
0éoelc Tov popév TV epyalopéveV amoTeEAODV outiol Yl TETOEG GVYKPOVGELS, YOl
Spépouv. [Tapaiinia, ot @opeic TV EPYOOOTAOV ETUEVOLYV LLOVOLEPDG GTNV LELMOT) TOL
EPYOATIKOV KOGTOVG. XNUOVTIKA TpoPAnata vTdpyovy 6To BEpa TG TapaKolohinong Kot
NG AMOTIUNONG TOV S1APOP®V OIKOVOLIK®V dpacewv. Eivolyvooto 6Tt té€toteg eTonpikég
oyéoelg otmpiloviar oe OMUOGLa XPNUETOOOTNOT, OOTL €ivol GUVOEDEUEVEG e TNV
KLBEpvnomn o€ TomKO Kot PEGO KuPepvnTikd eminedo. Tétoleg oyéoelg oamotelovv Pacikn|
ékppoon pog eBvikng moAlTikng avantuéng oe tomkd eminedo. Eivar avaykaio vo
avamtuyfei 1 aE10AGYN O TNG AMOTELECUATIKOTNTOGS TG XPNONG TOV dNUOSI®V YPNUATOV
avd tepintoon. Aniadn, n eBviK ToALTIKY TOL EVOVVETAL Y10 TNV SLOVOUT TOV TOPOV GE
TOMIKO EMIMEDO TPEMEL VAL YIVETOL LE KPLTNPLO TNV EVVOL0L TOL KOGTOVS KO TIG VEES LOPPES
aglOmoeTNg KOWmVIKNG AoYoTikng. O poOAog TG MOMTIKNG Nyeciag okomd €yl va
emtayOvel puOuilovtag Kovmvikég Kot OIKOVOLIKEG ETEVOVGELG TPOG TNV TOTIKT KOV®Vio
Ko v meplpépeta. apdAinio vrdpyer €va B€ua mov oyetileton pe toug Pabduote
elevbepiag kot avTovouiog Tov TOTIKOV-ToATIKOV. Ot TEpipepelakol mapdyovteg O ovV
avtovopia, evd 1 KEVIPIKY dtoiknon emBopet unyovicpovg eAEyyov kot a&loldynong e
Kkprrnpa €6vikod peyébovg. Elvar dedopévo 01t 10 £6vikd eminedo mpémet va fondnoet Ta
TOTKG, KO TEPLPEPELOKA EMUTEDA VO OVOTTTUYOOVV TTEPAY TOV TOATIK®OV KOTELOHVGE®V,
Bonbdvtag TV avantuén TOV KPITNPimV 0IKOVOUIKTG Kol KOWVOVIKNG avATTLéNG.

O pOLOG T®V TOTIKAOV 0pYDV, T®V ONU®V, TOV KOWVOTNTOV G€ YOPES - LEAN Tov O.0.Z.A. -
&xer avamtuyBel , avorlapfavovtog oTpatnyikés duvapukés, dmov Kopio EKQPacT) Toug ivat
1 CUUUETOYN OTIC EOVIKEG TOMTIKEG ATOGYOANOTG.

Eivat yeyovog 611 ) tomikn avtodioiknon eival oe Béon va avayvopicet Tig 1dwitepeg
OAVAYKEG TOV OVTAVAKAODV TIC TEGELS TMV TOAITAOV KO TOV TOTIKMOV YNPOPOP®OV. APKETEG
ONUOTIKES aPYEG OLOETOVY CTUAVTIKOVG TTOPOVS Y10 TV OPYAVMOT) KOl AEITOVPYIN TOV
VINPESIOV amacyOAnong. Yanpeoieg yio "one-stop-stop yrnpeoieg pe ta oyetikd info-
ciosquestyovv avomtuydel amd ToAALOVG dNUOVG, OTOL 01 TOAiTEG Eyovv TpOSPacn oe
VANPEGiEC 01 omoieg mapEyovTol amd TIG TOMKES APYES.

O eBvikéc kuPepvioelg €gouv KAVEL CNUOVTIKA Pripota, HESH TV omoimv ot Ofuot
dpactnpronoovvrot. Xnv Aavio ot dfpot vroypeovvtal and 10 1994 va npoceépovv
amacyOANon 6€ OAo Ta ATOUN KAT® TOV €1KOGL ETMV, KAOMG Kol GTOVG LOKPOYPOVIOL
avépyovg. Ztnv Zovndia ot dnpot Exovv voypewbei and To 1995va Adfouvv pétpa yio va
Bonbncovv dtopa KATM TV EIKOCL ETOV [E TNV VTOGTHPIEN TOV ANUOcIOV YINPECUDY
Amacydinong. Xto BéAiyo, amd to 1997, dheg ot kowvdTNMTEG LWOYPEOLVTOL VO
ONUIOVPYNGOLVV TOTIKEG VAN PEGIEG AMAGYOANGNG Y10 TOLG LOKPOYPHVIN OVEPYOVGS, QVTOVG
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oL €lvan dvepyol TEPAV TV TPLOV ETOV. XNV ['eppavia, 1 oposmovolokt KupEpvnon
YPNUATOOOTEL HPAGTNPLOTNTEG TOV ONUIOVPYOVV OTAGYOANOT Yo TOLS AapfBdvovtag 1on
emdoparo "Tpdvolag”.

Eivar yeyovog 011 mpémer va peremnBodv oe Kabe mepimtwon ot cvvOnkeg ywo o
OMOTEAECUATIKT cvvepYacio HeTalh Tov ANpmv kot Tov Yanpesudv Amoacyoinons. Ot
TOTKEG ETOUPIKEG OYETES €yovv Pondnoel v avdmtuén TG amacyOANoNS HECH TNG
KOVOTOINGNG TOV TOTKAOV OVOYKAOV , WOHTEPA GTNV TOPOYT KOWMVIKOV LINPECLADV.
[Tpémer n amoteAespotiKn cvvepyacio LETOED TV ANV Kot TV ANpdciov Y Inpeciov
Amacyoinong vo emtevydel, 6edopévov OTL amotedel TOV KOPLO TPOTO GLVEPYAGING TOL
Kpdrovg pe v Tomkn Kowvomnta.

Kpivetar amapaimto otic peréteg mov de&dyoviatl 6to mapodv oAAd Kot 6To HEAAOV va
eetaleranl mwg pmopet va PertioronomBel n avantuén 0AAG Kot 1 KATOVOUT OVTNG TNG
avamTuéEng e évav tpdmo dmov Ba Tpodyel TNV Kowwvio Kot 0o cupmepriapBdvet kot Ho
vrooTNPilel TNV TOTIKN KOL TV TEPLPEPELAKT AVATTVEN HEGA OO TO PAGLOL OIS OLOLPKTG
ebvikng evnuepiog. Ot peréteg Ba mpémel va kabopicovv avtiotoryovg poOAOVS GTHV
EQOPUOYN , OTNV AVATTLEN KOTAAANA®Y SOUMV LE GUUTEPOVIUEVO TO KATAAANAO TAOIG10
omov Ba &rovv aoroynBel otnv exktéleon tovg, amd v Evapén Tov KAbe véov
TPOYPALLATOS 1) GOS0 OV pmopel va gival To KAEWT pag LEALOVTIKNG emttuyiog .

[Ma va emtevyBel 0 pOLOGC TOL TEPTYPAULATOG OVTOV OTTOLTEITOL O KOWVOTIKEG OULAOES VOl
KaBodnyobvtol amd OMOTELECUOTIKA Kol 10YVPA TOTIKE GLUPOVAL .

Ot KowvoTikég opadeg TpEmeL va. £XOVV SoUNUEVT cuvepyacio 0Tov Oa £xetl oyediactel amd
TOVG KOWMVIKOVS ETAIPOVG , TIG KOWVOTIKES OUAOES , TOVG TOTIKOVG GLUBOVAOVG Kot amd TaL
YPaEio Kol TOVG OPYOVIGHOVG TTOV GYETILOVTOL LE TNV CUYKEKPLULEVT TTOAN).

"Eva amoteleopoticd Kowvotikd Zopfovito mpémnet va £xel To TapaKdTm ctotyeio

1) "Evov ioyvpd , aveEGpTNTo Kot OVGIAGTIKO NYETIKO TPOGMTO GTNV TPOESPIKN £5POL.

2) Mo 60N Kot Pe TPOEYOVGO, ETIKEVTPOUEVT] GTPATNYIKN oTnV avanTtuén 6nov Oa
elval TporyLoTOTOM G Kot EAEYELUN.

3) Mo caen 1éa yia to Tov apyilovv ot evBVVEG TOL AAAE Kot TOL Ot EVOVVEG OVTEC
TEAELDVOLV.

4) Tov ypovo katl To péoa v avarntouéel Tig 0eE10TNTEC ooV GTPATNYIKES KOl TV
KOVOTNTO TOL VO OPACEL GOV L0 OLAdN

5) Tnv dvuvotn tenoifnon otig S10BoVAEHOELS Gav i SITAT S1001KAGI0 OVGLUGTIKNG
dadpaong.

6) Tnv mpoypatiky déopevon amd OAa Ta LEAN Tov TVUPOVAIOV GTOV AVTIKEWUEVIKO
010)0 TV Kovovikdv ZuveTaipiopdy Kot TNV GUVEONTOTOoiNGn 0Tl AV T To. LEGA
TOV ZUVETAPICTIKOV GYEdi®V Ba éxouv amymon o€ Kabe PEAOG - S1KOLoVYOL TOV
OPYOVIGLLOV.

7) Yrnoompi&n ota uéAn tov ZupPovAiov omd TOVG OPYOVIGUOVS , TOVG OTOIOVG
OVIKOLV, GTOV OVTIKEWUEVIKO OTOYO KOl GTO GYES TOL XUVETUPIOUOD —
cvunepthappdvovtag v tpodupic 6TV 0md KOvolH OIKOVOULKY] EVIGYLON .
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E@appoyn

H gpappoyn tov coppovnuévov oxediov etval Ommg eivat avepd To TpdTo Prita yio
va e&acpaiiotel | emtuyio TOV AVTIKELEVIKOD 6TOY0V. O1 KovmVvikoi cuvetoupiopol
BéLovTog va xeploTohv e GAAOVG TPOTOVG TIG TOTIKEG OIKOVORIES £Y0VV AVOTTOEEL Lol
GEPA UNYOVIKOV EPAPUOYADV , OL OTToieg EEAPTOVTOL OO TNV £KTOGT TOL EMOIO0VV
oT1g angvbeiag TpmTOPoVAiES, TNV OAANAEYYDIN UE TOL GAAD YPOQEIDL KOl TNV KATA
KOP10 AOY0 EUTAOKT] GTNV EPAPLOYT] GUUBOVADY TAPAGLPOUEVOL OTTd TOVG AALOVG .
H pelétn 1ov Kowovik®v Kol aypoTIKOV GUVETOIPIGUOV Hog £xel Bondnoel oto va
TPOGOIOPIGOVHE TNV SOOKOGIO EPAPLOYNS TOV TPOYPELULATOS LE TOVG 0KOAOVOOVC
TpOTOVG
1) TIpoodioptopdc TV OUAS®Y —oTOY®V OV £XOVV TPOTEPUOTNTA KAOMDS Kl T®V
YEQYPAPIKAOV TEPLOYDOV OV PacifovTol 6TIG KOWVMOVIKO-OIKOVOUIKES LEAETEG KOl
EKTIUNGELS TOV LEADV KO TOV TPOS®TIKOL Tov Tomikoh XvppovAiov.
2) TIpoodiopiopdc TV eMEIYe®V , TOV ~ KEVOV ~ GTNV TOPOYH LANPECIOV Kot
VROGTNPIEN OTIG OpAdES TANBVG OV TTOL TIG XPNGULOTOLOVV.
3) Atepehvnon TV GNUAVTIKOTEP®V EAAEIYEDY DGTE VO TPOGOIOPLGTOVV Ol AKPIPEIG
YEPLOLUOL TOL amatTovVToL , KBNS Kot vo TElcHovv 01 HEALOVTIKOTL P1LOTOSOTES
Y10 TOV GUOYETIGLO KO TIC EMATMOCELG TOL ATOL B £x0VV Ao AVTES TIC EAAETYELS.
4) Ylomoinon TAOTIKOV TPOTOBOVAIDV, KOTO KOVOVO GE GUVEPYAGIO HE TIG
vnpeoieg Tov Kpdrovg kat g Kowdmrag kat pe tnv cuv-ypnuotodotnon tov
YUV-ETOUPIGLAV KO TIG VINPECIES TOV EIVOL OYETIKEG LE TO OVTIKEILEVO.

5) A&oldynon g emtuyiog TG TOpEiag TOL £PYOV Kol TPOTAGELS Yo, TOVES
TPOTOTOWCELG KOl TEPALTEP® AVATTUEN.

6) Avamtuén tov emtuyNUEVEOVY OpAGE®V OO TNV TOPEID. TOL £PYOV, KOWMVIKN
VROGTNPIEY, EVIGYVOT VAIKNG VITOSOUTC.

7) TIpo®bnon Kot SLoPNUIET] TV OTOTEAEGUATOV KOl TMV TAEOVEKTNUATOV.

8) IIpoodiopiopdc Hakpoypovimy BEPATOV Kol EXITTOCEMY KOl OVATTUEN TOAMTIKOV
00T MoTE 0VTA T Oépata va virooTnpLOovv.

To kAe1di TG emTLYioG GTNV EPAPLOYT EVOS KOWVMVIKOD TPOYPALLUATOS EIVOL T avAyKN
ONUoLVPYiag EUMGTOCVUYNG AVALEGH GTOVG dLOPOPOVG ETAIPOVS KoL 1 OVAYKN TV
opddwv tov Kowvovikaov Zvvetapiopdv va gykafidpbcovv cov ot kol o€
Kowwvikd 0€pato Tov Aapavouy ydpa 6Ty TEPLOYNS TOLS. MOVo 1| eyKaBidpvon g
EUMGTOGVVNG KOl TNG £EEOTKEVOTG UTOPOHV VO AvamTUYOOVV ATOTEAEGUATIKOL KO
LLOKPOYPOVIOL GUVETAUIPIGHOTL AVAIEST GTO OLAPOPOL LEAT) TTOVL TOVG amapTiLovV.

To wpdta dueco ototyeio amd TG HEAETEG MEPUMTMOCEMY KAl OO TIS OMOYELS TWV
YPNOTOV TG Koot tog eivar 61t ot Kowmvikoi Zuvetaipiopol éxovv avtamokpdet
KOVOTOMTIKG G€ 060VG €YoV gumAakel Tomkd. Ot otnplOUEVEG OTNV EVTOMOTNTA
eEaToIKEVUEVEG VIINPETTIEC OV £PaprOlovTay amd £101KOVG GTNV KOWOTNTO, YEVIKA,
KOl 1] KOTAVOU] G€ GUVETOIPIOUO TOV GLVEPYALETOL P GAAEG VIINPEGIES , UTOopEl va
elvot amOTEAEGLOTIKEG KO VO AVATTANPMOGOLV TO KEVA TOV EIVOL YVOGTA GTNV TOPOYN
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VINPECUDY Y10 AVTES TIS OUAES GTOYOV .

[MapdAinia dpmc o1 Tomkol Kowmvikoi Xvvetapiopol tpénet va d1ab€touy ta péca

00TMG MOTE VO, EKTANPAOVOLV 0VTO TO POAO Kol TPETEL VO £X0VV TPOGRAUGT GTOVG

oXEO100TEG TNG TOATIKNG . AVTO amoTed:

1) Xpoévo katl péco Yo [ AmOTEAEGLOTIKY TopakolovOnon kat a&loldoynon twv
TPOTOROVAIOV 0VTOG DOoTE Vo ekTIUNBel Katd TOCO OVTEC , £YoLV oL gvpeia
TOALTIKY] GYEOT).

2) Xpovo kot HEGH 0VTMG MOTE VO YIVETOL OVTOAANYT EUTEPLOV A OAOVE TOVG
Kowmvikoig Zuvetapiopoig ko va amokopilovton epmeipiec o motikd O¢pota .

3) TIpdoPoomn 6Tov TOMTIKO GYESAGLO Y10, VO, SIACOAUAIGOVV OTL O1 ELGTYHGELS TOVG Ba.
INeBoHY vVIOYN TV oYXEdIOCTOV Kot TBovOV péca amd avth TNV B€om va 1efovv
vd avobe®PNON Ol EMITPOTES OV EXOVV GYNUATIOTEL OO TOVS VITAPYOVTEG
eBvikoHg opyaviorovG , KaBmG KoL 01 TEPIPEPELNKOT KOl O1 TOTIKOT OVTITPOCMOTOL .

Av16 onuaivetl 011 o1 Kowvovikol Xvvetoipiopol mpémetl va ivot amoTeAeGLOTIKOT Kot

Vo €YOVV  EUMEPIOTATOUEVEG OMOYES O KOowwvikd Ofépata 6mov ovtég Oa

avaPaduiCovror , dev Bo avrikabictavior amd TV KOWEOVIKN YvOuUn, Yopig vo

eEapovvrat BEPata ot id101.

Xopmepdoporta

H mayxoopiomoinon emeépet tpopoktikég aAlayég otnv 010iknon tTov Kpatov £6vav
EMPAALOVTOG UNYOVIGHOVG OAIKNG KOWVOVIKNG EVOOUATMOONG KOL TV OTOKEVIPWOGT TOV
VANPECUDY 1| 07Ol YiveTal Yy AOYOVS OIKOVOUIKOUG OAAG KOl AOY® OVOYK®V TNG
GUUUETOYIKNG ONpoKpaTiog 1 omoia eXPAALETAL OO TIG CLVONKES AVTAYOVIGLOV KOl TNV
EMTAYLVONG TNG OVTAYOVIGTIKOTNTOS. Ol VEEG GLVONKES OVTAYOVIGHLOD KOl 0 ETOKOA0VOOG
KOTOUEPIOUOG EPYACIOG EXOVV MG AMOTEAECUO TNV UEPIKN OVIIKOTAGTOGN TOV TOTOV
palikng mopoyyng amd VEES LOPPEG EVEMKTNG TOPAYDYNGS, TOL Pacilovion TG KPEG
LOVAOESG KOl OTNV EPYOCIN GE OULAOES.

Ot TomiKol KOWmVIKOL GUVETAIPICUOT OTOTELOVV [al TETOLN AVATTTLEN AOY® TG eveMElag
OV EMEPYETOL KO EMEKTEIVETE KO GTOV TOUEN TNG KOWMVIKNG OVOTOPAYWOYNG TNG
gpyaciag..

Eivar yvootd 611 ou aAlayég 61OV YMOPO NG TOPAYMOYIKNG OOIKAGIOG EMUPEPOVV
avTiotoreg aAAayEG Kot otnv dNuUocto dtoiknor. Avtd onuoivel, 0Tt ol VEEG LOPPEG
0pYAVMONG EPYACIOG TOV EMEPYOVTAL LLE TNV ETAVACTACT] OTIC EXKOVMVIEG EKQPAlovTaL
ue v popen g Néag Anpociog Awyeiptong (New Public Managemengetd v onoia
0 TOMTNG TIPEMEL VaL. EYEL GYECELG TEAATT UE TIG TOTIKES VINpecieg. O moAlNg mpémel va
&xel mpocPaomn otic ANUooieg TANPoeopieg o€ dueco eminedo, a@oL M véa otkovouio
Bacileton otV yvmdon kol oty eneepyosio T 1 omoia YivETOL GTO TO KOVTIVO, GTNV
dpaon / mapaywyn, eninedo. H véa oxéon moritn Kot Tomikod Kpatovg amotelel T0 KEVIPO
Bapovg piag vEag 01KovoKnG cuykLpiag. O1 KOVOVIKOT GUVETUPIGHOT ETLTVYYAVOLY VTO
aKpPOS.

Ot véeg aAAOYEG OTNV TOPOY®YIKT S100TKOGT0 KO 1) Kuplapyio TG YVAOOoNS GTNV €V YEVEL
TOPAYOYT ETPEPOVY HEYAAEG KOVOTOUIEG KOl GTNV KUPLOL VO TOPOYNG KOWOVIKDV
VINPECLOV EVTAENG GTNV Ayopd EPYACTOG.
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O poéiog Tov Kotvovikov Xovetaipiopov

O porog v Kowvovikdv Zvvetaipiopdv Bo mpénel va cuveyicetl va givor SmAog Ko vo
oLoYETICETOL KOt UE TOV OYEOG O OAAG KOL LLE TNV EPAPLOYT TPOYPOUUATOV. O Tpémet
VO ETKEVIPOVOVTOL GTHV TPODONGT TOV TPOYPUUUAT®V Kot Vo S0KIUACOUV KOVOTOUES
nmpoceyyicelg mov Ba etvat Kovtd oTig avayKeg TV OpAd®V 6TdY®V. Na ovarmAnpdvouy Tig
VRLAPYOVTEG EALEIYEIS OTNV TOPOYN VANPECIOV KOL Ol EENTOMKEVUEVES AVGELS VO
GLUVAVTOVV TOTKES GUYKEKPLUEVES AVAYKEG .

>10 eminedo g otpatnyikng ot Kowwvikoi Xuvetaupiopol Bo mpénet va dtacagnvicovv to
POAO TOVC OTNV Vi TOTIKN avamTvEn / Tomikd KuPepvavia ydpo AvTd emiong d&yeTal
EMPPOES KAt A0 TIG TOTIKES GLVONKES. AKOUN, Ot ZuveTaupiopoi Oa tpémet vo ovarlafovv
£VOL TOTIKO GUVTOVIGTIKO pOAO HEGO GTO €VPOG TNG YEWYPOUPIKNG TEPLOYNG OV £XOVV
avardapel . Mmopohv va Agltovpyncovv kotd KOplo AOY0 OTA GTPATNYIKO EMimedn
OYESLOGLOV GOV EI01KOL GTO KOWMVIKA OEpata cupmeptiapfavoviog Kot eotidlovioag otnv
EMPPON TTOL Uopel var avamtHEEL TO EDPOG TV KOO UEPIVAOV TOTIKMV TPOPANUATOV , ETCL
DOTE VO EVIOYVEL TIG EMOIDEELG TNG KOWVOTNTOS 6TO 6UVOAO TG. [0 va ikavomomBovv
avtoi ot poAot, Oa tpémel o Kowvavikoi Zuvetapiopol va amodeiEovv v emdelotntd toug
0TO GUVOAO TG KOWwOTNToG . Oa Tpémel va amodei&ovy 6Tt aVTol TPAYUATIKE LITopovV Vo
EKTIPOCMOTNCGOVV LLE TOV KOADTEPO TPOTO TO GLUPEPOVTO AVTAOV TV OUAS®V GTO EMITEDO
TV amo@dcemv .Qotdc0o ovtd dev mpémel vo. yivel oe PAPOC TOV KOWOVIKOV
AVTUTPOCAOTTWV .

Ot Zvvetoupiopol Oa mpénet va cuveyicovv va dtacpariilovv kat vo ot pilovy to dtkaimpo
TOV KOWOTNTOV v kOPALovy amd LVOl TOVG TG SUGOPECKELEG TOVG GTa dldpopa BEpaTa
OV TOVG ATTAGYOAOVV .

Tomukn Avantoln .

To obvoro NG TOMIKNG KOowwviag eivor €vo KOUUATL TN TOMIKNG OovATTLuENS. Mo
OAOKAN POUEVT TOTKT) AVATTUEN TPEMEL VOL EUTEPIEYEL TNV O1AG00T| TG EBVIKNG avATTTLENG,
OM®G EMIONG KL TNV TPOOTTIKY KOOMDS KOl TNV ETAVOS0 TOV TPOVOUI®MV UI0G TETOL0G
avamrtuéng pe évav tpdmo 6mov Ba Guvinpel TV Kovwvia 610 VOO TG . Akdun Ha
TPEMEL VAL EUTEPLEYEL TNV EVPVTEPT] CLUUETOYN TOV KOWMVIK( OTOKAEIGUEVOV OUAO®V GTNV
mpoondOela yio TNV 01kn Tovg avamtuén. [Toté o1 GuvOnKeg dev NTaV TOGO EVVOTKES 0OVTMG
®oTe Vo eMOOEOVY TETO0V €100VG AVTIKEYEVIKOVG OTOYOVG Kol Ot Ogv €lyav TV
duVaTOTNTO OCTE Vo ONUOVPYNGOVY HEYOAETPOAOVS GTOYOVG W TOv OVTE N 101 M
Kowmvio pog £yel avamtoiet.

Ol KOWOVIKEG ETMLYEPNGELG TOV £(OVV TNV UHOPEN TOV ZUVETOPIGUOV, HOPET] TOV
TPOYUOTIKE VoL LOVAOTKY UITOPETL VO SLOYEPIOTEL TV KOIVOVIKT O1KOVOLLiaL KOt OYL LOVO .

O1 véeg HopQEG ETAPIKOTNTOG, OTTMG gival 0 moAvuepiopdg (multipartyism),amotedovv
EMTUYNULEVES LOPPEG KOLVIOVIKTS KOVOTOUIOG Kot EKOPALOVV TNV VEX OTLLOVTIKT] avAdLoN
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TOV TOTIKOV KPATOLG KOt TNG otkovopiag tov. H didotaon avtn npénet va avamtuydel
KOl OTNV YOPO HOG, Yo VO OMGEL TNV guKaipiot Yo "Tpoylotikn” omacyoAnon Kot
TEPLPEPELOKT] OVATTTLED).
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NEW FORMS OF WORK ORGANIZATION. CONTEMPORARY
DEMANDS FOR THE SUPPORT OF HUMAN RESOURCES.
COUNSELLING AND VOCATIONAL GUIDANCE

(NEEXZ MOP®EX OPTANQXHX THX EPTAXIAY. XYT'XPONEX ANAT'KEY YIIOXTHPIEHX
TOY ANOPQITIINOY AYNAMIKOY, ZYMBOYAEYTIKH KAI EHAITTEAMATIKOX
MPOXANATOAIZMOX)

Lampros TOUMBAS, SociologistMA, National Centre for Vocational Orientation (EKEP)

The presentation explores the development of newms@f work organization in relation
to the contemporary role of the state in managingdn resources and Counselling and
Vocational Guidance systems. It is divided in thiofving parts:

The dynamic development of new forms of work orgamziation

The first part highlights the dynamic developmdniew forms of work organization since
the early 1980s. The main factors for this develepnare analyzed, namely the process of
deindustrialization and the corresponding incrediservices sector jobs that are identified
by the enlargement of skills, the demise of Forditim marked intensification of economic
competition, the influence of Japanese managemifes, the adoption of new widely
applicable technologies and the increase of higledipeople entering the labour market.
The concept of labour flexibility is the key featn contemporary employee relations and
work forms and is divided between functional anchetcal flexibility. The former places
emphasis to the quality of work and the need ofjadee training, while the latter to the
guantitative use of labour through the forms oft{tiane working, fixed term contracts,
sub-contracting e.t.c.. In this context, the nemn®of work organization can be identified
through the concepts of multi-skilling, job rotatjgob enrichment and the forms of part-
time working, team working, Total Quality Managerhegstems, tele-working e.t.c..
Undoubtedly, these forms set the relevant demanrdsé support of human resources in
today's complex employment conditions.

The contemporary demands for the coordination andgport of the policies
towards human resources

The second part of the presentation considersdabedmating role of the contemporary
state to promote new work forms by supporting humesources and relating education
and training to employment. As for the Europeamtoes, in particular, the challenges
which derive from the global competition, the higlemployment rates since the mid-
1980s and the threat of social exclusion, for seawgal groups, promote the adoption of a
development policy aiming at the coordination betwecompetitiveness, economic
development and social prosperity. The currenegiaticies are not just restricted to the
creation of new jobs. The knowledge society, makiiling work and the endless flow of
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information impose on state a crucial coordinatingction. This means that the
contemporary state will have to enable people teehdirect access to information, to
support the connection between education and emmgoiand, in conjunction with social
partners, to promote employment and social rights.

In this context, some key features of the Gree&amarket are identified, mainly the low
rates of part time working and continuous vocatidraning, the relatively high use of

fixed terms contracts and the high rates of lomgrtenemployment. Unemployment is a
major issue as far as Greece is concerned. Th&kGrdeeur market is identified by some
key structural features that have to be pointed Thise encompass:

¢ the high unemployment rates for young people aged- 24,

e the negative correlation between education levelsanployment for the young people
aged 20 - 24,

e the low employment rates for the people aged 2 - 2

These findings demonstrate that the structuraliapelsaracteristics of the Greek labour
market concern the group of citizens aged 20-23lamlunderline their limited access to
the labour market. It seems that in Greece, thenityapf young people delay in entering
the labour market in order to find a "good" fiuthe and permanent job. This trend should
be taken into account because in contemporary worklitions of rapid changes and
labour market fluctuations, every belated accessh& labour market might prove
detrimental to one’s future employment prospedisisT the active support and systematic
information offered to citizens about current emnyph@nt conditions, before and after their
entrance into the labour market, should be onlesobasic priorities of current employment
policies and of Counselling and Vocational Guidasysems in order to achieve the target
of relating economic development to work quality.

The operation of the Greek National Centre for Voctional Orientation (EKEP)

The final part presents the operation of the Grbaigtional Centre of Vocational
Orientation (EKEP) as a competent institutional yoddr the coordination, support,
certification, provision of quality information andonsolidation of those offering
Counselling and Vocational Guidance services ireGeet the sectors education, training
and employment.

Ewayoym

H mapovoa swonynon amoterel pio mapovsioon g SVVOIKNG OVATTLENG TOV VEOV
HOPOOV 0PYAVMOTG TNG £PYACiNG, OT®S vt cLVERN ard T dekaetio Tov 1980kvpimg
AOY® ONUOVTIKOV OIKOVOUIKOV KOl KOWVOVIK®OV 0AAAYDV. Oempmdvioag 0Tt o1 eEeMEELS
AVTEG VILOYPOUUILOVY TIC GUYYPOVES TOMTIKEG JLOXEIPIONG TOL OVOPOTIVOV SLVALLKOD,
TPOPAALETOL 1) GUVTOVIGTIKT] KO VITOGTIPIKTIKT] AELTOVPYIO TOL KPATOLG KOl TNG KOWVOVIOG
Y10 TNV TKAVOTOINGT) TWV CUEPIVAV OVOYKOLOTHTWV GTO YDPO TNG EPYACING. TO TAAICLO
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avTOd avoADOVTOL E0IKOTEPA OOPHPOTIKA YOUPUKTNPIOTIKA TNG EAANVIKNG ayopdS
gpyaociog (kotd KOplo AOYo 1 avepyio TV VE®V Kat 1 aduvapio Tpocfacng Toug oty
ayopdg epyaciog) kot mapovoialetor n Asttovpyia Tov EAAnvikod Efvikov Kévtpov
Enayyelpaticov IMposavatoropov (EKEIT) og popéag cuvtoviopuod Kot vroot)piEng tov
CUYYPOVOV VINPEGLOV GLUPOVAEVTIKTG KO ETAYYEALOTIKOV TPOGAVATOAMGLOV.

H dvvapukn avantoén Tov vEmv Hope@v 0pyaveoong TG EpYaciog

H duopdpomon tav chyypovev pyasiok®y GYECEMVY KoL LOPPDY OPYEVMOGNS TG EPYUGTING
(6mwg elvan n ToAvESiKELON, LEPIKN amAGYOAN O, OuadIKY pyacio — team working -,
EVOALOYT TOV EpYaCLOKOV pOA®V - jOb rotation-, tniepyacia k.a.) eivol To anotéheoua
piag ovvBetng dwdkaciog e£EMENG, mov TPocdlopileTal Ypovikd amd TIC apYEG NG
dexoaetiog Tov 1980.H nepiodog avth) KaBOpIoe T duvakT TG avATTLENS TV GUYXPOVEOV
LOPO®V £pYAciag, KUPIWG AOY® T®V CUAVTIKOV 0AAAYDV TOV EAafay yOpa oTa eMimeda
TNG OKOVOUING, KOVmViaG Kot TOATIKNG avTioTtotya. Emnpoceta, kdtm amnd tv 6Euvon
™G €VIoomg TOL OIKOVOUIKOD ovTOy®VICUOD, TNG OomoPlopmyaviong Kot tng omo-
polikomoinong twv oy€cemV €pyaciog amoTum®mce Uio. avoALTIKY enelepyocio TV
gpyaclak®v oxécemv otn Pdon e "ovvéyxewnc" M g "acvvéyewag” avtifeta Tov
Kabiepopévav dadikaciov opyavoong toug (Blyton and Turnbull, 1998: 3-14)01
KUPLOTEPOL TAPAYOVTEG TNG AVATTVENG TV VEMV LOPPDV OPYAVMOTG TNG EPYOCGLG LITOPOVV
VO GLVOYIGTOVV GTOVG EENG

e oIV oKOVOUKT Kpion Tov 1973kat v amodounon e Popmyovikng mopay®yns Le
mv TopdAANAN avénon Tov Topén TV VINPESLOV oL yopaktnpiletar amd
JeHpPLVON TOV EPYACLOKDV SEEIOTNTMV,

e otV eEdvtAnomn TV opimv Tov PopvTiKoh GLGTALATOG TOPAYWYNS Ko TG TavAOPIKTG
0pYEvVOGONS TNG EPYACING, TOL TPOGIOPLGAV TV OLKOVOUIN KOl EGMTEPIKT] OPYAVMOOT)

TOV UEYAAWMV EMYEPNCE®Y, TN UNYOVOTOINOCT KOl TLUTOTOINGN TV EPYUCIOKOV
Kadnkoviov,

¢ o1V 6&VVOT| TOV TAYKOGLOV OIKOVOLKOV OVTOYOVIGHOV Kot 6TV avéno tov dtefvoig
KOTOUEPIOUOD TNG EpYOGiag,

® oV adENON TOV TOGOCTAOV AVEPYING OTIC YMPES TG AVONC 0o TO LEGH TNG OEKOETIOG
Tov 1980,

® OTNV EQAPUOYN TNG VENS TEYVOAOYING (LIKPONAEKTPOVIKNG),

e oV ALENUEVT EMLOPACT] TOV GLOTNUATOV O10iknoMg TV lamovik®dV entyelpnoemy,

® otV AVENUEVT EMPPOT| TOV VEO-PIAEAELOEP®V TOMTIKOV arrop¥Bc”ng TV ayopmv
gpyaciog Kot TéA0G,

® oIV OVENON TOV TOGOGTMOV AVTAOV TOV EIGEPYOVTOL GTNV Ayopd epyaciog e avEnuéva
TUTTKE TPOCOVTOL.

Kevtpum 6éom otig véeg suvnkes opydvmong g epyaciog Katéyet o 0pog eveMéia g
epyaciog (labour fexibility), o omoiog 0o Aéyape "vroypappilel” oAdKANPo T0 VEO TAMIG1O
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aviAvong Tov Tpocdlopilel T SAPOHP®OT TOV AyOp®V EPYACTNG KOl EMLYEPNCEMV KO
™V opyavmon TV ToMTIK®V amacyoAnons. H esveléio g epyosiog yopileton oe
Aertovpyikn — o0tk (moAvedikevon, opadikn epyacia, avapdaduon tov de&lottoy,
eumlovTiondg ™G epyaciog — job enrichmentk.a.) kot og apBuntikny gvehéio (Tov
oNUAiVEL TNV TOGOTIKY| YPNON TNG EPYACIOS COUPOVA LE TIC OLUKVUAVGELS TG {jTnong —
LEPIKT QAGYOANOT|, TPOCSMPIVY EPYACIn K.0.-). TN Pdon T avamtuéng T EVEMKTNG
gpyaciog TPoskLYOV HOPPEG OPYAVMOONG TNG EpYOTiag Kot LOVTEAN, OTMG O TEPIPNLLOG
tomog ¢ "Evéliktng Emyeipnong” and tov Atkinson (1984: 28-31) omoiog d1€kpive Tnv
ELEMKTT OO TOV EMYEPNCE®V UE PAON TNV KOTNYOPLOMOINGT TOL TPOSMOTIKOV GE
“ Baowkovg” ko “ Tepipepelokons”’ epyalopévoue. OrTpmToL KOTEYOLY BEGELG HOVIUNG KO
TANPOVG amacyOANoNg, mov yapoktnpilovror amd moAlamAég defidtmreg, LYNAO
EMOLYYEAUATIKO GTATOVG KO TPOVOTODEGELS TPOAYWDYNG, EVD 01 OEVTEPOL KOTEYOLV BECELS
TPOGWPIVNG 1N HEPIKNG OTACYOANONG, MUI-EWOIKEVUEVIC 1| OVELDIKELTNG EpYaciag He
aféPoreg emayyeAUATIKEG TPOOTTIKEG KOl KOKEC GLVONKEG epyaciag. X' €va gvpOTEPO
eninedo avdivong avadvinke to povtého g Evéhktng E&edikevong” omd tovg Piore
ko Sabel (198491 onoiot Ekavav AdYo Yo T SLOUOPP®GT EVOS EVOAAUKTIKOD TPOTOHTOV
mopoy®YNs mov PacileTon o€ HIKTLO KPAOV EDEMKTOV ETLYEIPTCEMVY T OTTOI0 GLVOLALOVY
mv  mopoymyr] eEEIKELUEVOV  TOWOTIKOV TPOTOVI®MV UE TNV EQUPUOYN  TNG
LKPONAEKTPOVIKNG TeYVOAOYiag. Ewdwed m ypnom g UIKPONAEKTPOVIKNG KOl TMV
VTOAOYIOTMV SIOUOPPAOVEL VEEG GUVONKES TEYVIKOV KOTAUEPIGUOV TNG EPYOTIOG KOl pHia
EVEPYNTIKOTEPT GYEOM epYALOUEVOL Ko TEYVOLOYIOG, KOG amattel T dpactnplonoinon
TOV TPATOV YL TNV OMOKTNOY TNG KATAAANANG TEXVOYVOGIaG Olayeiptong Tov vEwV
CLGTNUATOV KoL TNV OVOANYT VEOV EPYOCLOKOV POAMV.

2OHQ@Va PE TO TAOIG1O TOL MG TOPA EYOVILE TEPTYPAYEL, O1 VEEG LOPPESG OPYAVMOTG TNG
gPynciog UTopovV vo TPocsdloploTovVy pe Paon :

e Tnv moAveldikevon kot T Odyvon TOV €PYOCLOKOV POA®V oe MEYOAN KAipoka
dpactnplotitov (Lopeég mov Bpickovue otic Pacikés, kaiég Oécelg epyaciog),

® TNV TOCOTIKY ¥PNON TNG £PYAGiOg e PACT TIC ALEOUELMCELS TOV OIKOVOULIKOD KOKAOL
Kot NG {RTnomg (LopPEG OTTMS M GLUPAGEIC OPIGUEVOD YPOVOL, 1 LEPIKT KO ETOYLOKT
amoaoyoinon),

® TNV TPOCOPLOYN TOL EPYUCLOKOV ¥pOVOov He PdAom v mieon NG TOPOy®YIKNG
dpactnpromrog (Bapdieg, vrepwpiec K.T.A.).

EmumAéov, oG o0yypoveg LOPOES 0pYAVMONG TNG EPYAGIOG LITOPOVV VAL YOPAKTNPLGTOVV
emiong:

* 1) opadIKI) Epyacia, Tov opileTal wg M epyacio katd opddeg 8 émg 15atopmvy mov givar
VIEVBLVES YO TNV TOPAY®YY £PYOV LEGO GE OVOYVOPIOUEVO OPLOL KO TO. LEAT] TOVG
AELITOVPYDOVTOG EVEMKTO OVOAQUPAVOLV TNV CAANAOGLUTAN POGCT] TV KOONKOVTOV TOVG
EMOIDKOVTOG TNV IKAVOTOINOT OIKOVOUIKDV, KOVOVIK®V, TOATIGTIKOV KPUTNPimVv Kol
emdioéewv ( Mueller, 1994: 383-394),
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e 10 oveTpoTo Aroiknong Olkng Mowwtntog (Total Quality Managementypv
EMOUOKOVV TNV Tpo®ON oM TG "To10TNTAS" 6 OAES TIG SOUEC TOL OpYOVIGUOD (dtoiknom,
epyalouevoug, Tpounfentés, Katavolmtés) kat vrootnpilovy T cuveyn Pedtioon yo
10 * Kowod cvpeépov” dhwv (Legge, 1995:219-220),

e Toa evéhikta cvotiuate Tapay®yng just- in- time, Tov PBacifovtol oty TOpoy®YN
"ToTIKOV" TPOTOVI®MV GUUE®VAE UE TIG PEVOTEG OMOLTNOELS TNG (NTnong Kat v
OVTILETOTION TOV YPOVIK®OV TPAOV KATA TN OEPKELN TNG TOPAYOYIKNG O1001KAGIAG,

e 1 TNAepyacia, mOV aPOPE KVPIMG AVTOUTAGYOAOVUEVOVS £pYALOUEVOLS, Ol OTToioL
gpyaloviot omd 1O OTiTL TOLG 6TO GO TOL gRdopadiaion epyaclakod TOVG XPOVOL.
Yroloyiletan 6t mepimov 10 4,5% 710V £pYyaTiKoh SLVOUIKOD TOV EVPOTUTKOV YOPOV
amacyoAeitor pe tnAepyacia, evd otnv EALGSa ) ThAepyacia avapépetat oto 1,3%t0v
gpyatkoy duvapkol, ®otdco, Ta TEAELTAin YPOVIOL TOL TOGOCTA TNG GLVEXMDG
avéavovtot (Fappoyrov, 2001: 41-43).

H avantuén tov tapandve Sok®V CuGYETICU®Y oTa cOYypova TeptBdiiovta epyaciog,
OGS elvat PLGLOAOYIKO, dNIOVPYEL VEEG KATAGTAGELS KO AT GELS GTIV OPYAVMGT TOV
avOPOTIVOL SLVOIKOD KO VOGVPEL TIG AVAYKEG Y10, TNV TPOGBOIOT) TOV TOALTY GT YVAOOT)
KOl GTNV TANPOPOPTOY| GYETIKA LE TIG VEEG CLVONKEG £PYOACIAG, TNV EXAYYEALOTIKY] TOVL
exmoaidevon Ko kotdption, ™ o Plov pdbnon kot v €£otkeimon Tov pe TIG VEEG
teyvoroyieg. Ot amoutnoels avtéc Kabopilovy 10 pOAO T®V CMUEPVOV KPATOV KOt
KOW®VIOV, ETPAAAOVTOG TO 0VTIGTOLYO TAOIGLO TNG TOALTIKNG VTOGTNPLENG TOV OVOYKOV
oL aVOPOTIVOV SVVOUIKOD Kol TNG OVGLUGTIKNG dGVVOESNG TNG EKTTAIOELONG UE TNV
amocyOAno.

O 6VYYpOvES AVAYKES Y10, TO GUVTOVIGHO TOV TOATIKAV VTOGTIPIENS TOV
avlpOTIVOU dVVOUIKOD

Agdopévou TV peTeEeMEEMV GTOVG YMPOVG TNG EPYAGING, TNG OIKOVOUTNG Kot KOvmVviog,
ot pOAOL TOV aVOACUPAVOVY TaL GUYYPOVA KPATN GE GUVEPYOCIO LE TOVG KOWVMVIKOVG
etaipovg epeaviCovrar Wwitepa onuavikoi, ooy KOAOLVTAL VO LTOGTNPIEOLY TNV
OLKOVOLLKY] OVATTTUEN LE TNV KOWVOVIKY] ELNUEPIN TOV TOMTAOV. ZHUEPA TAEOV, T KPATY
dev mepropilovtar ot dnpovpyia véov Bécemv anacydinons. H kowvavia g yvoong,
TOV TOAMGDV 0eE10THTOV KO 1 OKOTATOVGTN POT| TOV TANPOQOpIeV petafialovv oto
KPAToG pio KPioUn GLVTOVIGTIKT KOl VTOGTNPIKTIKT Agltovpyia mov va eEaceaiilel 610
avBpomvo duvapukd v queon mpdcsfacn oty mAnpoopia, vo vmootnpilel
SGVVOEST TNG EKTTAIOELOTG LLE TNV OTACYOAN G KO GE GLUVEPYAGIN LLE TOVG KOIVMVIKOVG
eT0ipoug va TpomBEel To KOVOVIKG KO EPYACIOUKA OUKOUMDLATOL.

[TpofApato Tov OmAGYOAOVY TIG YDPES OTO TAYKOGHIO €Minedo, Omwe M avepyia, M
OVETOPKTG GUULETOYT) OTNV AmacYOANCT Kot 01 TaYES cVVONKeG epyaciag T€0mKay 1o
and 10 1994 6t 6éoun pétpwv TV yopadv tov OOZA yuw ™ Oéomon oTpaTNYIKOV
anacyoAnong (jobs strategyjov amrodidovv Eppoom 6T LOKPOOIKOVOLLKT| OVATTUEY, TNV
oAOKANpOUEVT O1d000m NG TEYVOYVOGiag, TV avénon ¢ gveMéiog Tov gpydcipov
YPOVOL, TNV TPOMONGN TNG EMYEPNUATIKOTNTOGS, TIG EVEPYNTIKES TOATIKES OTAGYOANONG
Kot TNV vrootnpiEn Tev epyactokav deéottov (OECD, 1999 : 142).
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g yopeg e Evpomng, ewdwotepa, m 6&vvon Tov  TOYKOGHIOU  OTKOVOUKOD
AVTOYOVIGHOD, TO 10101TEPO VYNAL TOc0GTA avepyiag omd Ta péoa g dekaetiog tov 1980
KO 1) OTEIAT] TOL KOWVOVIKOD OTOKAEIGUOD OPIGUEVOV KOWVOVIKOV GTPOUAT®V 00N ynoav
oTNV TPOoWONoN €VOG OVOTTLEIOKOD TPOTOTTOV TOV EYEL MG GTOYO TO GLVOLOAGHUO TNG
OVTOYOVIGTIKOTNTOGC LE TNV OIKOVOLUIKT KOl KOWV@OVIKT ovarntuén. ' Etot, ta Zupfoviio tov
Apotepvrap 1997kxat g Nikaiag to 2000, 8écmicay v atlévia yio TV oVIILETOTION
™G avePYlog Kol TNV TPomONoN TG KOWMVIKNG TOAITIKNAG, €VO TO XVUBOVAO NG
Awecafdvac o 200060 To GTOYO Y10 TEPIGGATEPES KOl KAADTEPES BEGEIS 0oy OAN oG
LE KPLTNPLo TNV adHENON TOV TOGOGTOV amacyOAnong oto opto tov 70% péypt to 2010.
Ot mapamdve otdyot Kot ot GOYXPOVES AVAYKES Y10 EKTOIOELGT, ATOGYOANGT), EPYACLOKT
KOl KOWV®VIKTY TOtOTNTO apopovV Ta KPATH 6T0 6UVoA0 Tovg. H emitevén toug opeiret va
Baciotel otV €vopuOVIOT] TOV ETUEPOVS TOMTIKOV TOV EVPOTAIKAOV KPAT®OV, VO,
ovvoLAceL OnAadn Ta Waitepa BEGUIKA, KOVOVIKA KOl TOATIGTIKA YOPOKTNPICTIKA TOV
dwakpivouv v KaBe evpomaikn yopa Eexwpiotd. [Nopaxdtom mapovcidletor n eEEMEN
SpHPpOTIKAOV dOUDV TNG EAANVIKNG 0yopdiG Epyaciag Kot Kuplapyo XopOoKTNPLOTIKA TOV
avVOCVPOLY TIG OVOAOYEC OTOUTNOELS Yoo TNV €MiTELEN TOV oTOY®V ovT®V. Apkel va
onuewdovv, oto onueio avtd, T LEYAAN TOGOGTH AVEPYING TMV VEOV OTN XDOPO LG,
wWuwitepa Tov véov petald 15 kol 24 etov kot 1 advvapio tpdsfacng Toug oty oyopd
epyaoiag. [Tapovoialetal T€Aoc, M oNUEPIVI ONUOGIO TNG GLUVTOVIGUEVNG TOALTIKNG TNG
Yvppovievtikng kat tov Erayyeipatikot [Ipocavatolopon, og Aettovpyio mov kaleito
va TpomONGEL TN 0106 HVOEST EKTTAIOEVOTG - ATAGYOANGONG, TNV TPODONGN TNG EVIUEPMOTG
YOp® omd Tpéyxovia {nthpata eKmaidevongs, Katdptions, epyasiog Kot v TpocPact Tov
avOpOTIVOL SLVAUIKOL GTNV TANPOPHPTON.

Aopég Kot EEMEELS 0TV EAANVIKY ayopd epyaciog

[dwitepa yvmpicpato TG EMANVIKNG 0yopag epyaciog amoteAovv 1 ovEnpévn mapovcio
TOV HWKPOUECOIMV EMYEPNCE®V GTNV EAANVIKY TOPAYOYN, N AVATTUEN UN-TUTKAOV
epyacloKk®V 0e&l0TNTOV, T0. VYNAQ TOGOCTA TNG OVTOATAGYOANONG KOl TOV OyPOTIKOV
TOpEN, TO YOUNAG TOGOOTA TV epYalOUEVOV OV GULUUETEYOLV GE GLVENWLOUEVT
emayyelpatikn kataption (H EAAGSa ooppova pe ta ototyeio g Evpomaikig Enttpontc
datnpei To younAdtepo Ttocootod pe 15% - European Commission, 2002: 3t)younid
TOGOGTA TNG LEPIKNG ATAGYOANONG KO TN GYETIKA EKTETAUEVT) TOPOVGINL THG ATACYOANONG
opiopévov ypdvov (Awaypaupata 1 &2).

To mocootd avepylag oty EALGSa mapovsiace avEntikég TAGES KOTA T SApKELD TG
nep1odov peta&d 1990kar 2001, ayyiCovrag to 11,6%7to 1999 (European Commission,
2002: 177 -Adypappo 3), eved odupwvo, pe tpdoeoato otoryeia, o 2000Tapovciooce
eBivovca mopeia kKo poAG 1o 2002¢nece kGt and to 6pro tov 10%ayyilovtag o 9,6%,
(Mapatnpnriplo Aracyoinong Epsvvntiky -ITinpogopikn A.E. (ITAEIT), 2003 : 42-43).
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Aidypappa 1.

MoocooTd pepIkAG atracXoAnong o EAAGda kai Eupwrn p.o. (1990-

2001)

30

25

20 -

—o— EAAGOa
—s—EU

15 15 :

10

5 1 ;

0
1989 1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 2000 2001 2002

Mnyn: European Comission, 2002: 173,177

Aidypappa 2.

1997-1999-2001

MoocooTtd amacXoAnong opicpévou xpovou otnv Eupwrn,

e

m 1997

Mnyn: European Comission, 2002: 173-188

m 1999
0 2001

202

AVT0 OUMC OV TPEMEL VO CNUEWOGOLUE €ival TO YeEYOVOg OTL 1 avepyio oty EALGSa
TapoLGLALEL KATOEG WO10iTEPES LLPOPOTIKEG TAPAUETPOVG Kol OV Tpocdtopiletat amd Tig
avicoppomieg petacy CNntnong kol Tpoceopds epyaciag, KabodGov dev
amoADGEMV KOl cLVLTapPYEL pe kevég Béoelg epyaociog (avavtiotoryieg de&lotnTv),
YOPOKTNPIOTIKE OV onueldvovtal Kot 6to EBvikd Zyédio Apdong ya v Atacyoinon
tov 2002.01 €1d1kég TapdpeTpot Tov mapovstdalovtat eivot To 1dtaitepa VYNAO TOGOGTO
avePYIOG OTOVG VEOLS, 1010{TEPO GTOVS VEOLG ME OQLENUEVO TLTIKG TPOCOVTA, KOl TO

anotelel TPOIOV
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avTioTorro VYNAO TOG00TO TNG HaKpoyPOVias avepyiag (Audypappa 4). Zvvoyilovrag,
TOPATNPOVLE :

® 70 LVYNAAQ TOGOOTA avePYing TV VE®V PeTasy 15-24etmv.

® TNV 0PVNTIKN] GLGYETION UETOED EKTOLOEVTIKOD EMITEIOV KOl ATAGYOANONG YO TV
nAkrokn katnyopio twv 20-24etdv.

® TO YOUNAG TOCOOTA OacyOANoNG TG NMKLaKNG kKatnyopiag 20-29etdv

Aidgypappa 3.
MoocooT6 Avepyiag otnv EAAGSa
(1990-2001)
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Mnyn: European Comission, 2002: 177

Aidypapua 4.
MooooTd Makpoxpoviag Avepyiag otnv EAAada kai EupwTrn
(1990-2001) (% 0TO EPYATIKO BUVAMIKO)
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Mnyn: European Comission, 2002:173,177
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AVOALTIKOTEPQ, TOL GLYKPLTIKG GTOLXELD POVEPDVOLV OTL TO TOGOCTO avePYiog oTNV
EAMGO0 Yoo TV nAKiokn Katnyopio peta&d 15«an 24etmv, o avtifeon pe tov Evpomaixd
nécso 6po, mopovciace pio avénon g tééEng Tov 6,6 YotV tedevtaia dexaetia ayyiloviog
10 1060010 Tov 28,1% 10 2001 évavtt 14,9 tov Evpomaikod pécov 6pov (European
Commission, 2002: 173, 177Mdaypouua 5.) Ev®d, ta 1060614 amacydAnong yio mv
nAlakn Katnyopio petadd tov 15-24etmv avépyovrtat oe 41%otov Evponaikd péso 6po
Kot wowkidovv and 60% ce ympeg Omwe N Aavia kot OAhavdio kot kbte and 30% otnv
EALGSa, Itodrio, Bédyio kon T'aAdio (European Commission, 2002: 18).

Aiaypappa 5.
MooooTd avepyiag otnv nAiKia 15-24 etTwv otnv EAAGda kai
Eupwtrn p.0. (1990-2001)
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Mnyn: European Comission, 2002:173,177

AvoQopikd pe TNV ovepyio 6e oXEON LE TO EKTOOELTIKO eMinEdO TV vE®V peTasd 20Kat
24 g10v, dwkpivovpe OTL T0 TOGOGTO OvePYiag METAED TV KATOY®V OTOALTNPIOV
AVOTATOV GYOADV ekttaidevong kopaivetatl oto 24,50 % v katdywv péong ekmaiosvong
oe 12,50%xka1 avtdv pe amorvtipro 3raélog péong exnaidevong o 18,90% Y movpyeio
Epyaciog kar Kowvovikdv Aceoricewv, 2002:14 Aidypappa 6). ITapatnpodue dniadn
ot omnv EAAGOa mapovstaletol Eva vynAd TocooTo avePYiag 6Tovg vEoug petald 20kt
24 g1mv, ot omoiot yapaktpifovior amd VYA TVTKA TPOSHVTA KOt TALPOLGLALoVY pio
oxetikn] advvapio tpoécPacng oty ayopd epyociog. To yeyovog avtd €xet Wwaitepn
onuocio ov GLVOLOGTEL HE TN BETIKY] GLGYETION TOV VTAPYEL AVAUESH GTNV TUTIKN
EKTOOEVOT KO TOL TOCOGTA AmAcYOANoNS Tov TANBVoUoD. Alymg Kapia apgiBoiia, ot
ovyypoveg e€eli&elg mov cupPaivovy 6To YMOPO NG EpYaciag amartodv TV avafadiucn tov
TEPLEYOUEVOD TOV EPYACLOKMOV OEEIOTHTOV KOl TO TOCOGTH OmMAGYOANONG TOV VYNAY
EKTOOEVOUEVOY  avOpOTTOV  eivor  apketd vYNAOTEPO OmO OVTO TOV  XOUNAA
204
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EKTOUOEVOUEVOV GTN GLVOMKN NAKLOKT KAMpoko peta&d 15kal 64etdv (Mivaxag 1).

"Etot, eved 1) kotoyn avodTotng TUTIKG ekmaidgvong eaivetat va eEac@aiilel vynAodTEpO
TOGOGTA OTAGYOANGNG KOL YOUNAOTEPO TOGOGTA OVEPYIOG GUYKPLTIKA LLE TIC YOUNAOTEPES
Babuideg exmaidocvong, otnv EALGSa Tapatnpeiton Evag apvnTikdg GUoYETIOUOG HETAED
ekmaidevong Kot omacyoinong peta&y 20 kat 24 etov.

50%

40%

30%

20%

10% +

0%

Aidypappa 6.

emiredo - 2001

MoocooTtd avepyiag véwv (20-24 eTwv) otnv EAAGSa avd eKraiSeuTiKO

18,90%

ATt oAutrpio 3-Tag
Méong Extraideuon

ATt oAutrpio Méong
S Ex1raideuong

ATToAuTrpio AvwTaTwy
>xoAwvEKTT 0ideuong

m™nyn : Ytoupyeio Epyaciog kal Kovwvikwv Aogaiioswy, 2002:14

ININAKAX 1.

IMocoota anacydinons ko avepyiog otnv EALGda kaw Evpdnn (M.O.) ava
eKkma1devTIKO eminedo to 2001 (15 - 64&TdOV)

>Hvoro TprrofdOuia Méon Exnaidevon Xounan
Exmaioevon
Ama - Avepy | Ama Avepy | Ama Avepy | Ama Avepy
EALGSa 55.6 104 79 74  56.2 13.4 48.2 9
Evpomn 63.8 7.6/ 82.8 4.5 70.2 7.2 49 10.9

Inyn: European Commision, 2002 : 24

TéNog, Ta TOGOOTA AMUGYOANCONG GE OAOKAN P TS NAKIOKY KAlpaKa Tov TAnfucuon
OTOTLTTAOVOLV YOUUNADTEPO TOGOGTA ATACYOANONG TNV NAKLOKN KaTnyopio peta&y 20K
29 e10v. 'Etotl, evd 10 m0600T0 amacyoinong otnv EAAGSa yia to B' Tpiu. tov 2002
avépyetal o€ 55,9%mapatnpodie OTL 1| NAKIOKT KOTNYOPiot TOV GUYKEVIPOVEL TO BAPOG
™m¢ anacyoAnong eivor avti peta&d 30kat 44etdv. (Yrovpyeio Epyooiog kot Kowvovikdv
Aocogolicemv, 2002:19 Adypappo 7). Emmpdcbeta, opeilovpe va mapatnpioovpe 6,1
EAMAGOa Katéyel 10 vYNAOTEPO TOGOCTO UN-EVEPYDOV ATOU®V TOL dNA®VOLV OTL devV
emBopovv epyocia (35,6% évavtt 26,7% tov gupomaikod pEGOL Opov) Kuping AOY®
OIKOYEVEIOK®MV VITOYPEDCEMY, EKTOIOEVTIKOV VITOYPEDCEMV Kol cuvtaéewv (Ymovpyeio
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Epyaciag kot Kowvovikdv Acporicemv, 2002: 23-25).

Aiaypappa 7.
Mooootd amracxoAnong otnv EAAGda avd nAikiakn opdada
(2002)
80% 74%
70%
60% A >6% 52%
50% -
40%
30% -
20% -
8%
10%
0%
15-19 eTwv 20-29 30-44 45-64
nyn : Ymoupyeio Epyaciag kar Kovwvikwv AogaAioswv, 2002:19

Ti pag deiyvouv 6o avtd ta otatiotikd ototyeio ; [Hapatnpodue O6TL o1 1Wwitepeg
mopapeTpot ot O1dpOpmon TG EAANVIKNG aryopds epyaciog eviomilovion KaTd KOPLo AOYo
070 NAIKL0KO 6Tao10 petacd Tmv 20 kot 30 TV OOV Kol ATOTVTMOVOVTOL TO POLVOUEVOL
TOV VYNADV TOGOCTMOV TNG avePYIg TV VE®V, Wlaitepa TV VE®V Pe avénuéva Tumkd
TPOCOVTA, KOl YOUUNADY TOGOGTAOV amacyOAnons. To yeyovac avtd, € GLVIVOGUO LE TO
QOVOLEVO TNG €KOVOLOG ATOYNG Omd TNV gpyacia, mov mapovotdletal oty EALGS,
vrodnAmvel pio advvapio €viaéng omv ayopd epyaciog Kot pio mTopoTETOPEV™
npogTolacio yio v eEacpdiion piog 0¢ong epyaciog LOVIUNG Kot TAPOLS OTAGYOANGC.
BéBaia, otig onuepvég cuvinkeg SLUVOUIKNAG KIvoMg Kol PELCTOTNTAS TOV 0yOP®OV
gpyoaociog kabe mapateTapuévn amoyn, €kovoln 1 aKoLoLd, omd TNV ayopd epyaciog
Oewpeiton mapakwvovvevpévn,  AOY®D TG ToyvTMTOG €EEMENC TOV  TEXVOAOYIDV,
EMOLYYEALATIKOV YVOCEMV Kol OeE0TNTOV. TO TAAIG10 ALTH, 1) EVEPYOTOINGT, VTOGTHPIEN
KOL TTANPOPOPNOT TV TOAT®V YOp® amd TpEyovta (nTnuato epyaciog, TO6o Tptv, 660 Kot
HETA TNV EVTOEN TOVG GTNV EPYOGIN TPEMEL VOL ATOTEAEL TPADTIOTN AVAYKN TOV CTUEPIVOV
TOMTIKOV aTocyYOANONG Kol TOV CLGTNUATOV ZuuPovievtikng kot Emayyeipoticov
[IpocovaToAMood Yo TNV OVCLACTIKY] GUVOEST TNG OWKOVOUIKNG OVATTUENG UE TNV
e€aoAAIOT TG TOLOTNTOG OTNV EMOYYEALOTIKY KOl KOT' ETEKTACT KOWWOVIKY (0N TV
TOMTOV.

H Aertovpyia Tov EOvikov Kévipov Enayyeipatikov Ilpocavatoricpov

O1 olhyypoveg LOPPEG OPYAVMGNG TNG EPYOCTOG ETNPEALOVY AVATTOPEVKTA TI) AELTOVPYIO TG
GUUPOVAEVTIKNG KOl TOL EmAyYEALOTIKOV mpocavatolMcpov. H idie n évvowa g
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otadlodpopiog amoterel otoyeio avampoosdopicpoy Kabdg N avtiAnyn vy v
OVTIKELEVIKT] KO "YPOPEIOKPATIKN" oTOd100poio TNG PLOUNYOVIKNIG ETOYNG VITOYWPEL,
TPOG OQEAOG Piag VITOKEWEVIKNG Kot dta-Biov avantuéng g otadodpopiag, 6mov 1o
dTopo, 01 0e€10TNTEG Kot IKOVOTNTES TOV Bpickovtal o€ i SIHAEKTIKT SIOTPAYLATEVGT LLE
T0 emOyyEALOTIKO Kal KOwvoviko tov mepifarrov (Kpifog, 2001:53-62) Avtd npaktikd
onuaivel n obyypovn ox€omn aTtdHoL Kal epyaciog eivol o OAM TNG Ta 6TASI0 TEPIGTOTEPO
EVEPYNTIKY] EMOUEVOG 1M CLUPOVAEVTIKY], O EMAYYEAUOTIKOC TPOGOVATOMGUOS, T
emoTnuovikn fonfeta, n otpi&n Kot n SievpLven TV 3eE0THTMV TOL ATOHOL KaBopilovy
™ OpAoT TOL TPV Kol LETA TV 16050 TOV 6TV enayyelpatikn {on. H evepyomoinom tov
avOpOTIVOL dVVAUIKOD Yol TANPOPOPNON YOP® OO TIG OVAYKALOTNTEG TOV GUYYPOVAOV
HOpPO®V  opydvmong g epyaciag Bewpovvror Pacwkd  mpoomoutodueva  piog
OAOKANPOUEVIG GUVOEGTG TOV LLE TOV KOGO TNG EPYACIOG. LTO TANIG1O TG GUVTOVIGTIKNG
AELTOVPYIOG TOV LANPESLDY KO TOATIK®V, 1) VTOGTHPIEN TOL AVOP®OTIVOL dVVaLIKOD, TOGO
PV 660 Kot HETd TNV £vTaén Tov 6TV oyopd Epyaciog anotedel facikn dpacTnplOTNTL
evOc ovoTprotog ZupPfovievtikng kot Emayyeipatikov Ilpocavatoiicpov mov mpombet
TNV OIKOVOLUIKT] avATTUEN Kot €E0GQAAILEL TNV KOWVOVIKT KOl ETOYYEALATIKY TOLOTNTA.

Xt yopa pog 1o EOvikd Kévrpo Enayyeipotikod [Tpocavatoopod (EKEII) anotelei tov
KEVIPIKO GLVTOVIGTIKO (popéa Zuppfovievtikng kot Emayyeipatikov [Ipocavatolcoo.
[5pvbnke pe to N.2525/97can Aertovpyei and To 2000pe o [T.A. 232DEK 179/29-7-1998
, V10 TV gnonteia twv Ymovpyeiowv EOvikng Madeiog kor @pnokevpudtov kot Epyaciog
kol Kowvovikov Acparicewmv, e 6TOYO0 VO ATOTEAEGEL TO GLVOETIKO KPIKO aVAIEGH OTNV
eknaidoevon kot oty ayopd epyaciog. To EKEIL dwadpapatilel évo poro emtelko,
OLUUPOVAEVTIKO KOl GUVTIOVIOTIKO Kol OmOTEAEL POpER TANPOEOPNONG, VTOCTNPIENG,
TMGTOMOINONG KAl EVOLVAUMONG TNG OPAoNG TOV QOPEMY TOV TPOGPEPOVY VN PEGIES
EMOLYYEALLATIKOV TTPOGOVOTOMG OV otV EALGSa. TTapdAinia, amockomel oty evapuovion
NG EKTOLOEVOTG KO KATAPTIONG LE TIS OVAYKES TNG Qyopds epyaciog Kot 6t oulgvén
Enayyelpotikod Ilpocavatolopod, Exmaidoevong, Emayyeipatikng Katdptiong,
Amnacyoinons. ['a 1o okond avtd cvvepydletar pe to Howdaymywd Ivetitovto kot tov
OAEA, aALd ko opyavicpotg 6mmg tov OEEK, ™ I'evikn T'pappoteio Néag IN'evidg, ™
I'evicen I'pappateio lodtmrag, ™ F'evikn Ipoppateio Empopewong Evniikev, ta Ipagsio
Awcvvdeong tov AEI/TEI kot dGAlovg @opeic mov ovamtdiocouy dpactnploTnTes
EMAYYEALLOTIKNG TANPOPOPTIONG KO TPOMON OGNS TNV aryopd EpYOGING.

Yuvontikd Tapovctdlovpe To Kuprdtepa £pya mov £xovv avantuyBel amo to EKEIL:

1. Eivoi o emtelMkOg popEng yio T0 GYESUGUO KOt TV TOPAKOA0VONGT TOV ZVGTNHOTOG
Svpupovievtikng, Erayyelpatikod Ipocavatolopov ko Zovoeong pe v Ayopd
Epyaciag (emuépovg EZvotnuo 6 - £6) tov EBvikod Zvotipotog THvdeong g
Enayyehpotikng Exnaidevong kot Katdptiong pe v Atacyoinon (E.X.2.E.E.K.A.).
Youpavo pe to Nopo Yr' Apifu. 3191 (PEK 258/ 7-11-2003acikéc Aettovpyieg Tov
Yvotuartog Xvppovievtikng, Erayyelpatucod [Ipocavatolopon kot Xovoeong pe v
Ayopd Epyooiag (Z6) sivar :

a. H evnuépwon twv evolopepopévey Yo emoryyEALATIKT EKTAIOELOT 1| KOTAPTION Kol
TOV YOVE®V TOVG Y10 TIG EWIKOTNTEG KOl EEEOIKEVCEIS TNG EMOYYEAUATIKNG
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EKTOIOEVONG KOl TNG EMOYYEAUATIKNG KOTAPTIONG, M Olepedhivnon Tov
TPOGOHVTMV, IKOVOTHTOV KOl KMOEDV TOV EVOLAPEPOUEVMV KOt 1| CUUBOVAELTIKY|
VIOGTNPLEY TOVG GTNV EMAOYT TNG KATAAANANG E101KOTNTOG 1] £EE1OIKEVOTG KOl TOV
KOTAAANAOV  TPoYpappoatog omovd®dv  (GUUPOVAEVTIKY Kol ETOYYEAUATIKOG
TPOGAVOUTOMOUOC).

B. H vrootpi&n g oHvOeoNg TV EKTOOEVOUEVOV, TOV KATOPTILOUEVOV KOl TOV
ATOPOIT®V LE TNV ayopd pyaciog, Kot 1 Topakorlovdnon e anacyoAnoudtrag
TOVG,.

v. H vroot)pi&n tov avépyov yuuo v évtaén 1 enavévtaln Tovg oTnv ayopd
gpyaciag, Kabhg kot v 1on epyalopuévay Yoo TV TPOANYN TG avepyiog.

Ot Aertovpyiec Tov X6 koAvmtovior amd Tig opactnprotteg tov E.K.EIL, T1g
dpactnproTeg TV appodiov vinpeciov tov YILE.IL.O. kot tov [Toudaywyuond
Ivetitovtov (I1.1.) oto Thaicto tng devtepoPddunoc ekmaidevong, Tig SpacTnPLOTNTES
0V O.A.E.A. péom tov appodiov vanpeGIOV Kot ETOTTEVOUEVAOV POPEDY TOV KOL TIG
dpactnprotteg tov O.E.E.K. péow tov apuddiov vanpesidv Kot opydvey Tov.

. AlopopeOonN KPUnmpiov moTomoinoneg TG EMAPKENS TOV TPOSOHVI®V AEITOLPYDV
Yvppovievtikng kot Emayyeipatikov [posavoatolcopov,

. Exraidevon, katdption kot empopemon otelexdv tov topéa tov Emayyelpoticon
[IpocavatoMo ol 6€ GLUVEPYAGIN 1] KOl COUTANPOUOTIKA e TOVG VTEAPYOVTES (GOUEQ)
TV 600 LITOVPYEIWV.

. Evnuépmon oe Béparta exnaidosvong, Katdptiong, anacyOAnons, GLUBOVAELTIKNG Kot
EMOYYEAUATIKOD TPOCSAVATOAMGHOD, 010 Blov pabnong Kot KwnTikotntog HEC® TNG
1otoceMidag Tov (Www.ekep.gr).

. Mapoyn teyvoyvociog oe  Bépota  oLUPOVAEVTIKNG KOU  ETOYYEAUATIKOD
TPOCAVATOAMGUOD UEGH TNG EEOMMGUEVNG GE TEXVIKO KOl NAEKTPOVIKO eE0mAMGUO
BBAobNKNg TOVL.

. Aopyavmon cuvedpiov, NUEPIO®V Kot BALDV TOPEUPEPDV EKONADCEDV GYETIKA LLE TO
Oépota TG apUOdIOTNTOG TOV.

. 'Evapén g viomoinong piog ohokAnpopévns Béong dedopévav tov Ba aravtd pécwm
TOV JLOOIKTVOV GE EPOTHLOTO GYETIKA LE TNV EKTAIOELOTN - KATAPTION, OmacyOANON,
GUUPOVAEVTIKT] KO EXAYYEAUATIKO TPOCAVATOMGO.

. Zvupetoyn oto Aiktvo Euroguidanceus otdyo v emikovovia, mapaymyn Kot
SuYLON TG TOLOTIKNG TANPOPOPTONG Y10 TOV ETOLYYEALOTIKO TPOGAVATOMGUO HETAED
tov yopov ™ E.E.

9. Awyeipion kat cvveyn avavéwon g Awkrtvoakng [ToAng Ploteus (www.ploteus.netpo

TOPEYEL TANPOQOPIEG Yoo TIC evkalpieg HAOMNOMG, TO EKTOOEVTIKO GLGTNLATO,
TPOYPAULOTO CTOVOADV, TIC VITOTPOPIES, T OLALLOVI] KOl TNV KOW®OVIKN 0CQIACT] OTIG
1Opeg e Evpdmmg.
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To EKEII avoalappdver ovclootikd evepyd poOAo ot SlGVVOEGT TOV GUGTILOTOG
VANPECLOV TANPOPOPNONG KOl ETOYYEALATIKOD TPOCAVATOMGHOD, TNG EKTOIOELONG,
KATAPTIONG HE TNV omacyOAnon, Tpowbel ) yvodon kot vrootpilet v avafaducn tov
avOpOTIVOL SLVOUIKOV, €iTe AVTO TPOETOUALETOL EKTALOEVTIKG KOl KOWVMVIKA Yol TNV
eloodo tov otV emayyeApotikn (on lte €xet evrayBel evepyd oty ayopd epyaciog.
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MULTICULTURAL COUNSELLING SKILLS- Necessity for the future

Mika LAUNIKARI, CIMO & Dr Sauli Puukari, University — of Jyvaskyla,
FINLAND

| Immigration as a challenge from a guidance pegsective
Introduction

According to the Treaty of Amsterdam (1 May 199@) policy on asylum, free movement
of persons, visa policy, rules governing the cragsif the external borders of the European
Union, immigration policy and the rights of natidégaf third countries have become a full
Community responsibility. Within a period of fivegrs (by 1 May 2004) after the entry of
the Treaty of Amsterdam the European Council shtakd a number of measures in the
political fields above to progressively establisé European Union as an area of freedom,
security and justice for all nationals.

The mobility of people in Europe will additionallyow when ten new countries (Cyprus,
the Czech Republic, Estonia, Hungary, Latvia, Lathia, Malta, Poland, Slovakia and
Slovenia) will join the European Union on 1 May 20This expansion, the biggest in the
history of the EU when it comes to the number airntdes, will bring 75 million new
citizens to the community. On Mayday 2004, theltptgulation of the European Union
will rise up to almost 380 million people. This ardement will probably lead to a more
active labour force mobility, especially from thewnEU member states to the "old” EU
countries where the standard of living and salareshigher.

The increasing number of immigrants and refugeesdadern European societies directly
influence the daily work of guidance counsellorsowdeal with clients from different
cultural and ethnic backgrounds in employment addcation sectors. Guidance
counsellors have a key position in facilitating ifegration of the migrant groups into all
dimensions of life in their new home country.

Especially important in this context is to help ignants acquire sufficient command of
the language spoken in the country and other skils through education and training
supporting their future employability on the labouarket. However, many guidance
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counsellors have not been equipped with the speaiimpetencies to cope with the
challenge of cultural and ethnic diversity at theark.

Immigrants in Finland

There are currently 104 000 immigrants (2002) mdxd. The biggest immigrant groups
come from the neighbouring countries and are remptesl bythe Russians (24 000), the
Estonians (12 000) and the Swedes (8 000). Thedhisociety, just like any other society
in Europe, is confronted with the fact that the iigwant population is growing quite
rapidly and as a consequence also the numberiohalities these immigrants represent is
increasing. This reality creates a challenge to smaial system: on one hand, it is a
guestion of accepting and recognising that weiliva multicultural society, and on the
other hand, the strategies to support the integraif the newcomers in education and
training systems and in the labour market will hvbe developed.

In 2002, the average unemployment rate among inamigiwas as high as 29 % while it
was around 10 % among Finns at the same time.ighi#icance of skills and knowledge

is emphasised at all sectors of the Finnish souigtye beginning of 21st century. The goal
of the Finnish education and training policy isdise the level of education of all citizens -
including immigrants and ethnic minorities residipgrmanently in Finland - because
working life constantly presents new skills requiemnts for all employees. Maintenance of
the welfare society requires participation of diizens in work, education and training.

Lifelong learning and lifelong guidance are in & kele answering to these requirements.

Guidance and counselling for immigrants
Employment sector

All immigrants permanently residing in Finland agtitled to the same services in
employment offices as Finnish citizens. In the biggemployment offices there are
international employment consultants who are sjfisein serving migrants. They help
migrants find jobs and with other issues importarthem.

Integration of immigrants in Finland is supportedrany ways. Within five months after
immigration, a personal integration plan for upthoee years will be drawn up for
unemployed immigrants together with representatik@®s the local employment office
and municipality. The main aim of such a plan &t immigrants will acquire sufficient
command of Finnish/Swedish language and other sapeskills needed to become
employed. The key idea of the integration planrst fo identify the skills of immigrants,
and based on the results received, help them &éinda job or get vocational training.
Achieving these goals is further helped by integrattraining provided for adult
immigrants that can take the form of labour martkaining courses or independent
training. Vocational and preparatory training fimmigrants is also arranged. The use of
interpretation services will be increased in otddrelp immigrants benefit better from the
services available at employment offices (Launik&d3).
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Education sector

The leading principle in the education sector isrieure that foreigne(ise. asylum-seekers,
refugees, immigrants, returning Finnish emigrarasd other foreignerspnd Finns have equal
opportunities for education and training, guidaseevices and social benefits for students.

Education allows people to make conscious decisaasit their own lives. School-age
foreigners who live in Finland are entitled to #aene basic education as any native Finn.
Adult foreigners should also have access to theatn they need in working life, to
further education and to training aimed at maintarvocational skills. The aim is that
degrees and qualifications from foreign educationgtitutions and studies abroad, and
working experience in other countries, should becagnised basis when foreigners are
planning and continuing their education in Finladhe further aim is to achieve a
functioning bi-lingualism, i.e. to ensure that figreers learn Finnish or Swedish as well as
maintain their own first language and culture.

Some educational institutions provide foreignershwareparatory training for initial
vocational education to help them complete thegational qualifications. The length of
the training varies from six months to a year. &@ima of the preparatory training is to
improve the language and other necessary skilloreigners before they embark on
regular vocational education.

Recent initiatives and developments in Finland

The Finnish Government adopts a Development PlanEftucation and University
Research for a six-year period every four years. durrent plan covers the time span of
2003-2008. The strategic objectives stated in teeldpment Plan concerning education,
training, educational and vocational guidance aodnselling of immigrants can be
summarised as follows: the competence level ohiegand guidance staff in educational
institutions in the area of multiculturalism hashke raised so that the educators and
guidance counsellors can better deal with the neédsmigrant clients in their daily
work. Additionally, more resources are to be altedato offer Finnish and/or Swedish
language training to immigrants to support thetegnation in the Finnish society.

The Finnish Ministry of Education has defined seaszas that are important to be further
developed in 2004 in the framework of the nati@thlcation policy. One of these areas is
calledMulticultural school and cultural conflictd he starting point there is that teachers
and guidance counsellors should have more infoomain and extended knowledge of
multicultural teaching and guidance, internatioosabperation, and cultural conflict
reconciliation in schools as well as in the widaeisty. For that purpose separate funding
is being allocated to offer in-service trainingtbe above issues to teachers and guidance
practitioners in Finland in 2004. The outcome fithis should be: the better the educators
and guidance counsellors are trained in the arealiral diversity, the better information,
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guidance and counselling they can provide their igmamt clients with, e.g. about
educational and vocational opportunities in Finlasdvell as abroad, and to encourage
them to make independently successful choices coimgetheir career and life.

Based on a national initiative publicationBest practices in the field of multicultural
counselling in Européworking title) will be compiled in Finland in 200Zhe idea is to
invite some 10-12 experts from various Europeamtr@s to share their experiences and
knowhow of issues relating to multicultural coutisglcompetencies. The publication will
be produced in English so that it will be professity useful for the
European/international guidance community. An add#l aspect is that the book will be
structured so that it can be easily used for batral and continuing training of guidance
counsellors allover Europe.

The Permanent Secretaries of the following threeiBh ministries - the Ministry of
Labour, the Ministry of Education and the MinistifySocial Affairs and Health - will be
addressed by Finnish guidance experts to preggopasal for setting up a cross-sectoral
and multi-professional national task force to mapwhat are the current guidance and
counselling services available to immigrants indmd, how those services are structured
and resourced, and how they could be developeldiutb better meet the needs of the
immigrant groups. It is estimated that the workhaf task force could commence during
2004 provided that the high policy level authostapprove the proposal.

As a concrete example of activities carried outptomote multiculturalism and
multicultural counselling in Finland are the pldosstrengthen the role of multicultural
counselling in the new counsellor education prognas at the university of Jyvaskyla.
Multicultural counselling will be integrated intlod programmes as an essential element for
all counsellors. Furthermore, there are plansthaticultural counselling could also be an
option for specialization studies for those coulesglwho are working in multicultural
institutions or for whom these studies are a spauierest for some other reason.

Higher education guidance and counselling senacesmong those areas which need to
be further developed in Finland. Currently there about 7.000 international degree-
oriented students and well above 6.000 internati@xahange students in Finnish
universities and polytechnics (Kinnunen 2003). réf@e, multiculturalism is a growing
challenge also in higher education institutiong] arspecial attention should be paid to
developing multicultural counselling skills of galce and counselling personnel working
with international students (e.g. Lairio & Puuka@03).

Developing multicultural counselling skills are ribé only way to respond to the above
challenges. A recent study showed that generadlyntiernational students in Finland were
rather satisfied with the teaching and guidanceises provided, but many of them found
it difficult to get to know people and make friendg-inland. This is a clear indication that
there is a need to develop a new type of campuareulvhich is more open to get the
international students involved in social acti\stand relations outside the formal studies.
In addition, the study revealed that about halréspondents had experienced some form
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of unjust behaviour, such us social exclusion agnevacism during their stay in
Finland. Although part of these results can belaited to the communication culture in
Finland which is not often actively open to pedpten other culture, this is still a serious
message which has to be addressed carefully. (Kemg003)

[l Multicultural Counselling Skills through Trainin g

Introduction

The researchers of multicultural counselling uriderthat besides general counselling
skills, special multicultural skills are requireftleocounsellor. Experiences of counsellors
concerning their multicultural competence are cateckto the nature of the client’s needs
of counselling, the counsellor's possibilities @funselling, cultural distance of the

counsellor and the client, client’s gender anddnivier earlier experiences (refugee,
migrant).

All counsellors are ethnocentric to a certain eixtirey believe that the values and world
view of their own culture, people and race aredrdtian those of the others. This affects
significantly the way in which they interpret liéxperiences and set behaviour norms. To
be able to help a client, a counsellor should beodus or her world view and way of
thinking. (Daniels & D"Andrea 1996.)

Many studies of multicultural counselling (e.g. Avan 1997, Hackney & Cormier 1996;
Herring 1997; Locke 1986; Sue & Sue 1990) pointbat it is necessary for the counsellor
to recognize the culturally bound nature of a cellmgy process, the difference between
the counsellor’s and the client’s cultural expémtatand standards. The counsellor has to
be prepared also for cultural differences durirggdbunselling process and recognize the
problems of different cultures.

The foundations of the new training

The important aspects above were the starting pmimteveloping an in-service training
course on multicultural counselling carried outinland in 2002. The training course was
partially based on the ideas developed in the EBaniRAINBOWproject 1999-2001 (for
more information see http://rainbow.cimo.fi). A teaf Finnish experts in multicultural
counselling designed the course in which altoge®Beschool counsellors and immigrant
teachers from different regions of Finland partitgd. For facilitating the teaching and
learning process on the course the participants dierded into three small groups. Each
of these groups had one teacher responsible forggfeedback on the distance learning
tasks and supporting the members of the groupeim #ctivities both during the contact
teaching periods and during the distant learninggs.

The course consisted of three two-day contact teggieriods and two distance learning
periods. The first contact teaching period was iieMarch 2002, second in June 2002
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and the last one in September 2002. During teedistance learning period a virtual
learning space - developed during the original Bam project - was used.

Objectives of the training course
The objectives were to provide the participantdiwit

1) basic ideas on intercultural communication aasidconcepts related to
multicultural guidance and counselling

2) applicable counselling approaches to be usddmitlticultural clients

3) understanding of ethical issues in multicultw@lnselling

4) updated knowledge on how guidance and coungefiervices of immigrants are
organised in Finland and in other European coutrie

Key elements and content in the course

The most important element that was focussed onngluthe training was to
increase/develop intercultural awareness amongcypamts. A great deal of activities,
training materials, some of the distance learnasi$ and a number of discussions dealt
with this specific issue from different perspective

One key dimension in the course was sharing thewagit experiences among participants.
This sharing was especially used while dealing wittance learning tasks between the
contact teaching periods. Creating professionaloids and personal relationships was
emphasised, e.g. the last distance learning tasfesfwcussing on building local networks
with immigrants and guidance practitioners in vasionstitutions that offer services to
immigrants. The participants found these tasksgefrgreat help to their everyday work
and also with regard to gaining more understandfrdjfferent cultures.

The main content themes were

- Key concepts and processes in multicultural celling

- Multicultural society and intercultural communiicen

- Multicultural guidance and counselling systemd good practices in selected
European countries (Denmark, Estonia, Greec&ride Norway)

- Cultural differences in counselling and cultuemsitive counselling in practice

- Multicultural counselling competences

- Ethics in multicultural guidance and counselling

Overview of the contact and distant learning period

The overall working time for the students to contgkie training was 120 hours during a
six-month period (March-September 2002).
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The first 2-day contact teaching period in MarclD2@ave an overview of the main
theoretical concepts and ideas related to multicailsociety, intercultural communication
and multicultural counselling.

The first distance learning period (April-May 2002)as based on tasks related to
multicultural counselling competences and practi&@sh course participant completed
individually three tasks on the internet in thdwal learning space at the Rainbow www-
service (http://rainbow.cimo.fi/). A discussion fion available there was also used, for
instance, in sharing experiences on good bookssfdnd other forms of art dealing with

multiculturalism and cultural diversity.

The second 2-day contact teaching period in Jul2 2@s used as a follow-up session for
processing the issues of the distance learning fasther and to give the participants an
opportunity to learn from international experts atgood practices as well as guidance
and counselling systems developed for immigrantshiar European countries. In addition,
three specific cultures - Kurdish, Islamic and Rarssulture according to the participants”
wishes - were presented in short workshop by imamtgrwho have lived in Finland for a

number of years.

The second distance learning period (July-Augu8fX@as used for networking purposes:
the course participants were expected to stanmhgetp personal-professional networks in
their own region with immigrants and immigrant angsations as well as with personnel of
organisations offering guidance, counselling andsaaty services to immigrants.

The third 2-day contact teaching period in Septen2®2 included group discussions
where the networking experiences were shared athengarticipants. Lectures and other
activities during this last contact teaching pesodmarised the topics presented during
the course and raised questions dealing with thedwhallenges of the multicultural
guidance and counselling.

Pedagogical approaches used during the course

Pedagogical approaches used during the coursadhthle same goal: a special emphasis
was made to create an open and supportive atmaspiéch encouraged all participants
to share their ideas, present questions and catistcriticism. An important part of the
pedagogy was to concentrate on selected key canckgatl with them first in small groups
and afterwards discuss the most relevant aspettigive whole group of 33 participants.
These key aspects were also present in all thendistlearning tasks.

The participants were given literature and matéigtd on multicultural counselling which
they could use during and after the course. Thamte learning tasks and discussion in the
small groups were used for linking theory with i@ This theory-practice linking was
supported also by giving the participants individiggdback on their distance learning
tasks.
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One group work method developed by Vance PeavyReaey 1993, 1997) has proved
to be an especially good method to be used atdpmbing of an in-service training. The
method is used for developing personal strengths;hwin this case were focussed on
multicultural counselling. Each participants in madl group comprising about 5-8
members

tells told a story about a guidance or counseBitgation where he or she has been able to
successfully be of help to a client from anotheltuce. Meanwhile the other group
members write notes on all kinds of strengths (Kedge, skills, empathy etc.) the story-
teller has which enable him or her to be of helpe Tparticipants then share their
observations, and at the end of each feedback rgivelthe story-teller their notes. The
group leader supports the group and makes briéfsaramaries to facilitate the group
process. Genuine positive feedback with notes teae again later on is a very powerful
way of helping people to become more aware of #ie#ngths in multicultural counselling
and to encourage them to further develop theingttes.

Discussion

The in-service training course addressed bothtineersal trendand thdocussed trenth
multicultural counselling. The universal trend erapises that every guidance session
contains multicultural issues: all individuals bejoto many cultures that have different
values (see also Fukuyama 1990he focussed trendmphasises the importance of
culture-specific understanding and the specialneadf certain cultural groups. According
to this trend, a cultural group is defined mainjyrace and ethnic background. People
should be seen both as individuals and as membarswiturally different group (Sue et
al. 1992) believe that the universal and focussalticnltural approaches are not necessary
contradictory. Both offer views that can enrich aurderstanding of multicultural
counselling.

Daniels and D"Andrea (1996) emphasise that thedraiof school counsellors have a
crucial role in decreasing counsellors” ethnocemtriThey point out that a single-course
approach is not an adequate way. In our experi@mde;service training course consisting
of three contact teaching periods and two distéeeming periods can already provide a
good starting point for developing teachers” angheellors” multicultural competence.

Locke (1990, 18) notes that in multicultural studyinsellors” education the crucial point
is to learn to work with people from different auies rather than just to study cultures at a
theoretical level (Locke 1990, 18). This idea wag of the main reasons for the last
distance learning period focusing on networkingalhéncouraged the participants in
creating personal contacts with immigrants and ggpgorking with immigrants. The
experiences of these networking activities appetrée very positive and rewarding for
the participants. We do need theoretical introdunstiand reading books helps in reflecting
our first-hand experiences, but without workinghwaeople the theory cannot be linked to
everyday reality. It is for the people (ourselvesd aour clients) we are learning
multicultural counselling competences!
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NEW FORMS OF WORK ORGANIZATION AND GENDER
(NEEX MOP®EX OPTANQXIHX THX EPI'AXIAY KAI ®YAO)

Chryssi Vitsilakis, Associate Professor, University of the Aegean

Abstract

This paper begins with a brief overview of the miagportant structural and functional
changes in the organization of labour, which haaendbrought about by the globalization
process. As a result of these changes, it is ntteditraditional” or “typical” forms of
work of the industrial period are being decomposg@dng way to “new forms” of work
organization —part-time work, tele-work, seasoma@amtingent work, etc. These forms are
not necessarily “new”, but they are gradually beicgsocially acceptable constructions in
the age of globalization. Given the increasing ingooce of these socio-economic
phenomena, we examine the consequences they hawbef@osition of women in
employment, as well as in society in general. Weei$oon some aspects of the “new work
organization” which have particularly important sequences for working women: (1) the
relationship between family and employment undemigw conditions, (2) the role of new
technologies and the relationship to female emptaymn(3) the consequences of home-
work and tele-work for women’s employment and siammaditions, (4) part-time work and
its consequences, and (5) social insurance andls®turity of women under the new
forms of work. Overall we conclude that the “newnfis of work organization” have
positive, but also multiple negative consequencethe position of women in the labour
market and in society. The positive effects arenhgathe increase in employment
opportunities and the improvement of the socio-eauin conditions of some sectors of the
female population who can capitalize on the newettgyments. The negative effects are
strongly tied to the weak socio-economic positibthe greatest majority of the female
population, which further deteriorates under the eenployment conditions.

Ewayoy

H d10d1kacio TayKooomoinong TanTicTnKe e TNV KOTAPPELOT TOV TEPLOPICUMOY 6T dlaKivon
TOV GLVIEAEGTAOV, KAODG Kol TOV TPOIOVI®V TNG TOPAY®YNG, ONAAST] GTNV KOTOYVP®CN TNG
elebBepng dlakivnong Kot eykoTdotaong avlpodmmv Kot ayaddv e 6TO(0 TOV TEPLOPIGUO TOV
KOGTOVG TNG TOPAYMYNG, TNV AOENOT| TNG TOPAYOYIKOTNTAG TNG Kol TNV avéno tov képoovs. 'Etot,
TEPLGGOTEPO OO OTOLAONTOTE AAAT PAGT OIKOVOLKNC avadtdpOpmong, To KEQAALNO UTOPESE VAL
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aE10OGEL TAVTOY POV TV EMEKTACT] TWV OLYOP®V --1) OTTOi0 001 YNGE 6€ avEnpévn {ntnon--,

pe v a&lomoinon TV GLYKPITIKOV TAEOVEKTNUATOV TOV CUVIEAEGTOV TAPAYMOYNG SPOP®V
ONUEI®V TOV TAAVITN --1) OTTOl0l EMETPEYE TNV TAPAYWOYT LLE YOUNAOTEPO KOGTOG. To amoTéAes L
NTaV 1 SOUIKT] AVOUOPP®GCT) TOV UOVTIELOD TOPAYWYHS, LE KOPLOL YOPOKTNPIOTIKA TO “oTdciLo”,
GUY VA TOV KOTOKEPUOTIOUO TNG TOPOYMOYIKTG SL0OIKAGING, KO TNV LETATOTION-UETEYKOTAGTOON
TUNUATOV TN TOPAY®YIKNAG G0UNG Kol S0dIKAGIOC 68 SLOPOPETIKA uéPN TG Ydpag N/Kkat Tov
mhavn (sub-contracting, out-sourcing) (National Rese&olncil, 1999).

Ot diepyocieg avtég enétpeyoy /KoL EXTAXVVOV L0 GEIPA ATTO GNLLOVTIKEG, GTPATI|YIKNG CTLOCTOG
AANOYEC OTN doI] KOt 0pYaVmoT TV HOVAOwY Ttapaywyns. Otonuavtikdtepes omd avtégnrav: (1)

N «opikpvven» (downsizingXov peyébovg tmv entyepoewvl 7, n omoia eiye coPapéc eMnTOOES
YoV acedreto kot Ty otafepotnta g omacyoanong (Farber, 1997; Lee Hecht Harison, 1997),
Kot (2) n 610d1KaGio €IGOTESMGNG» TV 1EPAPYIKDOV OOUDV TOV EXXEPNCE®Y, 1 omoio iy
oc0oPapég EMNTMOGELS Y10 TOV TPOTO 0pYAvMONG Kot dtoiknong g epyociag (Batt, 1996; Scott et al,
1996). EWdikotepa 660V agopd v opyavmon ¢ epyaciog emAbav pilikég aAlayég e mo
YOAPAKTNPIOTIKES: (1) TNV TEPIKOMN TOV EMTEIOV OPYOVOTIKNG 1epopyiag, Kupiog pe tov
TEPLOPIGHO TV devbuvtikdv Bécewv, (1) v cvvakdAoVOT GOURTVEN TOV APUOSIOTHTOV CE
Myotepa dropa n/xot 0écelg kat () TV avamtuén e ouadikic epyaoiog (teamwork) 18 v
EMTELECT GLYKEKPIUEVAOV EpY@V 1 Opacemv. Ot aAAayEG OVTEC KOTEGTNGOV EVUETAPANTO KO
GLYVA acaen To OPLaL, TIG VTOYPEMDCELS KOL TO OIKOLMDUOTO TOV TOVTILOVTOY e GUYKEKPUUEVES
Béoeig epyaciog kot petébecov Tov EAeyxo Kot TV €vBOVN emitéleong Epyov amd PEPOVOUEVOL
S1o1kNTIKA oteléyn (Managers-supervisorso LEAT TG ToAD-AELITOVPYIKNG TAEOV OUAOS EPYOV
(National Research Council, 1999; Tannenbaum &086; Batt, 1999a; Osterman, 1996; Hunter,
1998a).

Mécm TV cUVEXILOUEVOV OVTOV JEPYACIAV, TNG CAANAETIOPAGTC TOVS KoL TG EMEKTACT|G TOVG,
onuotodotOnke pa dadikacio amoddunong g Aeyopevng “tomikng M “mopadociokng’
opyavmonc g epyaciag (Gottschall, 2002%01 TV popedV amacyOANoNG OV VT GLVERAYETAL,
KOl TNV ovaduon «E@v Hopedv» opydveoong g epyaciag. E&etdalovtag toug 600 avtovg
«0e0TVLTOVG» 19 WG KLPlaPYES KOWMVIKEG KOTAOKEVEG, OOMIGTOVOVLE, KOT apynV, 0Tl 6TV
KTVTKN» N “TapadOGLoKn” 0pYAVMOGCT TNG EPYACING, 1] OTTola etvat pua “korvwviky Kataokevy TOv
oyetiCeton pe v exfrounydvion” (Silvera, 2000)n anacyoinon yapaktnpiletal Kupimg omd Ta
e&ng yapaxtprotikd: (1) tn povipdmro —otadepdtnTa 1oL YHhpov Tapaymyns, (2)tn povipdtnta
—6T00ePOTNTO TNG EPYOUCIOKNG GYECTG KOL TNG EMAYYEALATIKNG AVEAIENG HECH AT TNV OTOKTNON
EUmELPIaG Kol VEOV YVOOEMV Kol OeEI0THTOV GTO GLYKEKPIUEVO YDPO gpyaciog, (3) To TANpES

17 Evdewctikn givar 1 avapopd tov American Management Associati@n and to 1978¢wg to 1996,01 100
peyarvtepes emyeipnoets twv HITA giyav amolvcet 1o 22%100 Tpocs®mmikoD TOVG, Kot 0L IOIEG AVEPEPAY TNV LETAPOPHL
dpaotnplotitmy ekto¢ TG entyeipnong (outsourcingiog tov Bacikd Adyo ywo tnv “opikpuvon”. American Management
Association (1996).

18 Onwg 6hec oL GANEG «VEEG LOPPES ATAGKOANGNG» , ETGL KOL 1| EpYOcia o€ Opddeg dev glvart véa 10€a. "Hon
oo 1 dexaetia Tov 1920 Mary Parket Folletkatéypoge Ti¢ svepyetikéc emmntdoelg thg a&lomoinong tneg oOpadIKig
£PYACLOG OTLG EMYEPNOELS, OAAY KOTA TIG ENOLEVEG dEKOETIEG TO BELLO QLTO TPAYLLATEDOVTAY LLOVOV GE AKAON LLOTKO Kot
oy emyepnuoatikd eninedo Graham, (1995)Akopa yio otoygio oxetikd pe 1o Padud dieicdvong Tng oOpadIKngG
gpyaoiog otnv nopoaywyn réne: Cappelli et al, 1997, Gittlemean et al, 1998.

19 Ta xopoKINPIOTIKG GVTE avOPEPOVTAL KLPIMC MG EKPPACELS Tov «dedTumov» katd Weberng
«TOPOUSOGIOKNG» HOPONG ATACYOANGNG, MG TO KOWMVIKA OT0dEKTO TPOTLUNO TOV HOVTEAOL TOPOYOYNG TNG
Bropmyavikng emoyng, mapd MG OTOKAELSTIKG KL TAYLO XOPUKTNPIOTIKA TNG OTOoYOANONG.
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gpyoclokd opaplo — 8opo—rt0 omoio Kol oamoteAoVoe  PaCIKO KEKTNUEVO TV
GUVOIKOMOTIKOV KOl KOWVOVIKOV aydvmv, (4) Tov oaer] Katapepiopnod epyaciog kat eEovoiog, 6mov
o kaBe epyalduevog ko Béon epyaciog siye évo cOQEG EPYACIOKO OVTIKEIIEVO, KOl GOON
OLKOVOMIKG KOl KOW®MVIKG OIKOIOUOTO KOl VIOYPEMCES TOL oméppeay amd ovtd, (5)
KATOYVPOUEVO GUVOIKOAOTIKA SIKAIMULOTO, TTOV GVVOEOVTOV EITE LLE TO GLYKEKPIUEVO EPYACIAKO
avtikeipevo kat emdyyeduo (EmoyyeAMUOTIKA copoTein), €ite pe TN GLYKEKPIUEVT HOVASOL
napayoyns (epyootaciokd copateio), (6) Eloddnua erapkés yia tn otipién g okoyEVELg, Kot
wWwitepa ™G dvepyng ovlhyov kot TOV avMKoOV TEKveV, kot (7) 1 KOwoViK ac@dAion
TOPEYOUEVT TOLAAYLGTOV EV LEPEL ATTO TO KPATOG TPOVOLUGS, EMIOTG Yia T ot PN Tov pyalOpevoL
KOl TNG OKOYEVELAG TOV.

H “napadocioxn” avtr popoen aracydAnons avikadictatot, og tpdTtuno amodekTd Kot 1600V G
oAoéva peyaAdtepo Pabud, amd «éec popeéc» «dtunnc» (atypicah non-standardyrocyoinong
(Simard, Chenevert, and Tremblay, 2000; Macbridegki1l997, 1998; Booth, 199%&ov
yopoktnpiovror amd: (1) v dpon e HOVIHOTNTOC —oTOOEPOTNTOC TOV EPYACLOKOD YMPOV,
KoOdC ovtdg aAAGlel kol petatifetor aviioyo pe TIC avaykKeg TG mopay®yng n/kot tov
epyalopévav, (2) v dpon e LOVILOTNTAG TNG EPYACLOKNG oxéong, (3) v dpon Tov 6tabepov
0oKTA®POL Wpapiov epyaciog Kot TV Tpo®ONcN EVEMKTO®V ®WPapPi®V EPYACTNG —OTOYEVHOTIVE KO
Bpadiva wpdpia, epyoacio Tafpatokdplakov, Bapdieg onactdv wpoapiov, k.a. (4) Tov cvveyn
EMOVOTPOGIOPICUO —GVY VA acaP— TV BEcEMV £pYACING KOl TOV GLVAPOV VITOYPEDCEMY KO
SIKAOUATOV TOV GLVOEOVTOL LLE TNV EMLTVYT OAOKANPMGT TOV CLYKEKPUEVOL EPYOL TTOV TO (TOLO
N/xo n opudda avarapupavet, (5) v gveléio otov TpOTO KOl TaL KPLTHpLa apolPig TG epyaoiag,
emiong oyeTlOUEVA LE TNV EMTVYN OAOKANP®OT TOL GUYKEKPIUEVOL EPYOL TTOV TO GTopo H/Ko N
opdda avaropfavel, (6) acGEeEll WG TPOS TO KPITHPLL GLAAOYIKAG OpYAvmONG Yo GoKnon
GUVOIKOAGTIKMV OIKALOUATOV, KOOMG avaTpETETAL O S ®PIoUOS TNG EE0VGTING KO TO OVTIKEILEVO
dtexdiknong tov epyalopévav (6nmg oty opadiKn epyacio), /Kot ovaTpEmoVTaL 01 KKANGOKES»
GLVONKEG LITOGTNPIENC TNG GLVOIKOALCTIKNG OPYAVMOONG Kot dpdons amd T S10GTAcT) TOL YDPOL
KoL xpovov pyaciag, kat (7) ovatpénetol n Katoyvpwon e KPaTikd eE0cQaAGHEVIG KOWVMVIKNG
AGPAAONG KOl KOWVOVIKNG TPOVOLNG O GYECT] KO LE TO (ITOLO KOl [LE TNV OIKOYEVELY TOV.

YoV amoTELECHA, 1 «IOEOTLTIKT» KATA TOV 20 01dva «G0VAELE», TOV ATOcYOA0VGE TO ATOLO KOO’
oM  dwpkewn g (NG TOov, pE TPOPAEYILOTNTO, ETAYYEAUOTIKY aVATTUEIOKT TPOOTTIKY,
KOW®MVIKO-OIKOVOUIKT] OGQAAELD, OIKOYEVEIOKN aGPAAELn, ovTikoBioTatol amd «OOVAEL» OV
etvat: un poPréyiun, evEMKTN H/KOL 0CAPNHG WS TPOS TOV TOTO, TO YPOVO, TIG GCLVONKES EpYaciag
KoL TNV aApo1Pn, e EVOALAYES OTIC VTTOYPEDGCELS KOl TIG dPASTNPLOTNTEG, KAOMG Kot TO SIKOMLOTOL,
EVOALOGGOUEVT) LETAED TUTTIKNG Kol ATUTING EpYACTOG, EVOAAAGGOUEVT LETOED oO®TNG Epyasiog
KOl 0VTO-0TAGYOANGNG, LE TEPLOOOVG ATAGYOANOTG KOl avepYiag, Tov £xel oG tpoimdOeon “un-
TAPad0CIaKES” YVMGELS Kot OeELOTNTES —=yVAOOT VE®V TEYVOLOYLDV, gveMEia, TPOGOPLOCTIKOTNTA,
GOAIPIKOTNTO, GLUVEPYATIKOTNTA, AVTOVOUIN, KAT., KOl ATOLTEL GLVEYN OVOVEDMGT] YVAOGE®V --O10
Biov ekmaidevon.

Axoua, N Topadosciloky opyavecT TS epyasiog £xEL TOVTIGTEL e TO TPOHTLTO TOL “AVOpa TPOPOV”
(male bread-winner) (Gottschall, 2002, Wichterit®99),ka0d¢ kotd ) Sidpreia tov 207 cudva,
N HeydAn TAeroyneio Tov EpyaTIKOD SLVAUTKOV NTOV AVOPES TOV £PYALOVTAV Y10, VO, GLVTIPOVV TNV
OKOVOIKA eEapTNUEVN “yuvaiko-voikokvpd” Kot to, Aowmd péAN TG owkoyévetlag. Ot yvvaikeg, 6to
Babud mov NTaV EVIAYUEVEG OTNV «TOPUOOGLOKT» 0yopd EPpYOCiOG, OMAGYOAOVVTAY, GE TOAD
LEYOAVTEPO TOCOGTA, GE ATVUTEG N UN-TIALPAOOGIOKES LOPPEG ATOTYOANONG: LEPIKT 1) TTEPICTOGIOKT
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ATOGYOANOT), UN-KATOYVPOUEVT], LE TEPLOPIGUEVO EIGOOM LA KOl ETIGPUAN ac@dAiion.20To
KUPLo EpMTNUO TOV onuepa TiBeTO GE oYéomn pe T O1doTaon ovTh elval: eav, ae moio fobuo ko
TPog mo10, KaTEDOVVON, N E0PALWTN KO ETEKTATH VEDV LUOPPAY OTOATYOANOHS ETLPEPEL OALAYES THV
Oson e yovaikag oto xwpo TS EPYACIAS, GALG KoL THS KOIVWVIOS Kol TV AoV Oeouwv
VEVIKOTEPOQL.

211 GLVEYELN TNG TAPOVGOG EPYOTTO B0l TPOYMPNGOLLLE GE 10 OKLOYPAPN O TWV CNUAVTIKOTEPWV
SGTAGE®V TV VEDV LOPPDV OTAGYOANGNG KOL TOV EMATMOGEDY TOV AVTEG £X0VV 6T {m1| KoL T
Béom TV yovaukdv. Eduotepa o emikevipmBove G€ OPIGIEVES A0 TIG KVEEG LOPPES OPYAVOOTG
™G €PYACIOG» TOV £X0VV 1O10ATEPES EMMTOOELS OTIC yovaikes w¢ epyaloueves. (1) ot oyéon
O1KOYEVELOG KO QA0 OGS OTIG VEEG cLVONKEC, (2) oT0 POLO TV VE®V TEXVOLOYIOV, (3) oTNV
Kot oikov gpyooia kot mAe-gpyacia, (4) o pepikn omooyoinon, kot (5) oty Kowwvikn
AGOAALOT KOL TV KOW®VIKN TPOGTOGIA.

1. ®vro, Amacyoinon ko Owoyévern otn Néa Opyavoon g Epyaciog

Mia amd TIG GaQECTEPES TACELS TV TEAELTAUIMV TPLOV OEKAETIOV glval | abEnon TS yuvoukeiog
AmocYOANONG GE MOYKOGUIO €Mimedo. AVTO 1oyVEL TOCO Y0 TIS OVATTUYUEVEG, OGO KOl TIg
OVOTTTUGGOUEVEG YDPES, KO OTOTEAEL LI EUPAVOG Un-avootpéyun dwdkaoio (U.S. Department
of Labour, 1993)Ztic ydpeg g Evponaikig Evoong 1o 1060610 anacyoAnons Tomv yOvouKov
KoTd TV TeELevTaio Tevtaetio kupaivetar oto 50-52% (European Women'’s Lobby, 2008)Baua,

n évtaén tov yovakov oty Evpomaikh, kabodg kot v maykocuie ayopd epyociog
OL0LPOPOTOLELTAL AVAUEGO OE YDPES, KAOMOS Katl HEGa otV 1010 Ydpa, avaddoya pe: Tnv nAkia, ™
QLAY], T0 BaBUO TOAMTIGHIKNG Kol KOWMVIKNG £VTAENG —UELOVOTNTES, LETAVACTES, TPOCSPVYES--, TO
EKTOOEVTIKO EMIMEDO, TO KOWMVIKO-OtKovouko eninedo (Monthly Labour Review, 1997).

H yovaukeio amaocydAnon, He Tig LopeEc mov £xel Tpooidfet katd tov 200 aidval, Kot TG TO10TIKEG
KOl TOGOTIKEG AAAAYEG TTOV €)Xl LIOOTEL, 6€ GLVIVACUO pE TNV paydaio avEnom oTo eninedo
EKTOOEVONG Kol KATAPTIONG —Wwitepa TG TEAELTOAOG YEVIOC— £)YEL TPOTOMOUOEL TOV
Tapadoctakd poro s yvvaikos. 'Etot, yopakmmpiotikd onuepa givar to puoviédo tov «dimhod
pOAov» TNG YuvaiKag, To omoio edpardveral Kot enekteivetal. H yuvaikeio tavtdmra, ilaitepa
GTIG OVOTTTUYLLEVES YDPES, OEV OLALUOPPAOVETOL TAEOV E BACT) TNV OTTOKAEIGTIKY] AITOGYOAN G LE TIC
OLKOVEVELAKES EPYOOLES KOL TNV AVATOPAYW YN, GE GUVOLOCUO LE UN-oUePOpEVN epyacia VTOC N
eKTOg TOV 0iKOoV, OAAL KABOPIGTIKO GLOTATIKO TNG TAVTOTNTOS VTG EPYXETAL VO ATOTEAECEL M)
auelfouevn epyacio, ®G GLVONKT KATOYVP®ONG TNG 1I6OTNTAG, TNG VTOVOUING, Kot TNG TPOSRaong
GTNV 10Y0 Kol TNV €£0VGI0 GTA TAAIGLO TOV WOIWTIKOV Kot TOV dNUOGtov Biov.

O1 00KEG Ko AEITOVPYIKEG OULMG AVTEC AALLYEG OEV £YOVV TPOTOTOWGEL LOVO TOV KOWVWOVIKO pOAO
TOV YVVOAIKEIOL VA0V, AALA £XOVV EMPEPEL KO PLUIKES OAAAYES GTNV OIKOYEVELOKT (0N Kot 6TA
OVOTTOPOYMYIKA GYLOTA TOV SVTIKAOV KUPIOS KOvmVidV. Aedopévou 6Tt 1 Tepiodog avanTuéng
Kol €0paimoN TNG EMAYYEALOTIKNG TOVTOTNTOG CUUTITTEL LLE TNV TEPL0OO ONLOVPYING OTKOYEVELNG
KOl TEKVOTTOINOMG, 01 TEPIGGOTEPES YUVOUKES e «OUTAO pOLO» CTUEPA TEIVOLV VO LETAOETOVV TNV
nAwio yépov kot vo mepropilovv tov aptBpd tov mtoudidv toug. BéPata, ™ otpatnykn avt
ovppepileTar Kot €vo oVVEXMDG OVEAVOIEVO TOGOGTO AVOPAOV Kol glval AmOTEAEGHO Ol LOVO
OAAOY OV 6TN SALUOPPMOT) TNG YUVOIKELNG TOVTOTNTOG KO TV VEMV TPOCSHOTIKMOV GTPUTYIKDOV TOV

20 T'o mAnpéotepo. GLYKPLTIKG Kot dtaypovikd dedopuéva Préne petold dAlov to ototyeio tov ILO,
www.ilo.com.
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YOVOIKAOV, OAAG KO TOAAOTADV OAALYDV GE OIKOVOLILKO, KOWVOVIKO KO TOATIGHKO EMITEDO,
0¢€ EMMESO KATAVALMTIKNG GCUUTEPLUPOPAS, OELDV, TPOTEPOLOTITMV, KAT.

BéPfara mpémer va onuewwBel O6tt ot yuvaikeg eivor avtég mov, aveEapTTOS AOMAOV
YOPOKTNPIOTIKAOV --QUANG, KOW®OVIKNG TAENG, TOmov Katoikiag, emmédov ekmaidevong, KAT.--,
€EaKOAOVOOVY VO PEPOVV KVPIWS TO LOPOS TOL GUVODOGUOD EPYATIOS KOl OIKOYEVELNS, WE
OMOTEAECUO: VO, UELOVETOL OPUOTIKA O YpOévog mov OBéTouy Yyl Tov €0WTO TOVG, Vo
aVToTEPLOPIOVTIOL GTIS dPOCTNPLOTNTEG TOV OAVOTTOGGOVV, Vo EMPAALOVY GTOV €0VTO TOVG
VIEPPOMKEG OMOLTHOELS, Kot eMmPOGHETA Vo fLdvouv evoyES Yo TNV advvapio apiEpmong oo
TOOLA TOVS M Y10 TOV TEPLOPIGHO TOV XPAVOL TOL E0SEVOVV UE AVTA, K.4.

Axopa mpémel vo. SlomoTOGOVHE OTL Ol yuvaikeg eEakolovBovuv va €xovv OKOUO TOVG
TAPOS0CIKOVG POALOVG TNG «TAPOYNS PPOVTIONGC KOl GTOL AOUTL LLEAT| TG OIKOYEVELNG TTEPQ OO T
OO0 —MAIKIOUEVOLG YOVEIS, GVYYeVeiS, K.a. H ppovtida avtn emPapivel ko TEPIGGOTEPO TIG
yovaikeg amd TAELPAS xPOVOL Kol EVEPYEINS —TOGO COUOTIKNG 000 Kot cuvalcOnuatiknig. Ot
OOPOPEC AVTEG LETOED OVOPDVY KOIL YOVOIKMV GTIV OVAANYT] TOV «OuThov poOAoL» emPefatdvouvv
OTL Kol O0TIG véeg oLVONKEG epyaciog, Ta 000 UAN dev aviaymvilovtol 6TV ayopd epyaciog pe
{oovg Opovg, kKabhg TiBeVTOL d1UPOPETIKEG TPOVTOOEGELG TOGO YL TNV TPOSPOPA, OGO Kol yio T
{\mon g epyasciog Tovg.

Eniong onuovtin elvar n dwomictwon OTL Ol OTOITNCES KOl TNG «VENG» OYyOPas £PYACTOG
dwtvndvovtol akope pe PBdon «tov 10e0td epyaldpevo» mov £xEl MOPAOOGLOKE avipikd,
YOPOKTNPIOTIKE, ONAOSN: AVTOV TOV UTOpEl VoL SOVAEDEL TOALEG DPES KOl GE EVEAKTO MPAPLOL Y10
VOL OVTOTOKPIVETOL OTIC TOYVTNTES TG 01E0VOVC aryopds, umopel va Tpocaprolel TIG TPOCOTIKES Kol
AOUTEG TOV AEITOVPYIEG OTIG OVAYKES TNG EPYACTOG, YEVIKA UTOPEl va elval EDEMKTOG OGOV apopd TN
dudBeon Tov xpovoL Kot NG evéPyelds Tov. Ot amattnoels Opms owtég dev supPaditovv pe Tic
OTOLTOELS Y10 TNV KAALYT TOV TAYLOV KOl GTOAOEPDV AVOYKOV TNG OIKOYEVELOG KOL TV LEAMV TNG
Yl 6TEYOOT|, GiTion, epovtida, enifieyn, tepiBaiyn, kin. 'Etot, €€’ optopov, ot amoutnGELS g
VENG 0yOpag £PYACIOG TOPAUEVOVY GE HEYAAO PaOUO «TPOKATEMUUEVES» KUPIME EVAVTIOL GTIC
YOVOIKEG, AAAL Kol GTOVG AvOPES OV evioTte avalapBavouy Ty otkoyevelokT| epovtida. BéPaia
Om®G Bl d0VE TPOGPEPOVV KOl VEES EVKALPIES Y10 ATOGYOANOT), OAAL [LE TO GYETIKO KOGTOG.

2. ®Oro ko Néeg Teyvoroyieg oty Néa Opydvmon g Epyaciog

OV TIIE (Teyvoroyieg tng [TAnpoopiog kot ¢ Entkovmviag) sivor Tekpunplopévo TAéov 0Tt Exouv
nai&el kat eEarxolovBovv va mailovv, KaBoploTikd poOLo 6T SIUOPPOCT KoL T OVATTUEN TOV
VEOV LopPav aracyoinons. Ot NTIIE épyoviou edikdtepa va kabopicovv tn BEon ¢ yuvaikag,
(1) 1600 éuueoa, PECH TOV GAAAYDV OV ETEPEPAV GTNV OPYAVMOOT TNG TOPOYOYNG KOl TNG
ATOGYOANONG, 01 OTTOLES e T GEPE TOVS AAAAEQY Kot aALALoVV T BEom TG Yuvaikas oty ayopd
gpyaciog Katl TNV Kowmvio yevikdtepa, (1) 660 Kol dueoa, HEG® NG GYEOTG OV Ol YUVOIKEG
avATTLEAY KO AVATTTOUGOOVV LE TIG VEEG TEXVOAOYiES KaBavTES, oyéon 1 omoia eival kaBoploTikm
yuo T B€0M TG YUVOIKOG GTNV «VEA» 0LyOPd EPYOGTOG KOL TNV KOWVAOVIO YEVIKOTEPQ. LYETIKA LE TIC
EUECEG EMITAOCELG TNG AVAOOUN GG TG TAPOy®wYNS 6T B€om g yuvaikag Bo avapepBovpe oTig
endueveg evotres. Enl 1ov mapovtog dlotummvov e OploHEVES SAMIGTMOGELS GYETIKA LLE TN GLECT
GYE0T TOV YOVOUK®V UE TIG VEEG TEYVOAOYieC KOBOVTES.

Mo tpot dwmictoon ot oxetiky] Pproypapio: 660 adopeloPnneg eivar ot TOAAUTAEG
Betikég emumtoelg g eEEMENG g teyvoroyia, kot on twv TIIE, ce 6Aa to emimedo tng
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KOWMVIKNG Kot Owovopkng Cong, toco adlapeioPfnmro eivol kot 10 yeyovog OTl
SPOPPMVOLV VEEC GUVONKEC £VTOVNC KOVOVIKNG avicoTtnTag Ko amokAeiopuov (Flecker, Meil and
Pollert, 1998 Gregory, 1983, Mortensen, 1988)a véa pop@1| «QTOYELNG?, VO, VEO KPITHPLO
KOW®VIKOD) OTOKAEIGHOD OVALOVETOL LLE TNV EMEKTACT KOL TNV £0paimor) TG TeYVoA0Ying 6€ OAO TO
PAGLLO TOV KOIVOVIKO-0TKOVO LKAV dPOGTNPLOTHTMV, 010 ®PpIilovTag YDPES, KOVOVIKE DVTOGUVOAQ
KOl ATOpO OVAAOYOL LE TO EMIMEDO KATOYNG, AVATTLENG Kot a&l0moinong TG VENS TEXVOAOYIKNG
YVOONG, Ol ®PilovTag: TMY0VG 0md TAOVGLOVS, VEOUGS 0 YEPOLC, KATOIKOVG OGTIKAV TEPLOYDV
a0 KOTOIKOVG OyPOTIKAOV TEPLOYDV, LOPPOUEVOLS OTTd AYPAUUATOVS, KOl TEPICCOTEPO AO OAL
péca oe OAeG avTEG TIg Katnyopieg, dwoympilovrag avopes amd yovaikes. Onmg mpokOTTEL, Yo
napaderypa omd o Human Development Report (UNDP 1999¥pmikdc ypriotne Tov Bactkon
gpyaleiov epyaciog Kot emtkovmviag, To dtadiktvo (internet) givor: avdpog, kbt twv 35eTdVv, pe
TOVETIGTNHOKY] LOPPMOOT], e VYNAS €160NUa, (€L GE AOTIKY TEPLOYT] AVOTTVYLEVIC YDPOAG KO
wAder Ayyikd. ‘Etot, mapatnpovpe evoektikd and ta oxetikd ototyeio tov 1998-2000011 o1
yovaikeg amotehovoav 10 38%TmV Ypnotdv Tov dladtktvov otig HITA, 25%ct Bpaliria, 17%
omv larwvia, kot Noto Appikn, to 7% oty Kiva, kot kdto and to 4% otig Apafucés ydpes.

Ot Aoyot Yo Tovg omoiovg, Kot o1 SOUEG Kot dtadikacieg HEG® TV 0moimV, ot Yuvaikeg Wdlaitepa
amokAsiovtol omd TNV 1I6OTIUN KATAKTNOT Kot aSloToinom TV VE®V TEXVOAOYLOV TNG TANPOPOPiag
KOl NG EmKovmviag etvot moAlamAol Kot cHVOETOL KO TPOGEATO AVATTOGGETOL EVOL LEYOAO GO
EPELVAV KUl OVOADCEDMV GYETIKA [E TO Bépa avTd.21 v mopovca £pyacio LOVO OPIGUEVES
TOPOTNPNOELS LTOPOVE EMLYPOUUATIKA VO KOTAOEGOVE. XE YEVIKEG YPOUUES SIOMIGTAOVETAL OTL O
«TEYVOLOYIKOG avVaAPAPNTIGHOC TV YOVAIKOV EeKvael amd vopig otn (0N TOV aTOR®V LE TIg
O1001K0G1EG KOWVMOVIKOTOINONG GTO TANUGLO TNG OKOYEVELNG Kol TOV oyoAeiov. [ToAlamAég eivan
TAEOV 01 EPEVVEG TTOL TEKUNPLOVOLVY OTL 01 YOVELG, pe Bdon mapadootakd 6eElGTIKA TPOTLTOL Kot
avtyels, eEacparilovv Tig Tpodmobicelg yia v E0kelON TOV AYOPIDOV TOVG HE T VEQ
TEXVOAOYIKA TPOIOVTOA KOl TOL AOYIGHKA TOVS, OAAL OYL TOV KOPLTGI®V TOVG, E0OEVOVTAG, Yo
napaderypa, SImAdoio Tocd yio o ayopia omd 0t yia ta kopitoto (Silvera, 2000)Axopa kot 6TIg
HITA 6mov €yovv yivel GYeTIkég LEAETES, TEKUNPLOVETOL OTL TOL Ay OPLOL Y PN CUYLOTOLOVY VITOAOYIGTEG
TEVTE POPEG TTEPLEGOTEPO Ao OTL T Kopitota (Silvera, 2000)AAleg £pguveg 6T TAAIGLO TOV
oyoieiov delyvouv OTL TOGO N GTACT TOV EKTOLOEVTIKAOV, OGO KOl TOV AyopudV HECH GTNV TAEN
TeivouV Aueso /Kot EPUEST VO OTOKAEIOVY Ta Kopitoto amd TV 160TIun TpOSPact 6€ VITOAOYIOTEG
KoL VEQL TEYVOLOYIKA OPYOvVOL KOl TNV OOKTIOT] YVAOCEDV GYETIKA LE QUTO Kol TAVD GE QVTH
(Hartman, 1986, 1987).

> oevtepofaduia kol Kupimg otnv tprrofaduia exmaidcvon, Ta Kopitol, Kupimg AOY® TG
KOWVOVIKOTOINGNG TOLG KO TWV TPOTLIIMV TOL TPOoAALovTat, KaBmG Kot TIC EVKOPIES TOL TOVG
TPOCPEPOVTAL, EEAKOAOVOOVV VAL ATOTELOVV LEOVOTNTO GTOVS TOUEIS TAPAYWDYNG TNG YVAOONG TTOV
oyetileton pe Tig OeTikég emoTNUES YEVIKOTEPQ, Kal TIG VEES TeYVoAoYieg edkotepa (National
Center for Education Statistics, 1998; Mitter armRBotham, 1995Apa Laufdavovy, pécm tov
EKTTOOEVTIKOV GUGTNUOTOC, ALYOTEPA EPOOLA Y10, EVIALH TTHY VEQL, TEXVOAOVIKG EUTAOVTIGUEVH OLYOPC,
epyooios oe 0€oelg: vyYNAoL KOPOLG KoL VYNAGV omoAafdv, He KOADTEPEG TPOOTTUKES
EMOLYYEALATIKNG EEMENG, e KOADTEPES TPOOTTIKEG GLUVENILOUEVNG EKTAIOEVOTG KO KATAPTIONG
GTO YOPO NG epyaciag mwov Ha av&dvel kKo Bo avamposaprolel To TUTIKEG KOl OVGLUGTIKE TOVG
nmpocovta. Avtd emPePaidvetarl amd To oTOrKEID OYETIKA PE TNV EVTAEN TOV YOVOIKDOV 6€ BECELG

21 Mobvov evdeIkTikd avoaeépovpe TV Khacokn TAéov uekétn e Hartman (1987), Volumedon
Volume I, kot Tov emiong onuavtikd cuAloyicd Topo pe v emuéleia v Mitter and Rowbotham (1995).
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gpyoaciag oyeTilOpevEG e TIC VEEC TEYVOAOYIEG. XNV TPOTN QACT TNG TEXVOALOYIKNG
EMOVAGTOONG Ol YOVOIKEG, 1O10UTEPN TV OVATTUGGOUEVOV YOPDV, ATOPPOPNONKIY G€ OOVAEIEG
GUVOPLOAOYNOTG NAEKTPOVIKMV TPOTOVI®MV, OGO OLMG TPOYWPOVGE 1) S10OIKAGI0 QUTOUOTOTOMGNG
NG TOPAYWOYNG, Kot AEAVOVTOV 01 TEYVIKES KOt OEIOTNTEG OAAL KO YVADGELS OVOYKOUES Yo TNV
EMTELEST] TOV VEMV EPYOCIDOV, TOGO LEIMVOVTAV O 0PLOUOG TOV GUUUETEXOVTOV YOVAIK®OV. ZNUEPQ
7ov ot TTIE &yovv avapopp®cel TNV amacyOANGT| GTOV TOUEN TV VINPECIHOV, ATOPPOPATL EVOLG
HEeYOADTEPOC aplBUOC YUVOUKOV ©TOV TOpEd 0VTO, Ol Yyuvoaikeg Oopmg eSakoiovBodv va
GLYKEVTPAOVOVTOL KVUPIOG o€ gpyacieg kataympnong oedopévov (data entry)ue cvykpirikd
younAdtepeg apoBéc, kopog kot e&ovoia (Hafkin and Taggart, 2001).

Ao OU®G Kot PLe GUYKPIGILOL LE AVOPES EMIGTNUOVIKA KOl TEYVOAOYIKE EPOOLA, OTIS YOVOITKES OEV
mapéyovtal ot ideg gukopieg mPOSANYNG AOY®D TOV TPOKATOANYENDV TMOV £PYOOOTAOV TOL
Baocilovtal 1060 o€ 0TEPEOTVTIKEG GEEIOTIKES OvTIAMYELS (01 Yuvaikeg dev eivar €€’ {60V KavEg,
dev dlabétovy opBoroyioTikn okéyn, dev drabétovy duvatdttec doknong e&ovoiag, KAT), 660 Kot
0€ OIKOVOUIKG-EmLyelpnpatikd kprniplo (eofog amoydpnong ywo tekvoroinon) (Acker and van
Jouten, 1992)AA\G axopo Kot 0Ty TPOSAOUPAVOVTOL, O Yuvaikeg Ogv £xovv 16eg gvkaipieg
ekmaidevong Kot Koatdptiong yo emoyyelpotikr eEéMEn (Abrahamsson, 2001ywti dev
eKAopPdvovTol ¢ acPaANG ETEVOLOT AT TOVS EPYOSOTES, OAAA KOL YLOTI 1] KATAPTIOT TOPEYETOL
EKTOG EPYOCLOKOD WPAPIOV KOl GLYKPOVETUL UE TIG CLUPATIKES OTKOYEVEINKES TOVG VITOYPEDGELC.
Apa pia amd 116 facikdtepeg TpoHmoBEGELS Yo KAALYT «Emv» BEcEmV amacyOAnomng, Tov ivain
dw Blov exmaidevon, kotaotpoatnyeitoan v T yevésel g H cuvOnkm avt) emdsvovetan o
oLuvONKkeg epyaciog pe un-TANpn aracyOANoT|, OTMG CNUELOVETOL KO GTT] GUVEXELQ.

3. ®vro, Kat’ oikov gpyacio ko Tyie-gpyacio

O kataxepaTIoUOS KOt 1] KOTOVOLT TG TOPAYMYNG 6€ TOALATAG onpeia, cuyxva avd tov kOGO,
Kot o Sub-contractinggyovv ev moAloig Paciotel Oyt povo otn SUOPPOOT VEOV HOVAS®V
TaPAYOYNG, OALL 0TIV evioyvon TG kot oikov epyaciog (home work) dniadn oty mopoyoyn
ayafov 1 VINPECIOV e EMUEPOVS avabeoT £pyov o€ pyalouévous, OV AmOGYOAOVVTAL GE
ADPOVS £PYASIOG TNG EMAOYNG TOVG, GLVIOM®G TO GTiTL TOVS, Kot GLVIBWE TANPAOVOVTOL LE TO
koupdrt (piece-work) (Boris, 1994H popoen avth| epyaciog dev anoteel Kavobplo QatvOUEVO,
KaBmg vanpée POl amd TIC MO EVIOTIKEG HOPPES epyOciog Kol amd tnv emoyr] TS Popldg
Bopnyoviag. Aev ftov OU®G TOTE TOGO EKTETAUEVN, UE TAGES TPOG TV KOOEPM®OT Kot TN
voppomoinon . BéPata oyetikd pe v éktacm mov £xel TEPEL GNUEIOVETAL OTL 1] LOPPN] OLTY
Tapoy®yns Nrav Kot eEaxorovdet va givar og peydlo --av 0yl 6to peyolvtepo Pabuo— apavig,
KaBmG dev KaTAYPAPETAL OTIS EOVIKEG OTATIOTIKES, OEV KAAVTTETOL OTO TNV EPYATIKY] VOpoOesia
KOOMOC 0eV OmMOTEAEL KOO TUTIKA AVAYVOPICUEVT] GYECT EPYACTOG KOt OEV £XEL KATOYLVPOUEVAL
SIKALDOUOTO KO VTOYPEDCELC.

Onwg 6Aeg o dAheg popeég drumng epyociog, 1 kot oikov gpyacio &yel OeTikd Kol apvnTikd
YOPOKTNPIOTIKA Yo TovG epyalopevous. To Oetikd otoryeio avTig ™S HOPPNG ATAGYOANONG
Oewpeiton n EMAewyn dueong emomteiog kol EAEYYOL AmO TOV €PYOSOTN KOl 1M EAAEWM
mpokabopiopévov wpapiov gpyaciag. Emmpdsbeta yia t1g yuvaikeg, to Oetikd, kot paiota 1o
KaBoploTikd oTotyElo, Eivat OTL 01 GLVONKES AVTEC EMTPEMOVY TOV GLVOVAGLO TNG EPYUGIOG LLE TNV
EKTTANPOOT] TOV GUUPOTIKMV OIKOYEVEIOKADV VTTOYPE®SE®V. To epdtnua BEPota mov pévetl oe KGO
nepintwon va aravtnOel eivor edv vt 1 ETMAOYN TOV YOVOIK®OV Evol amoTEAECHA «eAeVBepPNG
emMA0YNS» N AapPdvetal Loyw EAAeyM G AL®V emAoYdV. To apvytiro oToiyeio VTG TG LOPPTG
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amacyoinong Oempeitar Kvpiowg 10 yeyovog 0TI, oKpBOG emedn eivor apavig, oM
gpyalouevoc/n  dgv éxel kavévov Edeyyo YOp® Omod TNV auoilPn Tov, TNV 0oQAAEd TOV, ™
oTafepOTNTO TNG EPYACIOG TOV, OEV GUUUETEYEL GE OPYOUVOGELS KOl 0EV GUVOIKOAMEETAL, KOl TG OgV
VILAPYEL TPOTOG EEAGPAAIONG TNG TPOCTUGIOG TWV EPYUCLUKADV SIKOIOUATOV, OEV KOAOTTETOL 0T
opyava kot Oecpovg mpootaciog TG epyaciag, eite eBvikd, gite 01€0vi], Kau €Tl dgv LILdPyEL
TAOLG10 KOWVOVIKNG TPOoTaciag. Avtdg elval Kot 0 AdYog Y10 TOV OTOI0V TO LEYOAVTEPO UEPOS TWV
epYaloUEVOV AVTOV GE TAYKOCLLO EMINEDO, OmoTELEITAL OO YAPUNAOLGOES, OVEDIKEVTES, YUVOIKEC,
TOV MYOTEPO OVATTUYUEVAOV YOPOV. AKOUO O& Kol OTIG TAEOV OVOTTTUYUEVEG YDPES, OTMOC TIG
H.IT.A. éxer moAhamAdg texkpunplwbet 0t n mhstoyneio v Kat' oikov epyalopUéveV YOVOIKOV, TTOV
aoyolovvTol Katd kKopto Aoyo oe vmoAniikég Oéoeic: (1) Aoufdavel onuoviikd yaunilotepeg
apo1Bég, cuvNBG AUEPOLEVN «UE TO KOUUATL?, KOt OYL Y10l TOV GUVOAKO pOVO EMTEAEONG EVOG
épyov, (2) dev mAnpdVETOL Yo YIOPTEG KO SLAKOTEG, ac@aiela vyeiog Kot {mng, ovvtaén, (3)
KOAOTTTEL POV TNG TO KOGTOG OTEYOGNG KO TOV CLVOPOV £E00MV Yol TN OEKTEPOIMOT TNG
gpyaociog oto omitt, (4) xpnoluonotel ta d1kd TG «EpYaAeios SOVAEILC» 1} O€ TOAAEC TEPIMTOGELS TA
voikidlet amd tov epyoddt (vmoroyiotég, fax, kin), kot téhog (5) amotelel tnv TpdT™ Kot yopia
epyalopévmy oV PEVOLV ymPIGg SOVAELN KOl E1GOOT 0L 0€ TEPLOSOVG TEPIKOTAOV 1| Kpiong (Gregory,
1983, Mortensen, 1983).

AvT6 OV oEPO OLALPOPOTTOLEL TNV KAT OiKoV epyacia elval 0Tt dev mepropiletal TALOV, OTMG
TOPUSOCIOKA, CTNV TOPAY®YN ayobdv éviaons gpyociog OM®G N TAPOYWYN VOAGUATOV Kot
POVY®V, 0ALAL CTIUEPO £XEL TEPAGEL KVPIMOS GTNV TOPOYN VINPESLAOV, KOl GE APKETE LeYOAo Pabpd
DITNPECLAY EVICOEWS KEPAANIOD, WOOUTEPO GTOVS VEOLS TOUEIS TNG TEYVOAOYIOG KO TNG ETIKOVAOVIOG
— Y. AOYICUIKOV-, TOV YPOPIKAOV TEYVOV, TOV TOAVUECOV KOl TOV KOADV TEYVOV TOL
YPNOCLULOTOLOVVTAL GTIV TALPOYWYT KOl TNV EMKOWVOVIO —0YEAGTES, KAT. XTIC KATNYopleg auTEG
OULMG Ol YUVOIKEG TEIVOLV VO VTTO-EKTPOCOTOVVTOL AGY® TOL OTL O&V JABETOVV TNV AmOPOiTHTY
ekmaidgvon, N/kot ta avaykaio pEca Aoym EALELYNC EMAPKOVS EIGOSNIUATOC. LV ATOTEAEGLO, Ot
YOVOTKEG TTOV OTOGYOAOVVTOL KAT O1KOV, TEIVOLV VO TapAUEVOLY G€ BEGELS YOUNAN G E10TKEVOTC,
YOUNANG Tapory@ytkOHTNTOG, KOt YOLUNANG OLLLOPTG.

Kot 6tav evtdocovior otig 0€celg vymAng edikevong kot apoPng, Kupiog wg eievbepot
EMOAYYEAUATIES, O1 YUVAIKES TO KAVOLV GE peyaAo Pabuod yio va pmop€couvy va GLVOVACOLYV TNV
amooyOANOT Kol TNV EMAYYEALOTIKN KOTASIMON TOVG UE TIC OIKOYEVELOKES TOVG LITOYPEMOELS,
YEYOVOG OV EMPEPEL TIG TPOAVaPEPHEicEG EVTACTELS Kot TEGES. AVTO 16YVEL Wlaitepa GTNV
nepintmon g Ae-gpyaciag, 6mov pe ) xpnon tov TIIE, epyaldpevol, kot kupiog yovaikeg,
UITOPOVV VO SIEKTTEPALDGOVY TO EPYACLOKA TOVG KAONKOVTA G€ EVOALAKTIKOVS YDPOLS, LETAED TV
omoi®mV Kal T0 omitt Toug. Mope®UEVES, 0GTEG YUVAIKEG LE OIKOYEVELD Kol Taldld TElvouy va
EMAEYOLV QVTY] TN LOPON ATOGYOANOTG Y0l VAL LTOPOVV VO GLVOVAGOVY £PYOGTN KO OIKOYEVELD.
Ab6Y® TOV SUTAOD AVTOL POLOV, GLYVA 1] OAOKANPOCT) TV EMAYYEALATIKOV VITOYPEDCEDV YIVETOL
t0 Bpddv, t viyta 1 to sapPatokdplaKo, e AmOTEAEGHA, VO EVTIEIVETOL TO AYYOG, 1 TECT Ko 1|
TVELULOTIKY KOl COUOTIKY KovpaoT ¢ epyalouevnc yovaikog (Huws et al, 1996).

Axopa n mie-gpyacio mepropilet TIC TPOOTTUKEG EMOYYEALLATIKNG VOO0V YUVOLKMY IOV OEV EXOVV
KOTOYVPAOOEL VYNAL KOWVOVIKO-OIKOVOULKE KOl ETOYYEALOTIKG TPOGOVTO. TNV «ITOPOO0GLOKT»
0pYAVMOOT TNG EPYOGING, YOVOIKEG TOV NTOV EVTAYUEVEG OTO KOTOTEPO KOl LEGOI0 KMUAKLIO TOV
EMYEPNCEDV UTOPOVGOV VO EEAGPAAIGOVY TNV Gvod0 Kot TNV EEEMEN TOVE LEGH GTNV EPYACLOKN
lepapyio Kot vo KaTaKTHGoUV VYNAES O10IKNTIKEG BECELS e BAom TV TPOVTNPEGia TOVG Kat T
emmpOGOeTO TPOGOVTA KOl YVDGELS TOL amokTovoav pécw avthg (Applebaum, 1987)Avtd mov
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GTNV 0OVGI0 NTOV OTOTEAEGHO LOKPOYPOVIOV OYOVOV Yl {GEC ETAYYEAUOTIKES EVKOPIEC,
avaTPEMETAL, KAOMG 01 EMYEIPNOELS TPOSAUUPAVOLV EEEIOIKEVEVA STOIKNTIKEG OTEAEYM o’ vBeiag
oo To. OVOAOYO TOVEMIGTNUOKE TULOTO, GTO OTolot OULMG 1 POITNGN YLUVOIK®OV Kol 1d10itepal
YOVOIK®OV TOV KATOTEPOV KOWVMOVIKO-OIKOVOLK®OV CTPOUATOV, lval eE0PETIKE TEPLOPICUEVT).
Avtiotpo@a, yvvaikec mov gpydlovior kat oikov, OMOCTOGUEVEG OO TNV EMLYEPNOCLOKN
0PYAVMOT] Kol TNV KOLATOUPA TNG, OEV £XOVV TPOOTTIKEG VOO0V Kot eEEMENG, €1TE EPYUCLOKTNC,
gite Kowvmviko-otkovopkng (Chin, 1984; Olson, 1983; Pratt, 1984).
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4. ®vro ko Mepikn) Anaocyoinon ot Néa Opydvoon g Epyaciog

H pepkn amacyoinon dev eivol KATL To KOvovpylo GtV ayopd epyociag, ExEl OLMG TIC TEAEVTAIEG
deKaeTieg mpooedkvoel Wwitepn mpocoyn ywutl amotelel v mpoefEyovoa HOpPEN  «un-
ovpPatikne» epyaciag (nonstandard workptic cvuvOnkec moykooponoinone. Mdaiota, to
O0LPOPETIKO GTOLYELO ONEPX OEV EIVOL TOGO 1) TOGOTIKT AVENCT TOV ATOLMV TOL OTTOGYOAOVVTOL
HOVOV LEPIKDS, OGO 1 TOLOTIKN SLAPOPOTOINGCT) GTNV «KOVOVIKOTNTO» 1| «CUUPOTIKOTNTO» TOV
TPOCAUUPAVEL Lol LOPPT| EPYOCTOG TTOV «TTOPUSOCLOKE» OE®POVVTOV ATV 1] «UN-CLUPOTIKN .
Onwg 0Aeg 01 AAAEG LOPPES ATOGYOANGTG TTOV ATTOPPOPOVY £VOL GLVEXDS OVEAVOUEVO HEPOG TOV
£PYOTIKOV SLVOUIKOD, £TGLKOL 1] LEPIKT] OTACYOAN O EUTEPIEYEL TOVTOYPOVA BETIKA KOl APV TIKA
oTotEln, TPOOTTIKES Kol KvdUvoug. Avtd 1oydet BEParta yio To GUVOLO TV pYAlOHEVOV LLE PEPTKN
anacyoAnon. loyvel Opmg axdpa Teplocdtepo Yo TG epYalOUEVES YOVOIKES Yo ol GEPE Ao
Adyoug.

[ToAlamAég amd T1g diepyacieg avaddUNoNG TG TAPAYMYNG OTA TANIGLO TNG TOYKOGULOTOINONG
cuvEPadav 6TV aOENON TG LEPIKNG OTAGYOANGNG, OAAL KUPIMS: TO aUTNLLA Y10 EVEAMKTEG LOPPEG
gpyociog wov meplopilovy 10 KOGTOG TV EXLXEPNGEWV, 1] AVATTLEN TOV TOUEN TV VINPECLAOV KOl
ToVv gumopiov, Kot 1 adOENON NG CLUUETOYNG TV YUVOIK®V, O10H{TEPO YUVAIKOV HE OO
(Deutermann and Brown, 1978; Presser and Baldv@B80)L Me Bdon ta otoyeia tov ILO,
EKTILATOL OTL OTIS OVOTTUYUEVEG YMPES Ol Yuvoaikeg omoteAovv 10 65-90% tv pepikmg
ATOGYOAOVUEVOV, EVA OTIG OVOTTUGCOUEVEG YMPEG OMAGYOAOVVTOL KVUPIWG 0 ATLTES KOl U1
KOTOYEYPOUUEVES LOPPES (KOT' 01KOV EpYaGia) Kot Ta TOGOOTA OTOoYOANGNG TOVG EiVOl SVGKOAO
va tpocdloptotovv (Silvera, 2000).

Av kot ot ovvOnkeg Sweépouy pltkd amd ympo GE YOPA, €VOL GE YEVIKEG YPOUUES
Katayeypappévo ot PipAoypagio 6t ot €pyodoteg teivouv va eKAAUPAVOLV TV HEPIKY
amocyOANoT OC Ho amd TIS POCIKEG GTPAUTNYIKES Y10 TEPIKOTY| TOL KOGTOLG TG £pYACinG. AVTo
EMTLYYAVETOL KUPIMG LECH TNG TEPIKOTNG TOL KOGTOVG TMV EPYOSOTIKADV EICPOPDV, KAOMDS KOl TNG
neimong twv apoPdv Tov AapBAvVouy 01 LEPIKMS OTACYOAOVLUEVOL Y10 EPYACIO OVTIGTOLYN LLE VTN
7oV emitelovV dropo pe mAnpn omacyoAnon (Nollen et al, 1978; Applebaum, 198ANticTpoa,
and v mAevpd TG {NMoNg TG MEPIKNG amacyOAnong, Bempeital 6TL Tapadoclokd, oAAY
10104TEPO CIUEPQ, O YUVOIKEG «ETAEYOVV T LEPIKN ATAGYOANCT ®G TN —LOvNn-- Abon Yo va
GLVOLACOVY TNV EPYACIN LLE TIG OIKOYEVEINKES VITOYPEDGELS AVATPOPNS TV TOLOLDV KO POVTIONG
NMKIOUEVOV Kot GAA®V aTOU®V, 1) oTtoia eEakolovbel va amotelel dikr tovg evdovn (Applebaum,
1987).2¢ peydho Oumg Pabpo amodéyovol tn HePIKT amacyOANGT, Ol AOY® GUVEIONTAC ETAOYNCG,
AL ETELON OV £XOVV AAAOVLG TPOTOVG KAADYNC TMV OIKOYEVELOLKMY VITOYPEDCEWMYV, Kol KLPImG
EMEON VAL KOWVOVIKE KOl OTKOVOLLK( OVIGYVPES KOL 1) LEPIKT ATOGYOANOT NTOV KO TOPALUEVEL
YOPOKTNPIOTIKY TOV AOVVOUL®V KOWVOVIKOV OUAS®V, VTOV TOV PETAED AAA®DV TPOGALUPAvVOVTOL
tehevtaiotl kot anoivovtar tpwtol (Presser and Baldwin, 1980).

Ot ovvOnkeg aVTEC TPOGPOPAS Kot {NTNoNg ™G Hepkng amacydAnong kabopilovv oe peydro
Babud kot ta yopaxmmploTikd g mov givor: (1) yoaunAdtepeg apoPéc Kol o€ ®paio Kot o€
GUVOAKO €Timed0, (2) TEPLOPIoUEVT EQPOPLOYT SIKAUMOUAT®V avEPYIOG, AcOEVELNS, EYKVUOGVVNG,
K.0., (3) meplopiopévn N avdmapktn Tpootacio omd ardivon, (4) teplopiopévn tpootacio and
vouobeoia kol dpyave tpootaciog g epyaciog, (5) meplopiopnds 1 avomapéio emayyeEMULOTIKNAG
e&EMENG, (6) Teploplo oS TPOOTTTIKMY KoTtaptiong, (7) advvapio eEaopdiiong tpodmobicewmy yia
ouvtaln Kot GALES LOPQES KOWVmVIKNG Tpdvolas. Etotl oto Babud mov ot yuvaikeg amoteAolv )
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GUVIPUTTIKY TAELOYNOIO TOV HEPIKAOS ATAGYKOAOVUEVOV, OTOTEAOVV KOl TNV TAEOYNQia
OLTOV TOL VITOKELVTOL GTIG OPVNTIKEG EMTTMOCELS OVTNG TNG LOPPNG ATAGYOANOTG.

5. ®vro, Kowvovikn Acpaion ko Kowvoviki llpostacio otn Néa Opyavoon g
Epyaociag

Ot pulikég aAdayég otV doun Kot opydveon g Tapaym®yng Ppickoviol oe dect cuvaptnomn pe
TO TAQUG10 KOWMOVIKNAG acaiiong Kot Tpootaciog (Gummett, 1996 0mwc 1o avoapépdnke, 6to
«OPOOOCIOKO» HOVTEAD amAoYOANCONG, O «AVOPAS-TPOPAC» epyaldTav Kol GLVINPOVOE TNV
OIKOYEVELD, KOl £TCL KAALTITE KOl TV AGPAAOT] TNG «yLVOIKAG-OIKOKVPAC» TOV KOTE KavOVa Ogv
GUUUETEIYE TNV TOPOAY®YN, CALL LOVOV GTNV OVOTOPOY YT KOL TNV OPOVTION TG otkoyEvelag. Ot
aALY£G G SOUT| TOV HOVTELOL OTOV TOL AVETPEYE TOVG TALPOUSOCIKOVS POAOVS ATUGYOANOMG,
EMEQEPOAV AALAYEC KOL GTO GUGTIHO OCQAAMONG Kol KOW®MVIKNG TPOGTACING, Kol Wdlaitepa TV
YOVOIKADV.

Ot oAayég avtég vpéav Tantdypova BeTikés Kot apvnTikéS. Ot apvnTikég aAllayég NtV OTL
VIOYOPNCE o€ apKeTd peydho Pabud 1o SiKTLO TPOCTACING OV TPOCEPEPE 1 TLTIKN
OVOPOKPOTOVLEVT] OIKOYEVELN, YOPIG avtd vo aviikadiotator amd GALEG HOPPES KOWVWOVIKNG
TPOGTAGIO TNG YUVOUKOG OV EIGEPYOVTOV GTNV ayopd epyociog. AKOUO M OTOGYOANGT TNG
YOVOIKOG KUPImG 68 GTLTEG HOpPEC epyaciag (uepikn, Kot oikov, KAT), evieivel —Omw¢ Non
avaeépinke-- Vv €kBeotn TG 0€ TOAAATAOVS £PYACIAKOVS KOl AAAOVS KIVOUVOLS, Ympic va
eEacpalilel v Becpobenuévn Tpootacio TG 0md AL TOVG KO TV KOWVMVIKY TNG AGPAALoT. ATt
™ OeTiK Op®G TAELPE STICTMOVETAL OTL 01 SIEPYOGIES AVTES, GE GLVOVAGUO LLE TIG SIEPYOGIES TTOV
oyetifovtol e TNV TPOACSTIoT Kol £0pOimoT TV OIKOUMUAT®OV TG YOVOIKAG Kol TNG 16OTNTOG
gVPUTEPA GTIG YMPES NG AVONG, OONGAV GTNV EVICYLON TOV VOUKAOV HETPOV TPOCTAGIOG TOV
YOVOIK®OV amd TV moAtteio kot €0gcav 610 Tpamélt Tov dMudciov SloAdyov Kot To HETPA
TPOCTAGIOG YEVIKA VITEP TV £PYALOUEVAOV TOV ATOGYOAOVVTOL O BEGELS [LEe EAAMTT] KOVOVIKN
ac@diion ko tpootacio (Walby, 2003, Peters and Wolper, 1995).

Ye Bempn 1Ko eMimedO AVOTTOGOETAL TO TEAELTALN YPOVIA £VOG OLAAOYOS GYETIKA LLE TNV EMLOPOOT
TOV SEPYOCIDOV TAYKOGUIOTOINGNS GTNV 16Y0 TOL KPATOLG TPOVOLNG, O 0Toi0g Kot eKQPALel TV
aueippomn aVTH SlEPYAcian aVayVAOPIoNG KOl AVIILETAOTIONS TNG KOW®OVIKNG TPOCTACIOS TV
a00eVESTEPOV KOWMVIKOV OUAd®mV Kal on towv yuovokov. Katd opiopévoug n oydg tov
TOYKOG ULV 0yOPDOV KOl TOV EKTPOCSAHTMOV TOVS LELOVEL TNV TOATIKN KOAVOTNTO TOL KPATOVS, TO
07010 GTNV TPOCTAOELYL TOL VO TPOGEAKVGEL KOL VOL GUYKPUTHGEL TO JIEOVEG «<TaryKOGLIOTOLLEVO»
Ke@ALato ota eBvika Opia, vioBetel N/kar amodéyeTon olwmNPE cuVOTKeg TAPOLG eveMElag Kot
ovvakOAovOng voPadionc tov cuvinkov amaoyoinong (Cerny, 1996; Crouch and Strreck, 1997;
Martin and Schuman, 199'RKotd dAlovg, | apvnTiKy AT EXIBPOCT GTNV 16D TOL KOWVMVIKOD
KpaTovg dev 1oyveL, oto Pabud mov dev pmopel va otoyeglobembei (Walby, 2003; Hirst and
Thompson, 1996, Taylor-Gooby, 1997).

AveEopétmg tomobEtong oto Bewpntikd TpoPAnua — eneEepyacio Tov omoiov vepPaivel Ta
opl. TG mOPOLGHS epyociog--, o YeVIKEG ypappég oavayvopiletor 0Tt ot depyacieg
TOYKOGUIOTOINGNG £X0VV GYETIOTEL HE TNV OMOSOUNGT TOL KOWMVIKOD KPATOuS, M/kal tnv
advvapio Tov vo eMPAALEL GTO KEPAAMIO TN GUUPOAN TOL GTNV KOW®OVIKY TPOGTAGIN TMOV
gpyalopévav, Kot on Tov epyalopévav oTig véeg Lopeés epyaciag. H aroddunon BéPata avt
SlPOPOTTOLEITAL EVTOVO OVAAOYO LE TO EMIMEDO AVATTLENG KOL TNV TOAMTIKY] KOl TOALTIGHUIKY
TOVTOTNTA TOV ETUEPOVS YWPOV. [a Tapdaderypa, Tekunpropuévn ival n dtaeopd petald twv
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Hvopévav olteinv kot g Evponaikng Evoong og mpog v e€acpdion evog pivipovp
OIKTHOV KOWVOVIKNG TPOCTUCING TMV TOMTMV, KOl 0N TWV OIKOVOUIKE advvdtmv. Kot avtd 1o
dtkTvo €xet axopa gvrtovotepa evioyvbel and 1o yvvaikeio Kivnpo Kot TG OpYOVAOGELS TOV TOV
£€YOVV KOTOOTEL OvVayVOPIGIUES Kol VTOAOYIGIUEG TOMTIKES OUAdEG TieoNg Kot SOUOPPMONG
TOMTIKNG. XTIG VEEC GLVONKEG AmOGYOANONG TOCO TO KPATOG, OCO Kol Ol UN-KLPEPVNTIKEG
OPYOVAOOCELG KOl O1 AOITES KOWVMVIKES OUAOES TEONG Elval avayKOio Vo EMOVEEETAGOVY KoL VOl
EMOVOSLOTUTTOCOVY GE BemPNTIKO Kot 6 VOUIKO eminedo, aALd kKupimg 610 eninedo g TpdEng
KAOE YDPOG, TO EAAYLOTO KPLTHPLO. OCOAAOTG KO TPOVOLOG GTIG GUVONKEG TOYKOGOTOINONG TG
gpyaciag. Ev to petadd, ot suvOnkeg KOmvikng ac@AaAELng Kot TPOVOLOS TOPAUEVOVY TO TAEOV
EVAAMTO KOl AYOTEPO OMOSEKTO GTOYEID TV VEWV GLVONK®OV amOGYOANONG, 1O0TEPA Y10 TIG
Yovaikeg.

Ev xatok)eiol, ot véeg HOPPEG OpyavmoNg TG PYOciog 0T TANIGLO TNG TOYKOGHIOTOINoTG
TPOEKLY ALY KATA KOPLO AOYO G GTPOTIYIKES TOL KEPAAAIOV Y10 LEIWGT TOV KOGTOVG EPYOGING KO
avTioTOYN OVENCT TV KEPODV 6TA TANIGLH TV VEWV cuvOnK®V. Ot oTpaTnYIKES OVTEG Elya
BeTicég, AL KOl TOAAATAEG APV TIKES EMMTAOGELS 6TT) BE0T TOV YOVAIK®OV GTNV 0yopd EPYOCTIOG.
Ot Betikég emmtdoElg eival Kupimg 1 avéNon TV eVKaPLOV omacyOANoNs Kot BeAtioong g
OLKOVOUIKTG KOl KOWMVIKNG BE01C TOVAGYIGTOV OPIGUEVAOV KOTNYOPLDY YUVAIKAOV, 1O10HTEPA TOV
HOPQOUEVOV, AGTMV YOVOIKOV TOV OVOTTUYUEVOV YOP®OV. AVTIOTPOPa, 01 APVNTIKES ETUTTAOCELS
oyetiCovtar pe v 6£d0UEVN KOWVMOVIKO-OIKOVOULKA avicyvpn B€om tov peyaddtepov TococTo0
TOV YOVOIKOV GE TOYKOGLLO EMIMEDO, KO 1O0UTEPO OE OVATTUGGOUEVES YMDPEG, 1 oToia BEom Kot
EMOEVAOVETAL, OTWG TOPATAV®D CKLALYPOENONKE, LE TNV ETEKTACT KO EOPOLMOT) TOV VEOV LOPPDV
amacyoAnong. Ot otpatnyikég mov TPEmeL va. akoAovdnbovv Yoo TV GTUO0KT OVOGTOAN TMOV
OPVNTIKOV OVTOV EMMTOCEMY EVAL 1 EVEPYOTOINGCT) KOWVMOVIKMV KOl TOAITIKOV POPEMV Y1dL T
Beitiwon g BEomng g yuvaikag HEGa TNV KOvVavio YEVIKOTEPX, Y10 TNV EVIGYVOT) TOV 0DV
STNPIENG NG AVATPOPTC TOV TOOLDV KOl Y10 TNV EVIGYVOT TOV KEKTNUEVOV SIKOIOUAT®V OADV
TV gpYOlOUEVOVY, KUl TOV YOVOIKOV GUUTEPIAOUPAVOUEVOV, Y0 KOWVOVIKN TPOCTOGIN Kot
ACOAOAON HECO GE £€vo GUVEYMG UETOAAOGOUUEVO KOWMVIKO-OIKOVOUIKO Kol E€PYOCLOKO
nepPaAdov.
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SELF-EVALUATION: A KEY TO ENTER THE LABOUR MARKET

Nikitas PATINIOTIS , Professor at the University of Patras
Stavros GEORGOULAS, Lector at the University of Aegean.

A. Introduction

I. The transformation of the European industriat@rvice societies to post-service or
knowledge-based societies requires new skills @&wdforms of labour organization.
Following this assumption, it is fair to say thawncompetences should arise based on
informed learning. Our stance stems from self-eatédin methods of informal personal
competences, which promotes personal developmentiziduals; particularly of
those who are not included into academic care¢enat This is considered a decisive
pre-condition to gain new general and vocationalli§joations. In other words it is
seen as a key to enter labour market. Accordinba@mpowerment approach, self-
help actions to gain control over one’s own liviégertion to resources, strength and
abilities, are processes which contribute to empowat. This is the context of self-
evaluation.

II. The need to design again the systems of evaluand to upgrade the concept of
evaluation as a process of control from the botithe top, may be seen as an answer to
the continuously increasing problems, which hawentrecorded so far in the operation of
these systems. This means firstly the acceptanteedfiexible and socially orientated
evaluation, which however will not be a processtoft of the central control but a process
of judgment of the problems regarding structures r@tations of an organism from the
individual’s - agent’s viewpoint. An evaluation withe prevailing role of inner-and self-
evaluation, without absolute and non-judiciousetidt-values. Self-evaluation, which will
not legitimize intentions for a policy, nor will lte a disguised self-control but it will be
able to operate supportively, in order to imprire social identity of the working people
and in this way to operate in the direction of fedeg the labor market, with the ultimate
purpose of making it friendly to the Greek workiman.

[1l. Our main research assumption is that self-ex@bn is a key to enter labour-market. It
should therefore be inseparable from the curricud@i@VT in Greece. In our framework
self-evaluation concerns the development of unepaulandividuals to evluate their
competences in order to be aware of the advantdgesvocational training offers.
Furthermore, this results in their awareness oftimtext of vocational training and thus in
its assessment. Our research in CVTs of Athenschmbdinding how self-evaluation
process is operating. Our conclusions illustratgisamatch between scopes and results.

B. Theoretical Framework

Evaluation in Greece has been considered geneaaliyell as in relation to issues of

education and training, at scientific level buioads the level of social reality, to be a

modern situation, which has not been sufficientigleated and analyzed but constitutes

a future issue. This situation has led to the namhejous adoption of proposals-models
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of evaluation regarding social policy and by exienshe policy of vocational
training, which is formalistic, epistemologicallygblematic and as it has been proven
ineffective. The evaluation policies are not sormgtlmew for the Greek reality.
Experience up to now shows its incomplete and wardrzgd character, the domination
of private enterprises in the field of the evaloatof vocational training and the
absence of a public authority, subject to contyosbciety, which will be responsible
for the evaluation, elements that although theyehdwen the systems of evaluation in
other countries into failure (Sanderson 2000), taeymaintained in Greece because
they are compatible with the structure of the Grablor market.
In response to the issues that are raised as et girerity by the E.U, such as the
«knowledge based society» but also the «ineffecége» and the «quality» in education
and in vocational training, systems of accreditagad evaluation have been developed,
which are structured within a specific theoreticainework. The evaluation is obliged to
cultivate the competition on the one hand, by imprg the quality of the provided
services and on the other hand to make the besf tise available financial resources, by
connecting the education and training with the potidn. Namely, the basic characteristic
of these systems is in fact the direct connectrahtheir incorporation into the existing
labor market, within a formalistic framework, in igh the citizen - user of the procedures
of education and training is customer - consumehout the possibility of an active
participation in the specific process. This is aleticeable in the specific programs of self-
directed learning in Greece, which have not beeeldeed in order to cover needs in the
framework of designing a new working policy, noeawo meet individual needs, but only
to absorb community funds (llliadis 2000). All thleove are not a peculiarity of the Greek
reality but an element which characterizes the motigeralism of Western Europe. The
social policy reply to the needs of the users-custs, what interests us is what works
(Martin and Sanderson 1999).
The pragmatism, which is typical of the modern wastocieties, is transferred also to the
evaluation systems, which develop a specific lotfiat characterizes them. The
specification of the target, the designing of thaiqy, the implementation and the
evaluation are the four stages of policy (Jenkifsnith and Sabatier 1993). When the
beginning of the policy is the pursuit of the gaakn evaluation too will be orientated
exclusively towards the specific goal, performingiastrumental function (Colebatch
1998). By extension the logic of evaluation willd@n-political, but from the point of view
of evaluation it will be neutral, as ‘scientifia\d therefore subject to political power. Then
its main target will be the promotion of contrabrin the top to the bottom and from the
center to the periphery and therefore the presensabnsolidation of the present political-
administrative structures (Henkel 1991, Kettune®4)9At the same time, it can be used in
order to settle issues of public dispute or to marthe focus of discussion of political
issues. Indeed the systems of evaluation oftenatgers an apologetic mechanism of
authority, since they are used in order to legidenchanges which have already been
accepted as necessary but have not been appliédajevirta 2002).
Naturally the cause of all of the above-mentiorseatbit the use of the concept of evaluation
itself, but the functionalist theory which has atf its implementation so far. When
evaluation is based on the release of the orgaalgett from the institutional and social
framework in which it exists, when the influenceaathority and the concept of power are
ignored, when basic elements such as inequalityflich sovereignty and control are
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concealed (Thomson and Mc Hugh 1995), then padligbanomena are restricted to
the level of individual behaviors and individuatiao is defined as the result of a decision
of assessment, which was taken in terms of intenebenefit and not as a product of
structures, roles, relations. Then evaluation cabadreed from its instrumental role and
in no case can it contribute to the design of éebg@blicy, of a better society.
The specific framework characterizes almost allftvens of evaluation in Greece. The
programs of vocational training as they are elaeoran Greece are mainly a procedure
which aims at the short-term survival of the wogkpeople in the mechanism of the labor
market, without the latter being re-orientated. ba contrary, neither the structural
deficiency, regarding accesses to the labor manatsideline occupation, nor multi-
occupation are questioned, while additionally taeibility of the market is increased. The
consequence of all these is on the one hand théh&tmo attention is paid to the support
of the social identity of working people, on théd@t hand the fact that the state has not
created an independent and well organized mechdnisthe evaluation of the specific
training programs. This deficiency is due to thet filnat the prevailing mechanisms of
evaluation of vocational training procedures afermal, non established, flexible, they are
based exclusively on private initiative, they ao¢ @asily controllable by the mechanisms
of the state and they concern procedures whicisal&ed from social development and
orientated towards individual behavior.
The experience of other countries, however, hasvshbat the evaluation, structured
according to the above-mentioned model, has fgRaavson and Tilley 1997), doubt is
cast on its instrumental utility, the optimism tla@tompanied rationalism, as far as the
operation of the systems of accreditation are amck has vanished (Hellstern 1986),
while the social need for evaluation has incredédisthek 1995).
According to the above-mentioned scientists, wimatengoes a crisis is the positivistic-
functionalistic foundation, which scientifically @mines how the systems of evaluation
will operate. The absolute character of only omgdof evaluation, which is based on and
global values-criteria, has been the object of segaticism from the point of view of the
relativity of values (Brockriede 1974). This proggla solution of support regarding the
criticism of the proposals-conclusions of an evatum either by the projection of other
values more important than the value we evaluatg @ipport and upgrading of the
training programs of the periphery, in relatiorthie value of their efficiency), or by the
social definition of the concept of evaluation,ttisaby its re-orientation according to the
social framework, which includes it.
The result of this criticism is the expression i heed to design again the systems of
evaluation and to upgrade the concept of evaluasanprocess of control from the bottom
to the top, as an answer to the continuously irstmggroblems, which have been recorded
so far in the operation of these systems. This méestly the acceptance of the flexible
and socially orientated evaluation, which howevél mot be a process of shift of the
central control but a process of judgment of tlub[@ms regarding structures and relations
of an organism from the individual’s - agent’s vmint. An evaluation with the prevailing
role of inner-and self-evaluation, without absolamel non-judicious criteria-values. Self-
evaluation, which will not legitimize intentionsrfa policy, nor will it be a disguised self-
control but it will be able to operate supportivetyorder to imprint the social identity of
the working people and in this way to operate ia direction of redefining the labor
market, with the ultimate purpose of making it fiddy to the Greek working man.
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C. Methodology - Research

The required task was the recording of requiremeawsrds self-evaluation methods.
According to the working plan, we should plan araldhinterviews with groups of
participants - trainees in CVT programs and in®md with experts. In the last case, it was
agreed that experts are considered to be the ®quéxes of agencies, which elaborate
CVT programs and possess scientific knowledge etrthining issue but also owners or
senior administrative executives of private or pudgencies, employers who have hired in
their business people who have successfully coegl€lVT. Regarding the selection of
five groups of trainees, we decided to refer t@ehsections of Vocational Training
Centers, so that various training specialties wepresented. Apart from the above-
mentioned restriction, we decided to form groupstrainees according to age and
nationality, in order to proceed, if this is deenmedessary, tanalyses of opinions with
two variables One group of trainees consists only of peopl@migrants who attend
training programs. The necessity of forming thisugr is evident. as no native Greeks
represent, according to the last studies, 1/7 etabal workforce in Greece. In all cases
regarding groups of trainees, the individuals waatalts, unemployed with low typical
gualifications.

The experts were selected in a similar way. In¢hage the selection of six people, who are
Directors of Training in Centers of Vocational Triaig, was decided, as well as the
selection of four people who are owners of enteggand had employed people who had
just completed their training in the above Centérgocational Training.

On a second level, we proceeded to the designreé ttlifferent questionnaires, which
would be our methodological tool for the half-stardized interviews that we wanted to
hold. A questionnaire was designed, in order toneéthe views of participants in CVT
measures. The first section of this questionnareerns the profile of the trainees. We
noted data such as gender, age, marital states degducation, period of unemployment
and previous working experiences. As far as thevisable is concerned, we asked if their
previous jobs had any relation to the subject efrtetudies, or if they learned the job
empirically, without having acquired the typicaladjtications.

The second section concerns the recording of tieeviewees’ opinions, regarding the
picture of themselves the environment they live, especially in redatto issues of family,
relations and work. In casiee picture of themselvesproblematic, we ask to which degree
can others help them and who these people canHhee State, the Local Government
Organizations, the Manpower Employment Organizatiwrprivate offices which assist
people in finding a job. Finally, the third sectiooncerns issues in relation to their choice
to attend CVT programs. Why did they choose tanadtteaining programs, what was the
procedure in order to be accepted in a CVT progradwhat means they used in order to
achieve this, what were their hopes when theyestarhd if they achieved the targets that
they had initially set. In case there was a positigsponse to the above-mentioned
guestions, the next question would concern theiein of profit from the participation in
a training program. The last issue of this seatmmcerned the recording of the suggestions
that unemployed people made for the improvemetitarfunction of CVT programs.
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The next two questionnaires were designed for #fiestandardized interviews with the
experts. There were some common issues and sonséiamsethat differed one from
another, depending on whether the expert is an@mapbr director of training in a Center
of Vocational Training. The common issues werefttiewing:

Interviewee’s profile. More specifically, persodalta such as sex, age, marital status, level
of education, nature of their work, scope of atgi of the agency they work in or own.

Picture that the interviewee has of himself, iatieh to the subject of his work. What were
their previous jobs, how they ended up doing th#iqdar job and how do they feel in
their working environment and about their work.

The representation of the concept of self-evalnafmes it exist in the agency they work
in? Which is the ideal procedure regarding selfhgation for them?

When the interviewee was Director of a Center ofatmnal Training, we asked him the
following questions:

Organization of the educational targets of a Cewit®locational Training. How the issues
regarding training are chosen, how the schedulessbns is organized, etc.

The trainees’ profile. Which are the social chaegstics of the people who apply for a
CVT program? How are the trainees selected fromdta number of candidates?

When the interviewee was the owner of an enterges®loyer), the interview included
the following issues:

Procedure regarding the employment of working pedptiteria of employment, typical or
non typical qualifications.

Attitude towards the issue of how beneficial id-esfaluation of employees.
D. Results of Interviews

Group of unemployed trainees

Profile. We selected 19 people, who were unemployed taimea CVT program. 16 of
them are of Greek origin and 3 of them come froeftlhmer Soviet Union. The 16 people
of Greek origin have all completed secondary edoaas well as the 3 immigrants who
have respective typical qualifications. 18 of trem@women and only one is a man. This is
not a coincidence, because this proportion refibetseality regarding the participation of
the two sexes in CVT programs in Greece, as we banBrmed from the interviews of
experts. All of them have been unemployed for ayldme (over a year), they are
registered at the local offices of the Manpower Eiyiment Organization and they have an
Unemployment Card. 11 out of 19 are married, 7sargle (6 women and the man) and
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one is a widow.

Taking into consideration the above-mentioned pekdata, we identified five groups of
unemployed people, as homogeneous as possibtagforterviews. The first two groups
consist of married women aged between 40 and 50 tin® different CVT programs, the
third of single women aged between 20 and 30 \kighpiarticipation of the only man, the
fourth of women aged between 30 and 40 and thediftvomen aged between 38 and 60
who come from the former Soviet Union. The firaifgroups comprise four people while
the fifth comprises three people.

Analysis of every group
GROUP A

Profile. All four women aged between 40 and 50 are of IGoergin, they have completed
secondary education and they are unemployed farayear. All four of them had been
engaged for years in occupations for which theyevmart suitably trained and they did not
possess the typical qualifications. Two of thersegetaries, one as book keeper and the
other one as saleswoman.

Self judgmentAll four of them feel disappointed with the picguof themselves in the
present phase. Two of them are disappointed bedheyedo not possess the typical
qualifications for employment mainly knowledge dbeeign language and P/C, while the
other two because they think that they are old. [altter suffer the longest period of
unemployment. One of them believes that there isatation, since young women are
more competitive than her in tlkeor market. The other three expect help regarding thei
future mainly from acquaintances that hold politipawer, while one of these three
continues to hope for help from the Manpower Emgiegit Organization, in relation to the
funding of her self-employment. At all events dif them agree that unemployment has a
negative influence on family and relations.

CVT measures judgmerall 4 of them consider the financial profit thhey gain through
the benefit that accompanies the attendance of B @¥gram to be the prime target of
their participation in the program. Two out of fosaid that they did not choose to
participate in the specific program on the basigosubject, which was indifferent to
them. Besides according to what they have saidnviiney do not expect anything, they
cannot make any suggestions regarding the improveimehe program. The other two
showed interest not only in the immediate finanpralit but also in working in relation to
the subject they were trained for. In addition, yth@ade suggestions regarding
improvement, mainly in connection with a betteresébn of trainers and more
homogeneous as far as the selection of trainemsiserned.

GROUP B

Profile.In the second group all women are aged betweend8@, they are married with
children, they have completed secondary educatidntlzey are unemployed for a long
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period of time which reaches 12 years. Their previobs were unskilled.

Self judgmentBecause of the long-lasting unemployment, all efttieel useless. One of
them said that she feels lost and another onededdrer as worthless. However, because
of the fact that they live in an area inhabitednigny immigrants, they believe that the
latter suffer a less bad job fate than them, eitbezause the businessmen who hire
immigrants and not them receive subsidies, or tmareigners work illegally and as a
result of this they are cheap work labor. Theyalleve that only a politician can provide
a solution, while another one said that things whlange only if the European Union
changes its policy.

Judgment of progranAll of them applied for the CVT program mainlydagise of the
benefit that they receive after attendance. Twibei said that they do this every year in
order to earn some money, since they cannot fiddtaay do not expect to find a job. Two
others said that they are also interested in thewlatdge that they acquire from the
seminars. The latter made some suggestions regandprovement, in relation to the fact
that many of the trainees should be hired, aftey thave been evaluated of course by an
objective committee, since a mere certificate du@sensure anything.

GROUP C

Profile.From the four women aged between 30 and 40, twleoh are single and two are
married with children. The time of unemploymentigaifrom 1 to 4 years, while they had
previously worked as secretaries, saleswomen aricegses, without making any use of
the typical qualifications that they possessed.

Self judgmentAll four of them feel deficient, since the ladkmaork has an impact on their
self-esteem. One of them believes that advertistsmegarding job vacancies can offer her
some help, while another one considers her familyetthe only source of help, because
there is the prospect of working in the family mess.

Judgment of programdll of the women mentioned that the reason thiesnaed the CVT
was to gain the profit that derived from the beraffattendance. One stated that she would
spend that money on her re-training in a subjexttilould be profitable. Nevertheless, all
four of them proceeded to suggestions, regardimgarement of CVT program. Two of
them ask for more practice and lessons in the ug#@ All of them want to have the
possibility of choosing the training programs, sitleey have stated that they registered for
the specific program not on their own will but besa this was offered to them by a
political acquaintance. At the same time they dttat the certificate of attendance should
have typical validity and be acknowledged in ldidgor market.

GROUP D

Profile. Three women and one man aged between 20 and 3Qisertige specific group.
All of them have been unemployed for one year winctihe minimum typical limit, in
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order to have the right to attend a CVT programy®©@ne woman has been trained and
has worked in the past in a position related tostiigect of her training.

Self judgmentThe man and two of the women are disappointell tivét present situation.
They believe that there is nothing you can do withibe help of a political acquaintance,
they would never accept however to work as ungkiNerkers. Only the woman who has
worked in the past in a position related to thgestttof her training is optimistic about her
future.

Judgment of progranAll state that they attend the CVT program beeaafghe benefit.
The woman, who said she was happy, believes thati€¥n additional qualification in
her curriculum vitae. She wants better organizatibthhe program and better trainers.

GROUP E

Profile. Three women aged between 38 and 60 who were bdne former Soviet Union
comprise that group. All of them have been unemgiddpr more than 10 years, since they
came to Greece. They have large families to supptiite one of them is a widow.

Self judgmentAs they have stated, they do not expect anythihgiriage and their origin
deter them from seeking work. “I don’t expect anythfor myself; | don’t need anything
for myself”, stated one of them. “I give everythittgmy children”. As a matter of fact,
they maintain themselves thanks to the benefitvzidgr from the attendance of CVT
measures. They do not have good relations with @ept and their Greek co-citizens,
while they believe that the local authorities deeghem. Some employers told one of
them that they couldn’t give her a job becausevsefat.

Judgment of progranThe thing they stated was that they wished foinarease in the
benefit from the attendance of CVT seminars.

ALL GROUPS

Self judgment18 out of 19 trainees have low self-esteem.dtgee ranges in relation to
age and time of unemployment, while it reachepéak in the category of immigrant
women. The expressions that prevail are “I am gsed@d | am lost” while most of them
expect help only from a politician or a local auityo

Judgment of programi\ll of the interviewees stated that the main jpsgof attendance is
the granting of a financial benefit, while sometw#m stated that they also attend for the
certificate and the knowledge which is providedimyathe younger ones and those who
are unemployed for less time than the others. Sigyes regarding improvement of CVT
program that were put forward, concern the orgdimaathe selection of teachers and
trainees and the establishment of a link betweeniirg programs and finding a job, which
can take place if the typical acknowledgment ofdbsdificate of attendance of CVT is
achieved in the labor market.
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Experts

Profile - Self judgment - Nature of workut of 10 experts that gave interviews, six of
them were Directors of Training in Centers of Vomaal Training (3 public - 3 privates)
and four of them owners of enterprises which endagdividuals who had been trained in
CVT programs. 4 from the first 6 ones are men dgdieen 42 and 69 and two of them
women aged between 35 and 45. All four owners td@rpnises are men aged between 32
and 60. They all have a degree while three fronCibeters of Vocational Training have
completed postgraduate studies in social scie#desf them answered that they were
satisfied with their work. A higher degree of sttdion has been recorded in relation to
the four owners of enterprises, who stress thetfatttheir work is their life, expecting
from their employees to think in the same way. wbof the three Directors of Training
in public Centers of Vocational Training are engageainly in the planning and the
elaboration of the training program, the controiteimaterialization and the selection of
trainees and trainers. The third one is at the dame Director of the entire Center of
Vocational Training with the respective capacitiés.the three private Centers of
Vocational Training the Directors of Training aregaged mainly in the planning and the
elaboration of the training program and they playycan auxiliary role as far as the
participation in the selection of trainees andniees is concerned. All the Centers of
Vocational Training operate mainly when CVT meastireanced by the EU, exist. During
periods in which there is lack of EU funding, intermpany activities provide the funding.
The public Centers of Vocational Training operataémy with civil servants who are
removed from the public sector. The four employeesowners of two travel agencies, a
restaurant and a cultural multi-space center. idwelagencies are situated in the center of
Athens and they are of the largest in Greece, disawehe cultural multi-space center,
whose main activity is theater. The restauranitigted in Piraeus and belongs rather to
the middle category.

Training - Practice - Employment

The procedure regarding training in Greece is lb®As: Public and private agencies set up
Centers of Vocational Training, which are accretlitey the National Center of
Accreditation and are characterized as local -oregi or national range, depending on
which level they act. Their accreditation takesplan only four fields of subjects from a
list of nine subjects. This short list of subjeotgarding training was decided by the
Ministry of Labor. This list was formed after agey conducted by a private enterprise and
concerned the fields that would be of use to ther&ilabor market. The conclusion of this
survey is that pedagogical issues are completsigratirom the subjects of training. Every
Center of Vocational Training, can address an atwih to all those who are interested,
which will be announced to the press and which va8trict the subjects of training,
depending on the needs of the area, that have saentifically recorded. The six
directors, however, have stated that this is dbeerttically, while in practice they either
buy the surveys or they keep the same programy e, if they see that there is
response to these programs. The program of studiesh includes specific lessons that
the Ministry of Labor considers that they shouldtheght everywhere (for example,
techniques for finding a job), while the othersyaepending on the wishes of the Director
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of Training, is adjusted to the subjects of tragniim two public Centers of Vocational
Training they stated that they even buy the progo&studies from private companies
because they do not have personnel. Immediatedy thits, the two procedures regarding
selection take place. On the basis of the lessaingthaught, the trainers, who are in the list
of those accredited for the specific lessons argests by the National Center of
Accreditation, are selected. At the same time, lbeal office of the Manpower
Employment Organization (or Center of PromotioRtoployment as it has been renamed)
collects the applications of the people registessd unemployed, who possess
unemployment cards and wish to attend the progeard,sends them to the Center of
Vocational Training, paying attention so that thasedouble compared to the number of
trainees and that at least 60% of them are womeroréling to the statements of Directors,
this procedure is tampered with, since most ofuhemployed apply to the Center of
Promotion to Employment after they have been eragmd to do so by a politician -
Member of Parliament or local authority, whom tlmeye visited in his political office in
search of work - and not because of their own wshttend the specific subjects.

The committee for the selection of trainees of g¥&nter of Vocational Training comes
under political pressure. That is specific indivatkiare chosen from the short list in terms
of personal acquaintances. One of the Directodausthat despite the pressure, she always
makes sure that all the widows, the married womigmmvany children and the immigrant
women are admitted to each program, because iw#lyishe feels that she serves a social
purpose. In the middle of the program and in thtk #re trainee completes forms regarding
the self-evaluation of the procedure. These fomkide standard questions, a LIKERT
scale of pre-answers with five possible answerselation to structures, organization,
relations, purposes and benefit, regarding theipgrogram. All these years that
programs take place, all the Centers of Vocatiohaining have never collected
information from these forms and therefore theyemenade use of them. At the end of the
training program, Centers of Vocational Trainingtaxt enterprises, which are related to
the subjects of training and they sent all thenas for practice. Both the enterprises and
the trainees are paid for the practice. The prasedegarding practice, however, is not
controlled by anybody in the Center of Vocationadifiing. The employer cannot choose
the people who will go to each enterprise, in otdgractice. Two out of four stated that
they would like to play a part in this choice. Aftee stage of practice is completed, the
employers have the possibility to choose some eftthinees, in order to hire them.
Regarding the criteria of employment, their typigahlifications are not as important as
some non-typical ones, according to four employei@wever a high school degree,
knowledge of a foreign language and use of P/@igtdy recommended. In addition they
have to prove during the interview that they amgee#o offer. Besides that, the following
essential qualifications have been recorded:

to be nice and kind to the customers
to be able to give more than the other employeddlarefore to love their work
to be non experienced at this job.

For two out of four employers the recommendatioosifothers play an important role in
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the selection, but not more important than the afléhe interview. The other two
maintain a negative attitude towards recommendstioacause as they have stated, they
have been suffered an unpleasant experience paste

Attitude towards Self - Evaluation

All the Directors of Training in Centers of Vocata Training state that they know the
concept and that there is a self-evaluation proeeniuthe Center of Vocational Training
that they work at. Nevertheless, this procedura, msitter of fact, exists only in order to
exist, without being utilized, since the answeredsiionnaires have never been opened
and they remain piled up in storehouses. Accorthreywoman - expert nobody is really
interested in self-evaluation, while another oraest that the approach is shallow, since
even we do not know what to ask for self-evaluatidre interesting part, however, of the
interviews of the experts from the Centers of Vel Training, is why there isn't a
culture of self - evaluation. One of them told hattthere is no appropriate education of
self - evaluation and as a result of this we thirt typical skills carry all the weight. A
woman from the experts stated that the entire systenks and that the procedure
regarding self - evaluation is the last that shahlahge, while another one told us that only
when the employee thinks freely and is not oppkbsethe need to work can develop a
culture of self - evaluation. In any case, as atfoone stated, when self-evaluation is
connected with non typical skills, it provides ebaits of a more permanent sense of work
which must interest the employer the most. The eygsk, however, have not thought of it
in this way. First of all, all four of them coul@dthide their astonishment, when they heard
this word that they had never heard before. Twihem refused to get to the core of the
discussion, since they stated that they likedtthey did not know what, because they did
not know anything about the subject. The otherttawa different perspective on the issue.
They believe that the procedure regarding the selfaluation of the employee is a
procedure, from which the employer can draw usedulclusions. It is difficult to be
implemented in Greece because the working peopleesict, since they do not have a
culture of self - evaluation, they are egoists ey do not acknowledge their mistakes. In
any case, if this is put into practice, it shoubd Ine given the character of a public apology
but it should also be a process, in which the eygsloontrols the employee at a personal
level and which takes place probably every six ment

E. Discussion

The aim of our task was the recording of requinets:iéowards self-evaluation methods,
through interviews with both trainees and expent€¥T programs. As we have already
mentioned in our introduction, self-evaluation ire€ce is still in an embryonic stage. In
addition, we have underlined the lack of self-eaibn culture in Greece as well as the
absence of relevant recognition and thus legitiomadif the concept. In that paper we have
discussed the reasons lying behind the limitati@et#-evaluation in Greece as well as the
variations that the term holds and the vaguenessisuding its definition.
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However, we claimed that in contemporary Greecaluation is essential due to the
occurrence of introducing socio-economic and edoicat needs and aspirations, which in
turn stem from the transformation of the structwfeGreek society, mainly resulted from
EU policies.

In the present results of survey we can specifptleious arguments relating them to our
subject of study. That is, adult persons who hotdtlypical qualifications and participate
in CVT measures and their attitudes towards sedftation.

According to the interviews held the following ptarseem to be relevant:
Self-evaluation methods take place during CVT pmowg in Centres of Vocational
Training. Yet, the marginal character of such md#hoesults the incomprehension along
with the ignorance of them by the trainees. In ptierds, the trainees answer structured
guestionnaires without having understood why, se glithout having any interest of why
they do it.

Furthermore, whereas there is official recognitodrthe importance of self-evaluation
methods by the coordinators of the Centres of \ionat Training there is no actual
interest for the development of such methods, wtakhk place twice during the training.
For example, self-evaluation questionnaires havemieeen subject of analysis. This in
turn results in failing to re-elaborate the topwhat they claim is that structural
deficiencies along with the lack of self-evaluatimuiture in the planning of Centres of
Vocational training is a hindrance to such an emndea

Moreover, employers either ignore the existencgetffevaluation or in case they don't
they see it as a mechanism through which emplaysebe controlled. Besides, according
to their opinion self-evaluation is a very hardkt&s pursuit.

Nevertheless, it should be noted that the impogariself-evaluation seems to be fully
recognised both by trainees and experts. As onghefinterviewees pointed out, its
efficiency would be enhanced by the associatisetifevaluation with non-typical skills.
Such a connection would develop self-esteem teitiq@oyees and in turn contemplation
of their job in terms of permanence; something mwred desirable by the employers.

If we want to explain why there is no evaluatioltute in Greece, we have to examine the
history of the implementation of evaluation. Evaiola was implemented in the field of
education in the form of the evaluation of pupitglanot so much of the evaluation of
educational infrastructure, programs and train@éte evaluation of pupils took and
continues to take the form of control and not af #valuation of the pupils’ critical
thought, attitudes and conceptions.

After the end of the Dictatorship (1974), the opfos of the teachers regarding the

institution of evaluation from the inspectors wasrgense that it led to its abolition. That

was because of inspectors’ actions many teachs&rghkeir jobs in dictatorship. They were

replaced with the institution of the School Advidering 80’s. School Advisers (as well as

school principalsO have only supportive responsigd and not evaluating ones in
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teacher’s task. Nowadays non-evaluation of perdomae shown its negative side.
Now, 30 years after the end of the dictatorship,dbnditions appear to be mature for the
introduction of a system of self-evaluation regagdihe work of the teachers and of the
evaluation of school units. In 1997 the creatioa sfrictly organized system of evaluation
was decided, which did not take at all into consatlen the prevailing conditions at
schools. This system was abolished because dfrdrgrotests (strikes, demonstrations,
etc.) of the teachers.

The reasons why the efforts of the state regarthiegnstitutionalization of evaluation
failed to proceed are not, however, focused onlghatpolitical level. In the last three
decades of the twentieth century, Greece experigiecament in education, which took the
form mainly of a great opening of the universityuedtion to young people, in order to
satisfy the educational fetishism of their paréfhtoukalas 1986). This opening, however,
whose dimensions were great mainly in the middi#hef90’s, was not accompanied by
respective feasibility studies, which are the mdolethe process of evaluation. This is due
to the fact that the above opening was not thdtrektational programming. A respective
unreasonable development was also noted in thers&fotocational training (Patiniotis-
Stavroulakis 1997). In spite of the fact that theuctures, which developed in the
aforementioned educational categories, were hastday form of evaluation for the above
reasons, they were compatible with the operatidgheGreek labor market but also of the
Greek society in general. A specific degree fraimiaersity or a technical institution does
not constitute usually a prerequisite for practice certain profession. In most low
specialized jobs, special training in not requif@dh the exception of some jobs with the
need of assurance, electricians, and plumbersg Qreek labor market has relatively
limited margin of access and possibility to remiait, it is saturated with an excessive
surplus of workforce and small demand. Its operasaharacterized by multi-occupation
and side-line occupation which distort the pictoiréne social identity of working people
and reveal the little attention that employerstoethe products of formal education or/and
professional training. The above fact is conneutgd the tendency in the private sector
that is noticed to prefer for initial selection asdvancement individuals without typical
gualifications of higher level. On the contrary pablic sector usually graduates of
universities and technical institutions cover pdbtt could be cover by non-graduates.
That is because the state tries to reduce the emmiomic consequences from the
graduates’ high unemployment rates. All of the abmanifest a problematic situation,
regarding the institution of evaluation, in the ealional and professional sector, which
reaches its peak when it comes to how Greeks fipoba According to a research
(Papakonstantinou 1996) just 15% of the workinge&sehave took their position through
transparent procedures (exams-contest). The resteaf took it through any Kind of
mediations.

Consequently, in this way very briefly the factttim Greece self-evaluation is at an
embryonic state, it has not been institutionaliged it is an institution which seeks its
legitimization by society, is explained. Therefare cannot talk about the existence of a
‘culture of self-evaluation’.

A second reason is that the individuals who aré¢henedge of their integration in the
labour market insist on seeking employment in thiblip sector. Therefore self
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responsibility is being overshadowed by a the nemiahce of hetero-determination
society. For this reason, our proposal on selftet@dn is based on the concept of
guidance.

However, self-evaluation is a historical necesfitythe Greece of the ZIcentury, an
important opportunity. Its importance is unquesdble on the satisfaction and
achievement of social, economic and pedagogicailsheed goals. The scientific and
technological progress the economic growth ang@tdmement in E.U. have brought about
radical changes in the appearance and the streattitke Greek society. These have as a
result the citizen and his decisions to gain aroirtgnt value in social organization and to
render self-evaluation necessary in all the sulbesys of the Greek society economic,
educational, political, cultural.

F. PROPOSAL

Self-evaluation contrary to external evaluatiodase on the initiative of the evaluated
person, when he/she feels the need to evaluateehismpetences.

Self-evaluation can be done in two ways: a) eitivividually, this way the
evaluated person chooses the time and the pla@eataate his/her competences, or b)
he/she is helped by others so as to be self-expltit only when he/she feels the need to
be self-evaluated. In these two occasions we #eerirgg to in succession.

INDIVIDUAL SELF-EVALUATION

In order for someone to be self-evaluated a numirpporting factors are required. First
of all, a popularization on the concept of compegsris needed to be done as a necessary
condition. Everyone should know exactly the meanaig competences and their
importance on socioeconomic life. This is requidee to the fact that the self-evaluated
persons are not experts on the matters of skilscampetences, on their application on
personal and socioeconomic life and on their abdit Therefore, in order to have a
successful self-evaluation a popularizing text sthdwave been constructed. It is about a
text that would explain which is the importancecofmpetences, what is the meaning of
self-evaluation and evaluation of competencessthiaeone might have in a specific time.
The existence of a popularizing text is very impott At any case, this text should be
written in a very clear and analytical way, so@bé understood by every employee as
much as possible, regardless his/her educationel. [IPopularization can be useful not
only for the people, who would be individually selfaluated, but also for the ones, who
would be self-evaluated with external help.

A second factor, which would help is the creatiba twol suitable for the ascertainment of
self-awareness. A kind of this tool, which was tedan Deutsches Jugendinstitut was
shown to us, during the Athens workshop by oureagles from BIAT.

The third supporting factor is a process. It iswdlibe participation to a group discussion.

The whole idea is that it would be useful for someethat has already completed this tool

for self-awareness to take part in group discussieith people, who are in the same
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situation as him/her. It is about people that wanself-evaluate individually their
competences and by this way understand them be&tterparticipation in groups is not
incompatible to the meaning of self-evaluationywaswill see below.

The application of this helpful to the self-evakgtperson, process, presupposes the
existence of well organized group discussions.tieiowords, there should be a central
institution, which organizes this kind of groupdalissions. The existence of this kind of
central institution (these kinds of institutionsgimi be syndicates, municipalities, social
agencies, agencies for unemployed people etc)iresgas a condition the recognition of
the importance of self-evaluation. In some Europsanieties this has already been done.
The recognition exists. But in other societies thia matter. Therefore, in the context of
the SELFEVALUATION project, we should think ways sbow off not so much the
importance of competences but mainly the self-eatadu of their existence, as important
factors to the well-being of a person and an ecgndie will be occupied with this
enormous matter to a next workshop.

These group discussions on the competences thabsenmight have can take place with
or without a leader (with or without guidance).idtcommon knowledge that group
discussions are very useful. It is off course diffi in the beginning when you meet a
group of people for the first time to talk aboutyself. In case someone can do that, all
the participants would be benefited.

Returning someone from the group discussion hezaheperform the process of self-
evaluation from the beginning. | suppose that ttpedence of group discussions would
enable the self-evaluated person to scrutinize efe@pd more specialized his/her
competences. If the application proves that iesassary, one more specialized tool can be
used, in this phase. This might be confirmed ae@nples of self evaluations, which we
will apply to real conditions. There is no reasonforget that our research has an
experimental extent. It is highly likely the apg@lion in the experimental reality to show us
that there is no need to create a new and moréadiged tool. In addition to the first tool
for the self-awareness of competences might be thareenough. It is expected that the
second time when he/she is occupied with it in otoleomplete it on his/her own, he/she
will have a deeper and more sensitive view abdi#es@luation.

SELF-EVALUATION WITH EXTERNAL HELP

Let see the second occasion, which is self-evalnatith external help: A second kind of
self-evaluation for some people and in some caggst ime more convenient. | suppose, it
is about people that a) either has already te$tegtocess of self-evaluation, without
external help, but wish to repeat the process &dthrnal help, or b) or it seems strange to
them or even they are afraid of self-evaluatingrtt@mpetences on their own for various
reasons. For these people self-evaluation withreatéelp is a very important help.

Process

There is no doubt that self-evaluation with extéhedp must be performed only when the
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evaluated person has decided it. This is not affs® compulsory, as it is in case of
external evaluation, which is decided by the emisepthat someone works to. It is done
because the self-evaluated person wants to do ithatrder to recognize his/her
competences. Because of that he/she applies taprtewho is not so a specialized
scientist that uses special tools, but a facilitdtat helps in the process of self-evaluation.
In self-evaluation with help is not used a standgrestionnaire. It is performed in a similar
way to individual self-evaluation. The facilitatslnould be able to popularize the concept
of competences, their importance at our work amibggonomic life. In other words it
would be a man that enlightens the self-evaluaggdgm about the importance of his/her
competences and the usefulness to evaluate theis.olbvious that there would be
interaction between facilitator and the self-eviddaerson. Before, it might be better for
them to have an organized exchange of views, irdtion and data. This exchange will
enable man to use a kind of tool, like the one eferred to in the previous case of
individual self-evaluation. That would be the gofthe exchange. By this way man will
be able to use a tool for self-awareness.

The difference between these two cases of seltsatiah is that in the second one the
popularization of the concept of competences asallayw the self-evaluation tool can be
applied are done with the external help of a fatibr. In this second occasion the self-
evaluated person is not alone to understand a) afgatompetences, b) how can be
ascertained and c) which is the importance of eefiuation in the whole process of
understanding. Someone else helps the self-evdlymeson to understand the whole
concept of competences, while the self-evaluatadopecan make use of the self-
awareness tool by him/her self. From this poinshe/can move on as in the first case.
After having completed the tool and has a firstaagtion of his/her self, he/she would be
able to decide his/her participation in a grougdssion, which might be with or without
leader. It will happen what we referred to in thistfcase.

If the process of self-evaluation is applied like way | referred to in this brief paper, |
believe that it will work for the benefit of peogleat use it. This will happen because they
are the ones that take the initiative of self-eatitn, having felt the need to self-evaluate
their competences. They do that without applyingxperts.

Our suggestion reflects our belief that the mogirepriate expert to understand our
competences is finally our selves. In case somelseehelps us, he/she should help only as
a facilitator of our self-evaluation, not as anesmtl expert that would ascertain
“scientifically” our competences, in an “objectiwgay, by using “objective” tools. In this
second case, which is the evaluation by expersetis plenty room for manipulation and
determination oneself by others.
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Nikos NAGOPOULOS, University of theAegean Department of Sociology

Abstract

Policies and methods of improvement in the Unempleyt Supporting Services as well as
the Business Environment in the EU and in Greegmiticular.

According to a preliminary note, we would like taypattention to three issues related to
new forms of employment and entrepreneurlshiphay aire mainly encountered and
reinforced as horizontal policies in the EU cowedriwe believe that different forms of this
issue are located on the following three levels:

a) Organizational restructuring of new forms anddittons of employment as well as

forms of entrepreneurial initiative and its linkagenew technologies.

b) Primary and continuing employment qualificatend re-qualification concerning the
labour market, as well as alternative initiativesoitrepreneurialship, self-employment, and
employment in social economy.

c) The character of advisory support and up-gradifigkills and qualifications of
vulnerable groups (young unemployed, social empéyretc.).

The above three levels signify the emerging codatithn of the differences between
formal and informal qualifications, as we encouitem in the subject of certification and
validation of informal types of qualification whicteal with skill upgrading and provided
by recognized institutions and CEQ without formadtiications.

We should note that the relevant social partnars@adate with the above note as they take
into account the new demands of the labour mankettd the new forms of employment
which emerge out of the restructuring of new caadg of labour. Additionally, we refer to
a new qualification system for the new policy didar advisors in Greece who are in
charge of the local centers of employment of OAEDganization of Employment of
Labour Force).
The orientation toward positive targets, such &sdbvelopment of the labour force,
personal autarchy and growth, and social incluarersought after targets. The validation
of success of national policies concerning socakdies with securing a network of
services, the social rights of vulnerable sociaugs, the securing of psychological and
social health, and their implementation as actole@s for employment. This new type of
social policy creates a new framework of cooperatlefined through cooperation as a
contract involving all the partners who could p&ayole in implementing such policies.
Necessary pre-condition for the success of thisyd its inclusion in the decentralization
system foreseen by the new policies of local dguakent.
In addition, we encounter the emergence of issekesed to political will and political
perception, redistribution of resources, the fuorai scheduling of the periphery, the
relationship of the social space with the laborketpone, the participation of NGO in
planning, materialization and validation. Furthere) we highlight the important gaps of
the necessary information (research data etc)alisence of institutional links which
promote social cohesion causing the weakening hattesing of the planned targets.
Beyond the above worries, we feel that there isine@mprove rational planning for the
materialization of equal opportunities, the respétiuman dignity, and the establishment
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of adequate conditions that will reduce the so@atl economic exclusion of
individuals and groups.
The (seemingly) broadening of scope of KESYY vigisathe socially exclusive groups
and, at last, the recognition of a wider role fa Y, that will not any more be restricted
to ‘individual and group’ support, is accepted goaitive step. The widening and the
approval of the above step contribute to the dewretmt of working models, the
production of methods and tools, the training aedsgization of a wider public. The
widening of scope increases the number of the b@aeés (families and protected kin
members) and leads to the utilization of services anly on behalf of the socially
excluded, but also of those in danger of beingadlycexcluded.
It could be especially reinforcing for the coopematof Centers for Employability (KPA)
and labor counselors. This suggestion — necessany opinion — gives the chance to
restore cooperative relations, during the interisugdime, focused on the local level which
brings close together groups’ needs with laborgoedi It forms programs of horizontal
intervention for the people, as well as prograntsamfiing for the working force of KPA in
an effort to make communal work approach issuesngsloyment. The widening of the
demands of the labor market, the profile of thetabs, the registering of the position and
beliefs of the employers, the evaluation of demamd supply on a local level, from the
KPA point of view, and the widening of individuatésocial needs, the accommodation
and the construction of plans according to the dyosof socially excluded individuals or
groups, the development of politics against exolusand the comprehensive intervention
onto urban and peripheral spaces (group targetesisible to provide us with the picture
that today is hidden (poverty, black market, urbation, poor living conditions, lack of
social services, housing, etc.); it could also mlews with the answers of how the
situation could be improved.

H napovoa eionynon eotidlel otic moMTIKéG TOv TPOSPAETOVY GTNV EVioYLON VEWOV
HOPOOV OTacyOAN NG KO EMLYEIPTUATIKOTNTOS, Ol OTTOIEG OVATTUGGOVTAL COLLPOVOL LLE TIG
EVPOTOTKEG OEUATIKES TPOTEPOALOTNTES Y10 TV KOTATOAEUNON TNG aveEPYiog Kal TV dpon
TOV eUTOdi®V EVTAOOY OpAd®V Yo opain TpdsPaoct oty ayopd epyaciag. [leportépw
JlEPELVA TO TAAICLO KOl TNV OMOTEAEGHOTIKOTTO TOV TOPEUPACEDV e OAOKANPOUEVT|
HOPOY| Kol TEPLEYOUEVO TPOS aLTH TNV KotevBvvon Kabdg kot Tic dvvaTdtTeS Yo
EVPVTEPT EPUPLOYN CVYKEKPIUEVMV TPOKTIKDOV TOV OVOOEKVOIOVTOL LEGO OO O1EVPVUEVL
ETOLPLKG OYLLOTOL, TO OTTOT0L VAOTOLOVV KOWVE TTPOYPAULOTO EPYACLAOV Y10 TNV EMITELEN TOV
TOPOATAVE® GTOYDV.

A6 TNV TOPOLGIACT] TOV TOMTIKAOV KO TNG EUTAOKNG EEEIOIKEVUEVMV POPEWMYV, OALA KO
OPYOVICLAOV KOWMVIKNG TOAITIKNG EMIYEPEITAL L0 KPITIKN TPOGEYYIOT CYETIKA UE TNV
EPAPLOCIUOTNTO EVIOIOV EVEPYNTIKOV TOMTIKOV OVIILETOTIONG BedTmV Tov dmtovton
TV EOvikov Zyediov Apdong yio v Amacyoinon 22<ot v Emyepnuotucomta. H
KPLTIKT] OUTN TPOCEYYIOT| EMKEVIPMOVETOL KUPIS otV adtapopomointn pebodoroyio wov
KOAOVVTOL VO 0KOAOVOGOVY Tl KPATN PEAN KOl O TGTOTONUEVOL OO QVTE POPEIC TOL
dPOLVV GTO E6MTEPIKO TOVG, KUPIMG WG TPOG 0L) TIG EVEPYELES TTOV OVOAQUBAVOLY Yo T

22 Bh. oyet. EOvikd Xyédwo Apdong yio v Araoyoinon (EXAA), 2000 — 2004.
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oOVOEDT EMAEYUEVMV OVTIKEIEVOV KOTAPTIONG HE TNV amacyoinon 23 kot ) tov
TPOGOOPICUO TV OpAd®V Kotvavikoh ATOKAEIGHOV, 01 0TtolEg Elval KUPImE Ot £V dSuvapEL
OPEAOVIEVES OO TNV AOKNGN TOV TOPATAVED TOMTIKOV.

H gmioyn ohoxkinpopévov tapeppfdocmv yio v Amacyoinon

Koatd ™ odexaetia tov 90, oe Oha ta Kpdatn — Méln g Evponaikng Evoong,
avedeiydnoav TpofAnpato oy oyopd epyaciog, yio Ty iAot TV 0TolmY 01 KAUGIKES
pébodot avtipetdmong dev kapmoeopnoay. Ta mpoPArpota ovtd lyov TOAAES KOWVMVIKES
KOl OLKOVOULKEG TTPOEKTAGELG KOl UTOPOVGOV VO OTOTELEGOVV ATTEIAN Y10l TNV TTOPEiDL TNG
avantoéng tov Kpatov — Meiwv. T 10 Adyo ovtd, onuepa, n «mpodbnon g
ATOGYOANONG» OMOTEAEL TOV KEVIPIKO GEOVA TOL GLVOAOL TMV TOMTIKOV TOV
epappoloviat o€ BvIKO Kot evpomaiko eninedo, evd yivetatl mpoondbela va evioyvbei o
KOW®OVIKOG d1aA0Y0¢ o€ BEHaTO TOL APOPOVV TN GUVOEST) TG EKTOUOEVONG LLE TNV OyOpa
gPYOCiOg Kol TNV KAALYN TOL KEVOL TMV 0EEI0TTMV TOL OTOLTOVVTOL OTIG VEES LOPPEG
opybvoong g epyocioc. IlapdAinia OwceaAiletor m 160TMTAL OTIG gVKOPiES
Ao OANONG KO ETAYYEALOTIKNG KATAPTIONG 1) avafabiiong tov de&lottav. Ewdikdtepa,
KEVIPIKO GTOYO GTNV DAOTTOINGT TOV TPOYPUUUATOV KATAPTIONS ONA®VETAL OTL ATOTEAEL N
avamTuén Oyl LOVO TV OVGTPA EXAYYEAUATIKOV TPOCOVTOV TOV CUUUETEYOVTOV OAAL KO
TOV EVPVTEPMOV IKOVOTHTOV TOVG, LLE WOLOITEPN ELPOCT) GTIV AVATTUEY TG AVTEVEPYELNG KO
™G TpTOPovAiog TOVG.

Emniéov, o Opog «amacyOAnom» Oev OVOQEPETOL OMOKAEICTIKA KOlU HOVO OTNV
KOTOOAEUNON NG avepyiog, aALA kol o€ (NTAUATO TOL OPOPOVV Kol TOAAEC AALEC
TAELPEG TOL KEPOANLIOL «EpyOTian, OTMG TN PEATIOGN TOV GLVONK®OV Kot TN S1ELKOALVOT
™G TPOGPacNS otV ayopd epyaciag. Zuvoéetal emiong OAO KOl TEPICCOTEPO LE TNV
EMOYYEAUATIKY] KOTAPTION,24 TN O Piov pdbnon kobmg Kot v TOVOON NG
emyEPNUATIKNG Opaoctnprotnrag. H Xvveyilopevn Erayyelpoaticn Katdption paiveror va
ouVIoTd pio. TPOCEOPN TMOMTIKY) EMAOYN WE TNV OmOld EMTLYYAVOVTAL TOAANTAES
AertovpyieG. ATOKTA €mIONG TO YOPOKTAPO MOG KPOTIKNG TOMTIKNAG UE TNV Omoia
emMOIMKETOL M Olaxeipton wpoPAnudtomv mov mpokdmTovy eoutiog TV dPHpOTIKAOV

23 Ev dyet g évapéng tov 3ov K.ILE., avoeépetatl xopaktnplotikd 6Tt 1o véo “Emiyeipnolokd
pdypappa “Anacyoinon kot Exayyeipotikn Katdption” 2000-2006 givor 1 éxppacn g EBvikrg
[MoArtikng AmacydAinong, 6to mAaioto g avtictoyng Evponaikng [ToAtikng, oto [lepiknymn Xyediov
Emyepnoiokov [poypdappotog “ Anacydinon kot Exayyeipotikn Katdption” 2000-2006,Y mtovpyeio
Epyaciog kat Kowvavikdv Acgpoicewv, EKT, Oktdpprog 2000,6. 4.

24 3¢ avtifeon kuping pe Tig xopeg g Keviping kot Bopelog Evpdnng, ot cuvOkeg mov yévvnoav
otV EALGSa T0 VEO 181aitepo pOLO TNG EKTAIdEVONC KOt EWOIKOTEPO TNG EMOYYEMLOTIKNG KATAPTIONG
TPOEKLYAV €V TOAAOIG OO  E1GOYOLEVES TOATIKEG YOPIG VO DVTLAPYEL IOLOLTEPT] TPOEPYATIA TNV EPELVAL
OYETIKA [ TN 6VLEVEN EMAYYEALOTIKNG KATAPTIONG KOt ayopds epyaciog. [a pia amod Tig épeuves TAVD
otV onoia oTNPixOnKav o1 cuykekpluéveg moMTikEG Katdptiong PA. Metron Analysiscar VFA,
Yrovpyeio Epyaciog, IobAog, 2001.H épevva npocéyyioe éva deiypa 6228emiyelpcemv e oKOTO Vo,
avadeigel Tig avayKeg o€ BE0ELG EPYACING TV EMYEPNCEDV DGTE VO, GLVIEDOHV e EEEIOIKEVUEVEG LOPPES
oLVEXLLOLEVG KATAPTIONG AVEPY®V.
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TPOPANUATOV TNG EAANVIKNG KOWVOVIOG Kot EWIKOTEPO TOV KPATOLG TPOVOLOS. 25
[TapdAinia, didetan Wraitepn EREACT GTNV OVATTUEN VEOV EVEAMKTOV TPOT®V EPYACTOGC
7oV GLVIVALOVV TNV AGPAAELL TOV EPYALOUEVMV LE TNV EVEMELN TV EMYEIPNCE®YV, £TOL
MDOTE 0 GLVOVOGUOC EPOUPLOYNG VEOV HOPPOV OTOCYOANONG VO TPAYLLOTOTOLEITOL LUE
upoaon Kot caen mpoimdleon v acedieln Tov epyalopévov. Emmiéov guvoeitan o
EKGLYYPOVIGLOG TNG OPYEVMOOTG TNG EPYACIOG KO 1) TPOCUPUOCTIKOTNTA TMV EXLYEIPT|CEDV.
26
"Hom am6 1o 1993n Evponaikn Evoon enyeipel vo EVOOUOTOCEL OTIG TOMTIKES TG TOVG
TPOPANUATIGHOVG Y10 TNV KOTATOAEUNGT TNG OVEPYING, TV EPOPLOYN TPOYPUUUATOV
KATAPTIONG2 7 KOl TNV TPo®ONon g omacyOANonNc28 evd o1 cuvExela TpoéPfAeye pia
oelpd pETpmv kot decpevoev petash Evpondikng Emrponng kot tov Kpatov-peidv mov
a@opovV TN OlaTHPNoN TV VELOTAPEVEY Bécemv  Kabdg Kot T Tapakolovnon g
KOTAGTAONG TG anacyoAnong oty Evponaikr Evoon and 1o Evporaikd Zvpfoviio kot
TNV £K500T GLUTEPUCUATOV-CGVOTAGEMV TPOG TIC KLPEPVNoELS. EmumAéov pepuva yio
Oéomion HETPOV GYETIKA pE TN YPNUATOOOTNON TAOTIKOV GYESI®V TPOS OPELOG TNG
anacyOAnong kot M ovykpodtnon Emrpomng AmacydAnong yio v mpodinon tov
GUVTOVIGHOV TOV £6VIKOV HETPOV, TOV S10AGYOV HETAED TOV KOWMVIKAOV ETOIP®V KOl TN
STHTOOT VITOdEIEEMV.
To6c0 610 TAaico ¢ Evponaikrg Xtpatnykng, 660 kot tov E6vikon Xyediov Apdong yio
™V ATacyoinon, vroypoppileTar ) onpocio g Evepyomoinong 6€ TOmKO EMIMEDO KL TG
aviAnymg evepyod poilov ¢ Tomkng Avtodioiknong. H onuocio mov amodider
Evponaikn Emtpont oty evepyomoinom TV TOTIKOV pOPEDV AVTOVUKANTOL GE GYETIKEG
TPOTOPOVAIEG Kot TpOoypappaTa, Tov avérafe non and to 1996.
"o v viomoinon oyediov 1 cuvtovicpévev evepyeldv OhokAnpouévng Hapéppaong
TPOTAPYIKN Kol amapaitnn mpoindOeomn amotedel n avamtuén g Etopikdtnrog kon
ovvépyelnc.29 Evdewktikd umopodv va emonuoviodv : a) Ta Tomkd Zopeova
Amnacydinong, ta onoio otnpiloviot 61N €0EAOVTIKY] CLVEPYUGIO TOTIKMY POPEMV KOt
£YOLV GTOYO TNV EVOOYEVY| TOTIKT AVATTVED, TV TPO®ON oM TG amacydAnong o€ PLootpeg
KOl  OVIOYOVIOTIKEG TOPOYOYIKEG OpOCTNPOTNTEG KoL  OTN  OUOPPMOCT TV
KATOAANAOTEP®Y SLVOTAOV GLVONKOV Yol ETYEIPNUATIKEG OPACGEIS TOV EKTIHATAL OTL
av&avouv v anooyoinon.30P) ta Tomikd Tyédia Apdong yio v ATooyOANGT, T OT0ia,
avantoyOnkay amd v Tomikn Avtodloiknomn TV Kpatdv HeAdV, Le oTdyo TN depehvion
KOl TOV TEPOAUATIGHO Y10 TV €pappoyn TS Evpomaikng kot EOvikng Xtpatnykng yo v

25B\. oyet. K. Anpovldg : Kpdrog Ilpovoiag kou Enoyyeruotiny Katdption. H mepintwon te EAGdag
(1980-2000)Ab1va, . 12.
5 BA. oxet. ZuvOnkn tov Apotepvtap, ota OEHATO TPOSAPHOYHS TOV 0vEP®TIVOL SUVOUKOD KOl TV
EMYELPNCEDV GTIG SAPKMG HETOPAAAOUEVEG CUVONKEG OPYAVMOONG TNG EPYOGING.
27 H avayvmon TV oToTioTiKOY 0£d0pévay pog deiyvel 0Tt kabmg avéavet 1) avepyia kot Wiaitepa n
HakpoypoVIo. avepyia TV VE®V, 01 0Toiot dev oTotyEl00eTObV dtkaimpa AYnG ETOOUATOV avepyiag,
aLEAVEL 0 POAOG TNG EMAYYEALOTIKNG KATAPTIONG OTNV OVATOPOUY®OYN KOl EVOOUATOOT TNG EpYOCIiog Kot
gvioyvetat 1 Papdmra g Zvveylopevng Enayyeipatikng Katdptiong. BA. oyxet. K. Anpovddg : 6.1, ©.
99.
28 BL. Agvkn| Biflog yio tnv Avamtoén, v AVIoy@vioTIKOTNTA KOl TNV ATOGYOANGT).
29 Yrovpyeio Epyaciag : Ewdwmn Yanpeoio Zovtoviopotd & [apaxorovdnong Apdcemv EKT, Eykidkiiog
Yo TG OAOKANpOLEVEG TTopEUPdoels kat cuvépyeta, 2002.
30 Zmv EALGSa Aettovpynoay mrotikd Tomikd Zopenva Atacydinong otig meptoyés: Apaua, Koldvn
kot PAopwva, Hpobio, Mayvnoia, Bowwrtia, Ayaio, Avtikn Afnva kot [epoid.
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AmacyOAnon o€ TOMmKO EMIMEDO, LECH OO EVEPYNTIKEG GUUUETOYIKES OLOOTKAGTES, KOt
TOV TPOGOLOPICUO TOL POAOL TOV TOTKOV apy®v o€ avt).31 EmmAéov, 1 Kowotikn
[Tpwrtopoviia EQUAL, 321ov mpoknpuynke 1o 2001 amoterel Evay akOpa TEWPOAUATIOUO
Yo TV pon TV S10KPIGEMV KOl OVIGOTHTMV, TPOKELUEVOL E101KEG TANBVOLIKES OUAOES
va gvtoyBovv oty ayopd epyaciog. Baciletar otnv Evponaikn Xtpatnywkn yo v
AmacyOANoN Kot EMOIOKEL VO, GUVOPALEL TIC EOVIKES KOl EVPOTATKES TOATIKES GTO TOULEN
™G omaoOANONC.

O mpooceyyioelg avtég dokiudlovior ™G TPOS TN OLVOLLKY] Yio VPVTEPT] AVATTLEN GE
Evponaiko eninedo kol ¢ wpog pa véa peaAoTIKY] OuvatdTNTO Yo OETIKY| ETPPOT| OTIC
EVPOTOTKEG TOATIKES KOl TPOAKTIKES. Emdidkel emiong va evromicet kot vo avadei&et Tig
KOWEG 0pacels Tov Epyov cuykekpipévov Avantuélokdv ZopmpaEemv 6Tous TOUELS TG
Amnacyoinopottag, Avantuéne Enyeipnpaticod nvevpotog, [posappoctikomrag, Towmv
Evkaipiov yia MNivaikeg ko Avdpeg kKot Artovviov Acvro,33 O ckomdg avtdg amotelel
aQeVOC TO TPMTO Prpa TNG O0OTKAGING EVIOMIGHOD TMOV KOADY TPOKTIKOV KOl TOV
JUVOTOTNT®V €LPVTEPNG EPAPUOYNG KOl OQETEPOV  GLUUPGAAEL oV gvioyvorn g
Evponaikng [Toltikng yio v Anacydinon kot otov [poypappatiopd tov AtapBpotikdv
Tapelov evioyboviag tovg TPOTOVG GVVOESNG Kol avaTpoPodotnong twv Efvikav
Oepatik®v AKTOOV L Ta ovtioToryo Evporaikd..

2V katehBovvon ot 0t GLUUETEYOVGEG AvarTuElakés Zoumpdaels mapovstdlovv v
TPO0O0 TOV EPYACIOV KOl TO OMOTEAEGUOTO TOV EPYOV TOVG OTO TAOIGLO €VOC VEOL
SIKTLOWUEVOL TEPIPAALOVTOG OpAcE®MV e KOWO yapoaktipo Kot okomd. EmmAéov, n
onuovpyia tov Kowav [poypappdrov Epyacioac34 arotedet Evo onuovtikd frpa yio tov
TPOGOIOPIGHUO KOl TNV OVAOEE TOV KAADV TPAKTIKOV, OAAL, TEPAUTEP® KOL Yo TNV
eVPUTEPT EQPAPUOYN TOV TEAEVTOIOV HECH® TNG TPOSTIOENEVG a&iag Tov Onpovpyel 1
SKTLVOWPEVN cvvepYacia TV PopimV TV A.X ko Evtaén toug ota Evponaikd Ospoticd
Aiktoa

[Mopovcidlovtar emiong emeepyacuéves otpatnykés ywoo T AKTO®on Aopdv
Amacydinong Kot ZuUBoVAELTIKNG VTOGTHPIENG OVEPY®V GE TOTIKO 1] KOl TEPLPEPELNKO
eninedo, o1 omoieg pmopoHv va LEATIOGOVV TNV TOLOTNTO TWV EVOTOMUEVOV VITNPEGUDY KO
TNV TOPOYN EVKAIPLOV OTOGYOANONG G€ ATOUA OO SLOPOPETIKEG OUADES OTOYOV. XNV
KatevBvvon avt evromiletor Kot 1 SUOPE®OT €vOG eviaiov TANIGIOV  TOLOTIKAOV
TPOJAYPUPDV , KPITNPIOV Kol SIEPYUSUDY AEITOVPYIOG TV SOUMV TAPOYNG VINPECLOV
amacyOANoNG Kol GUUPBOVAELTIKNG VIOCTAPIENS HE EUQOCT OTNV  EVioYLom 1TNg
OMOTEAECUATIKOTNTAG TOVG Kol TN HETEEEMEN TOVG GE OOUEC LLE CUVTOVIOUEVEG EVEPYELEG
oroxkAnpopévng mapéuPacnsg. 35 Ilpokertar yw T OWHOPP®ON €vOG  TANLGIOVL

31 210 mhaicio g ouykekpiuévng tpmtoPoviiog g Evponaikng Enttponrg, otnv EALGSa
avantoynkav mAotikd Tomucd Zyxédia Apdong ya v Amacydinon otovg Afnpovs: Aypviov,
Apapovoiov, Hyovpevitoag, Kdte Nevpokomiov, Opeotiddag, Xaikidog kot KaiiiBéag Podov

32 BA. Equal,0dny6¢ Xyeduaopon, 2001

33 BA. 4.1, ta Zyédo. Apdong tmv Avantvélakdy Tounpdéewmv, ol omoieg £xovv ekdnidoet TV Tpdheo|
ToVG va cuppeTdoyovy 610 EBvikd Ogpatikd Alktvo «AKTomon Kot ZUVTOVIGHOG VITOPYOVCHV KOl VEDV
dopdv kar peteEEMEN ToVg 68 One-stop-shops».

34 BA. Ynovpyeio Epyaciag, Equal, Zovta&n Kowod Hpoypdappatoc Epyaciov (KIIE), 2003

35BA. A.X : E-Quality , Yrovpyeio Epyaciog —Kowotikn IIpmtoBoviia Equal
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CLOTNUOTIKNAG Kot PudoIUNG cvvepyaciog HETOED T®V OOUMOV , TOV GLAAOYIKOV
OPYOVMDOEWMYV, TOV EPYOOOTOV KUl TV OUAO®V GTOYOL HE EUPOCT] OTN CLVOECT) LE
INpodc1ovg popeic kot kupimg pe ta Kévrpa IMpomOnong Aracydinong (KITA) tov OAEA
kot to. [papeio IpodOnong Avépywv oty ayopd epyaciog tov Kévipov Erayyelpotikng
Katéptiong (KEK). Na onueiwdei 61t amd 1o 199%Ndpvovtat kat tibevtan og Aettovpyio
ta Kévipa IpoiOnone Aracyoinons (KITA) wg véeg dopég tov OAEA, 610 mAaiclo tov
omoimV Y10 TPMTN POPE EMYEPEITAUL £VOL TTLO GLGTNUOTIKO £PYO CVUVOEGTC TMV OVEPYMOV LLE
™mv ayopd epyaciog, otn Pdon pog mo egoatopkevpévng tpocéyyionc. Ilpog o mapodv
Aertovpyovoe meplopiopévog apBpdg Kévipov povo oty mepoyn g ATTIKNG VO
TPOoPAETETOL 1] GTAOIOKY] ETEKTACT] TOVG 0 OAN TV EALGO

IIpo@ik epyacrakot coppoviov

g o mapaAANAn katehBvvon okomds pog véag Tpmtofoviiog oty onoio cuvepyoHv Ta
vrovpyeia Epyoaciog wor TTodeiog elvar o eviaiog oyxedlacpdc TOV GLGTNUATOV
G VVOESN G EKTOIOEVOTG KO KATAPTIONG LE TIC VEEG OVAYKEG Ol OTTO1EG TPOKVITTOVY GTNV
ayopd epyosiog. Yo v oumpéAa eVOC KOVOU GLUGTHUATOS S10GVVOESNG, ETOUDKETAL O
GUVTOVIGUOG TMV EVEPYELDV £TGL MGTE VO, IKAVOTOLOVVTOL Ol TPOCOMIKEG KOl KOWVOVIKEG
AVAYKEG TOV ATOUWMV GE YVAOGELS KO OEIOTNTEG, KAOMDS KoL 1) KAALYT| TG ayopds epyaciog
pe €EEIOIKEVUEVO ETAYYEALOTIKA OTEAEYT], Ol EWIKOTNTEG T®V OMOI®V QaiveTon va
TPOKVTTTOLV KOl OO TIG OVOLLOPPMUEVES EKTTAOEVTIKEG AVAYKES TTOV OITOTVTTMOVOVTOL GTOL
TPOYPALLOTO CTOVODV TMV TUNUATOV TNG KOWMOVIKNG EXIGTNUNG.

Ymyv gumdokn Tov 000 Ymovpysimv ot dpdcelg eivar dtakpitég kabmg 1o Ymovpyeio
[Towdeiog SOHOPPOVEL TOMTIKEG OV QPOPOLV TN deVTEPOPAOO  EmaryyEALOTIKN

EKTOOEVOT KO TNV OPYIKY| EXAYYEAUATIKY KOTAPTIoN evd T0 YTovpyeio Epyaciog kot
Kowovikdv Acpoaricemv moMtikég mov agopodv tn Zvveylouevn Emayyelpotikn
Kataption. [apdAinia, o Kowvog 6tOY0c Tov dlapaivetal amd ) cuvepyosio TV dVO
Ymovpyeiowv givor 1 01060HVOEST TNG EMOYYEALATIKTG EKTAIOELOTG KO KATAPTIONG LLE TNV
amocyOAnon.

Ta vroovotpate pHécw TV omoiwv vVAomolovvTatl ot Bacikol Kot MPUEPOVS GTOYOL
aQOPOVV TNV EPELVO, TOV AVOYKDV TNG AYOPAS EPYACING, TNV EMAYYEALATIKY EKTTaidEvo),
TV apYIKn Kot T cuveXLOpeVn emayyeALOTIKN Katdption. [dwitepa yio t0 vioudTiKo
YOPO Kl Yo TO UIKPOTEPA Vol 6to Beocuikd mhaicto mpoPAépbnke n dvvotdtnTa
YPNCLOTOINOT|G KO LUT) TIGTOTOMUEVOV SOUMV, OTMG GYOAKES 0iB0VGES Yol TN dlevépyELn
TOV TPOYPUUUATOV KATAPTIONG G’ OUTEC.

[Tepartépm Kol PE GUVTOVIGUEVES EVEPYELEG OAOKANPOUEVOV TOPEUPACE®Y VoL TNV

amacyOAnon  dlepeuvolvTal TPOMOL  MIGTOMOINGONG  EMAYYEAUATIKOV TPOCOVI®V, O
EMOLYYEAUATIKOG TPOGAVATOMGUOG KOl 1] GUUPOVAEVTIKY o€ Bépata epyactakng vtadng
KaOdg Ko eVEPYELEG TPOMONGNG 6TV Oyopd Epyaciag.
2T TOPATAVE EVEPYELES  1O1OHTEPO EVOLOPEPOV TOPOVGLALOVY Ol TPOOTTIKEG TTOL
dwvoiyovtor yuu TtV GOKNOTN VEOV ETAYYEAUAT®OV OTOV KOWMOVIKO TOUEN KOU OF
CLYKEKPYEVOVG TOUELS, LEGT A0 TOVS OTTO10VG TPOKVITOVV VEEG LOPPES OTAGYOANONG KOl
EMOYYEALLATO, EVA TPOG SLEPEVVNON EIVOL 1) OIKOVOUIKT] TOVG KOTOYVP®GT], 1 KOWVOVIKY|
Tovg kotacimon, aAAd Kot o1 TpOTOL TGTOTOINGNG TOVG.

‘Eva and 1o véa emayyélpota mov GuvOEETOL e TN Agltovpyio, TNV Opydvmor Kot

OTEAEYMOT OA®V T®V SOUAV TOV TPOGPEPOVV VN PEGIES GLUPOVAELTIKNG KOt TPO®ONONG
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otV anacyoAnon givor avtd tov Epyaciakod Zvpoviov yua to Tpopil tov omoiov
kabmng ko TG owbéoyuec peBodovg, TEXVIKEG Kol gpyoieion mov  a&lomolovVTOL
neptlappévovon
A. Tvromoinon Tov TPoEiA Tov ZvpfovAov
-Opiopdg — Aldkpion pe GALES ELOIKOTNTEG
-Tomikd kot ovclacTikd Tpocdvta — Oe&1OTNTEG
-Emayyehpatikés a&ieg — deovroroyia
-Agrtovpyiec mov aokel kot tedio mopéppaong
-[TAaiclo — 6pot doknong tov £pyov Tov GLUPOVAOV ATAGYOANOTG
B. Avayxec Emuopowong oyxetikd pe
-E&educevpévec Opdodec Xtoyot
-Epyadeia Zvppovievtikng
-Agirovpyio TG ayopdc epyaciag 1 TOUEIG TNG ayopds Epyaciog
-Agitovpyiec tov cvpfovrov 36
Kevtpucd pmvopa ivar, mog n katamorépmon g ovepyiog stvan Eva e£apeTikd TOAVTAOKO
{Tnua Yo 1o 0oio aoUTEITOL 1) GUVTOVIGUEVT OPACT OA®V TV SOTKNTIK®OV EMTESMV,
KaBmg ko Tov Kowovikav etaipov. O porog ¢ Tomkng Avtodloiknong eival moAd
ONUOVTIKOS, Yiati ot yvopilel KOADTEPA TIC TOMIKES 1OOUTEPOTNTEG KOl UTOPEL e
gveMéla va eLYuYDGEL KoL VO GLVTOVIGEL TNV ovatTuELloKT| TPpooTadeio e KAOe mepLoyn.
Emumiéov, avtoyomvioTikég cuvONKeg ETKpaTohV CHUEPA GTIG OIKOVOUIES KO OTIC AYOPES
gpyoaciog kol meplopilovy onuAvIIKG TIG €uKoPieg amacyOANONG Yo GTOUO TTOV
eUPOVIfovUV KATO. GOUOTIKT, YLYIKN, 1| KOl KOWOVIKY peovektikotta. Emmiéov n
KATAOTOGN GTNV EAMNVIKY| ayopd gpyaciog mov yapaktnpiletat amd vynin avepyio kot
ALEAVOLEVO LAKPOTPODEGLO OTOKAEIGHO Ao TNV ayopd epyasiog, Snuovpyel tpdcbeteg
dVOKOALEG €vTaéng oV amacyOAnon Tov eumaddv KOWOVIKOV opddwv. Me 1 véa
TPOYLLOTIKOTNTO, TOV ONLOVPYELTOL AOY® TNG AOENOTG TOV LETOVOUGTEVTIKOV PEVLLOTOC TTPOG
v EALGSa avédvovtatl ohoéva kot TeplocdTEPO TO TPOPANLOTO KOWVOVIKOOUKOVOUKNG
EVOOUATOONG Kol EMOYYEALOTIKNG €viagng mov avtipetonifovv ot Metavdoteg, ot
[TaAtvvootovvteg ko ot TToAtikoi TIpdopuyec. And v dAAN TAELPA Ol AVAYKEG TNG
ayopdc epyoaciog petafailoviar pe ypnyopovg puvluovsg, kabmg m elcaywyn véwv
TEYVOLOYIDV dNIOVPYEL VEEC TPOKANOELS KOl {0MG VEEG dLOKPIGELG KOl OVIGOTITEC.

XopoKTNPIOTIKN €ivol 1 OTOGTOCUATIKOTNTO, O KOTUKEPUATIOUOS KOl 1 EAAEYM
GUVTOVIGLOV TV EPAPUOLOUEVOV TOATIK®V, EVAO TPOTEIVETOL 1] AVTIKATAGTACT] TOVS OO
OAOKANPOUEVEG TPOGEYYIoES UE cOPT] KOOOPIGUO OTPATNYIKNAG KOl GUYKEKPIUEVOV
TPOTEPALOTNTMOV, Ol OTOIEC AMOTELOVV OVATOOTOGTO UEPOG TNG GUVOMKNG TOMTIKNG
ATOGYOANONG TNG YDPOS, AAUPAVOVTOS W1{TEPO LITOYN TIC AVAYKES TNG 0YOPAS EPYACIOG
KOl TNG OIKOVOUIOG, EWOIKOTEPO TNG TOTIKNG OVATTLENG.
210 mTAaic1o avTo 01 dpAcELS oL amevBuvovTal TPOg TG evadeig opdoeg amatteitol vo
AVAOEIKVOOLV €VOL YOpOKTN PO OV Vo, Baciletal otV apyn TG TAOTIKNG EPOPLOYNG Kot
TPOOONoNG VEOV TPOT®V KATATOAEUNONG TOV SOKPICEDV KOl TNG AVIcOTNTOG GTNV
amacyOAno”n Kabmg Kot TNV EVOOUATMOT TOV KOVOTOU®V TPOGEYYICEDMV GTOV KEVTPIKO
KOPUO T®V E0VIKOV TOATIK®OV Y1 TNV ATacyOANOT).

Atepguvovvtan emiong vEEG LOPOES amAcyOANGNG Y10 TOVG TOALVVOGTOVVTIES KOl TOVG
OIKOVO KOG LETAVACTEG H100VTOG ELPOCT) OTO IOLOUTEPA YOPUKTNPIGTIKE TOV PEPoLY padl

360.n
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amd ) YOpo TPoEAELOT|G ToVG. [Ipokeipévou va emtevyBel 0 6TOY0g avTdg KpiveTon g
onuavTIKO va avafaduicdovv to TpocovTa, o1 0eE10TNTEC KO 1) ATOGYOANGIUOTNTA TOV
atopov  ond TIc opddeg awtég mov onuepa Ppiokovtar exktdg ayopdg epyaciag. Ta
TPOcHVTA EMIGTC AVTMV TTOL NON £pYAlovTal, 01KA 6€ EKTEDEEVOLS Ko VIOl TOUELS,
TPEMEL EMIGNG VO OVOVEDVOVTAL KOl VO, EVIGYVOVTOL. EmmAéov 1 ikavotnta Yo avémroén
EMYEPTNUOTIKOD TVEVUATOC TTPETEL VO O1eVpLVOEl Kot va. eEacpaiicdel 1 ion cvppeTom
AVOPMOV KOl YUVOIKADV GTNV ayopd epyaciog.
Téhog, avadlvovTol GUYKEKPIUEVES GTPOUTIYIKEG Y10 TNV KOTATOAEUNOT TOV JlaKPIcEDV
AOY® QUAETIKNG, N €BVIKNG KaTaY®YNG , Opnokeiag 1) menolOnceWV.
Emniéov Oepevvdrtor n e1caymyn vEOV ETAYYEAUAT®OV GTO YDOPO TNG KOWMOVIKNG
owovopiog, TG KOwaViKNg vyeiog kot mpdvolag kabmg kol oe eopeig g Tomikng
AvT0d101KNoNG  S1EPELVAOVTAG TIG KOWVMVIKEG KOIVOTOUIEG GTO YMPO TNG EPYUGIOS TOV
EVIOYVOVV TNV KOWVOVIKTY GuvoyY|, Kupimg o€ emimedo [eprpéperoc. Katd tov idto tpoTo
eCetalovtar To dtpHpwTikd mTpofANuaTe AoKNONG KOWMVIKNG TOMTIKNG Kol Ol dOUEG
opybveong g epyaciog o Kovovikég enyelpnoeic. To Bépata avtd egtalovion 6To
mhaico ™¢ Evponaikng [Moltikng yio v Amacydinon kot t petappOopuon tov
Evponaikod Kowvovikod Movtélov mov mpoPAémel 10 6TAdIOKO TEPIOPIGUO TV
EMOOUATOV OVEPYLOG KOL TNV EI0AYMYTN EVEPYNTIK®OV TOATIK®OV Yl0L TNV EVIOYLOT TNG
ATOGYOANOTG.
Metalh TV evepyNTIKOV TOMTIKOV amacyOAnong, n Xvvexllopevn Emayyelpotikn
Koatdption avépymv ko epyalopévov @aivetor Twg eival 1 ETIKPOATOVCH TOMTIKY GTN
YOPO pog, kabmg amevbivetor e peyaAvteEPOo apBpd atop®v am’ 0Tt T0 GOVOAO TV
VIOAOITOV EVEPYNTIKAOV TOMTIKOV OmAcYOANONG KOl OTOPPOPd LEYOADTEPO TOGH
YPNUOTIK®OV TOP®V TOGO GUVOAIKE , 65O KOl KATA GTOLLO.
Xy kotevbovvon avtn Bpiokovtal ot petappuOoTIKEG TOAMTIKES 6TO YDPO TS Yyeiog
ko [Tpovolag kabm¢ Kot 01 VEEG TPOOTTIKEG TOL O1AVOTYOVTOL GTO YDPO TNG KOWVMOVIKNG
owovopiog, kuplwg pe tov véo evepyd poro g Tomkng Avtodioiknong ko tn dnpovpyio
vémv Bécemv epyaciag o€ EMAYYEALOTO HE KOWMVIKO YOPOKTNPO,. EVICYVLOVING TNV
anacyOAnon oe tomko emimedo. Me Tig petappvOuioslg avtéc ot gopeig Tomikng
Avtodioiknong o€ ouvepyacia pe KOVIKoOS ETaipovs, un KuPepyntikohs eopeis kot
ONUOGLOVG OpYAVIGHOVG  avoAapfdvouy TV KOpla vBHVN 6NV TAPOY| KOWOVIKOV
VINPESLOV Kol dtayepilovtol og pa véa Baon Ta (NTHLOTE TG KOWMVIKNG TPOVOLOC.
Téhog, eEetdlovtor Ol TPOOTMTIKEG VEWMV, TOTIKOV YOPOKTINPO  ETLYEIPTLATIKOV
dpACTNPOTATOV Kot TPOTOPOLAIDV 1oL entyelpovv ot OTA cg GuUTPAEELS [LE TOTIKOVG
KOW®OVIKODG KO TOPOY®YIKOVS POPELC.

Epyocwoxi] £évroén Kot Kowveviky] EveopatToon

X710 onueio avtd N gloNyNO” EKTEIVETAL GE dVO AEOVEG, 01 0TTOT01 GLYKAIVOLV GTNV TTopEia.
Kol ovvBETouy o eviaio Tpdtact. O npdtog dEovag oTéKeTal KPLTiKd o€ BEpoTa mov
TPOKVTTOLV OO TIG VEEG TOATIKES KOl TO GYEOACUO Yo TV EPYOCLoKn £vtadn Kot TV
KOW®VIKY] EVEOUATOOT KaB®G Kot 6€ BEpata mov apopohv TV TpOvoLe Kot TV KOWVOVIKY
epovtida, evd 0 de0TEPOG TN GVVOEST Kat EvTaln TOV KOWOVIKOV VINPECLOV Yo UN
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EVVONUEVEG OpAdeC TANBVoUOD pe TV amacyoinon. 37
H xowvovikn évtaén etvan o ohvOetn évvora, n omoia etvat 006K0A0 va oplobel Kol TOAA®
paAarov va petpn et emaxprpac. 38H oyéon g pe owovopkd peyéon, dmwg 1 KoTovoun
E1G0ONUOTOC, ) KON Kol e TO XoUNA 1660nua, 6nwg cvpPatikd opiletal n eToyEL,
dev yapoaktnpiletor amAn ovTe avaloyiKY]. OOV LE TNV TOMTIKY TNG KOWMVIKNG
EVOOUATOONG VILAPYOLV TPOPANUATO EVTOENG TTOV 3EV GLVOSEVOVTAL A0 YUUNAD EIGOOT LA
Kot TPOPANUATO XOLUNAOD EIGOONULATOG TTOL OEV GLVETAYOVTOL TPOPAT LT EVTAENC.
[Tavtmg, o KGbe mepintmon av kol 1 dw 1 oxéon Tov YoUNAoH E1IGO0OMUATOG LE TV
ATOGYOAN OGN TOPOVGIALETOL, GOUPMVA LLE TNV TOALTIKT] Y10 TV KOWVOVIKY] EVCOUATWOOT], GE
éva Babpo wg 1iuntépa ohvietn Alyotl puropolv va dS1apmvicovV TEPT TOL AVTOVONTOV, OTL
N avaBépuaven g ayopds epyaciog 0dnyel o€ amoPacIoTIKY Helmon Tov Kivohvou Tng
PTAYELNG KOL TOL KOWMVIKOD OTOKAEIGLOV.
Emumdéov, 610 avabempnuévo Zovtaypa tov 2001e16My0n dtdtaén Tov KaToyvpmveL pnTmg
KOl 6TO OvOTOTO duvaTo Becuikd emimedo to Kowmvikd kpatog. H ovvtaypatikn oot
avapopd GpBpo 25 & 1)kabiepdvel Kot TVTKA 6TV EAANVIKT Evvoun TAEN ™V apyn
™G KOW®VIKNG mpootaciog. Emiong ota dpbpa 116 &2 ko 21& 6 mpoPiémetarl o
EVOPUOVICUOG TOGO GE TPONYOLLEVEG VOLOAOYiES ToOL ZupfovAiov Tng Emkpateiog 6o kot
0TO KOVOVIOTIKO TAMIG10 oL 1oyVel o AAleg yopes ¢ E.E v Oépata mov apopodv
JLKPIGELG AMEVAVTL GE GUYKEKPIUEVEG KOVOVIKEG OLLAOEC.
[Mopd tadta woyvn TapovstdleTor Kot 1 AELITOVPYio TNG KOWVOVIKNG AGPAAONG MG TPOG
TNV EQOPLOYN OPYOVAOTIKOV HOPPDOV ELTNPETNONG CLYKEKPIUEVOV GTOY MV KOWVWOVIKNG
npootaciog.39 Na dievkpivicet emiong 1 dta@atvopevn d14KpIoN OVAUESO GTN PTMYELO
KOl TOV KOWOVIKO OTOKAEIGUO VIOYpoupilovtag 0Tl 0 KOWmVIKOG OMOKAEIGUOG deV
ouvOgeTal POVO HE TNV OVETAPKELDL TOL €L60ONUATOG, OAAG kKabBdg vmepPaivel Tig
EIG0ONUATIKES OYEGELS EKONADVETOL GE TOUEIG OIS M EpYaCia, 1 6TEYAON, 1| EKTOIOELOT, N
vyela Kou 1 TpodcPaot otig vanpecies. EmumAéov, 1 £évvola Tov KOV®VIKOD GTOKAEIGLOV
ouvogeTal Pe TNV EAAEWYT] OTOMIKAOV KOl KOWOVIKOV StKaloudtov mov Bsmpodvton
BepeAMdON, TV EAAELYN GUUUETOYNG OTNV TOPAYMYY| KOL TNV OTOAOVOT) KOWVOVIKOV Kot
IMNUOcI®V ayaddv, TNV EAAELYN GUUUETOYNG OTA KOWVE, OALA Ko 6TV Aoknon e€ovoiog.
[TapdAinAa, pe ) So@AALoT TG KOADTEPN G TPOGPAOTG OTIC VINPETIES TS EKTAIOELONG,
NG KOTOTOAEUNONG TOV AUECHOV KOl EUUECOV JOKPIGEMV TOV OVTLETOTILOVY Ol un
TPOVOULOVYEG OUASES, OALG KOt LE TNV EKTOVNON HETP®V, (TT.) OIKTV®V TTOV EVIGYHOVY TNV

37 H dwdikoocio tov AovEepfodpyov, 0nmg £xet LeiVEL YVOGTN 1 £KTAKT GUVOS0G KOPLPNG Y10 TV
amacyoAnon mov payuatomomdnke to 1997,£0ece tovg dpovg epapproync e Evpomaikig Ztpatnyiknig
v TV ATacyOANGoT. Zuykekpluéva, Tpocsdtopioe To poro g Evponaikng Emttponng, Tov Zvpfoviiov
kot Tov Kpotdv-peddv, toug khkiovg epoappoyns me E.Z.A., kabdg kot T1g katevfuvtipieg Ypoppés Kot
™ doun Twv Ebvikdv Zyediov Apdong yia tnv Atacyoinon (E.X.A.A.). To E6viko Zy£d10 Apdong yia
v Anacydinon, kabmg kot to EOvikd Zyédio Apdong yua v Koweviky Eveopdtoon (E.ZA.E.N.)
kataptifovton og Bvikd eminedo. Toeg evkatpieg onpaivet 1odTO GTNY TPOSPaon otV €pyacia Kot ion
petayeipton yo avopeg Kot yovaikeg. Anlodn i01eg eVKOIPieg KOTAPTIONG Kot VITOSTHPLENG TPOKEUEVOD
VO GUUUETEYOVY OTIV ayopd epyaciag pe Tig idleg mpobmobioeig O muddvag «ioeg gvkaipiec» otoygdet,
KOSKOTOMUEVA, 6TA OKOAOVOA: AVTIHETMOMTION OVIGOTHTOV HETAED TV 600 POA®MV, GUVILUGUOG
EMOYYEALOTIKNG Kot okoyevelakng Lmng, d1evkdAvuveon g emotpoeng oty epyacia, [IpodOnon
EVOOUATOONG TOV UTOU®V LE WOLOLTEPOTNTEG GTIV EMAYYEALATIKT Con
38 BA. oyet. Efvikd Zyédio Apdong yio tnv Kowovik Eveopdtoon (EXAEN) 2002«ko 2003
39BA. T'. Apitong : Apyég opyGvmong Kol AELTOVPYIOG TOL GLOTNUATOC KOWMVIKNG Tpdvotag, [Tamalnon,
AbMva, 2001,0¢\. 36¢en
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KOW®OVIKT GLVOYN 1 SIKTO®V Y10, TV KOWMVIKN TPOSPOPA Kot OAANAEYYON), kO Kot
vouobeTikdV pubuicemvy Yo TV enilvon Tov tpoPfAnudtov (6nwmg .y To Nopooy£dio yia
MV KOWoViKY eveoudtmon)40 enyepeitor 6Ny ovsio 1 S1EVKOAVVET TPOG TO PAGTKO
010%0, TOL givar 1 £vTaén otV ayopd epyaciog.
Na onpeiwfet £d0, 0TI 1 VEQ TOMTIKT TPOGEYYIONS € EUTOIKEVUEVO EMITEDO OEV Hmopel
va e&ovtAnel ota atopkd oyédia dpdong yuo Kabe ypnotn. Oa npénetl va eumiovtiletal
KO VO GUVOEETOL LLE TO KOWVMVIKE Kot £pYacilakd dopunuévo meptpdalov pésa oto omoio Ha
evtayBein Bo emavevtoyOei 1o ATONO DOTE VO PLOGEL TOVG KOVMVIKOVS OPOLS ETKVPMCNG
TOV OTOTEAEGLATAOV TNG ELYLYMOONS 1] TNG EVOLVAUWOGNS TOL EAVTOV.
e avtifen mepintoon vdpyel o kivovvog va. dnpiovpynoel o apynTikn aVToEKOVA,
pésO amd £vo EAAELLIO TPOCAPLOYNG GE EPYACIOKA TEPPAAAOVTA, OTOL TTapaTPEiTAL
emitaom Tov dyyovg Kot TV emddcewv. Entyeipovtag Aomdv po a&loddynon 6Awv Tov
Yyediov Apdong tov KEXY Y41 damotavel Kaveig Tic KAtwOL vanpesieg, ot omoieg, GALEG
HE EUUECO KOl OAAEG e AUEGO TPOTO, EVIGYVOLV TIG dladKacieg Eviaéng otV ayopd
gpyaciag, atopmv and gvmadeic opndadec.

Ot op1lovTieg anTéG VANPESiES, £TOL OTME TPOKLITOVY Od TNV AVAAVLOT TV GYESIWV,
TPOGPEPOVTAL GTOVG TOUEIS

-TNG KOW®MVIKNAG — VOLUKNG GVUPOVAELTIKNG VIO TNPIENG (ATOKNG 1 OLLOSIKNG)
-TNG GLUPOVAEVTIKNG OIKOYEVELNG KO OTOLOV Y10 KOWV@VIKT EvTaén —1| emavévtaén
- TpodONoNGg — oTNPIENG TNV AmacYOANoN

- EMAYYEALOTIKNG GUUPBOVAEVTIKTG KO EXOYYEALOTIKOD TPOGOVATOAIGILOV
-TANPOPOPNONG — EvacONTOTOINONG- EVULEPWONG

-KOW®VIKOTOOOYMYIKNG KO YUYOKOIVMVIKNG CTNPIENG

- VTOSTNPIENG YO TN POAAEN TOUOIDV

To mepieydpevo TV TapaTdvm LINPESLOV TPOGIOPILETAL MG TPOG TIG AVAYKES TNG OULASOG
o1HY0C.

Evdektikd avapépovpe 6Tl ovomdGTOGTO GTOLXELD 6T dtadikacio EVOLVAN®oNG etvor 1
EMOYYEALATIKY] GUUPOVAEVTIKY] KOl O €PYOCIOKOC TPOGAVOTOMGUOS, 1 deEaymyn
CLALOYIK®V SPACTNPOTATOV ONUIOVPYIKNG OmOCYOANCNG KoL 1 CLAAOYIKY AWM
ATOPACEWV.

H xowovikn kot epyaciokn tpogtolocio cuvovdleTon e TNV ApoT TV d10KPIcEMVY Kot
TNV EVOLVAL®GCT TOV ATOUMV OV ATEILOVVTAL UE OTOKAEIGUO amd TNV ayopd epyaciog. H
OAOKAN p®GT VTOV TOL KUKAOL TV EVEPYEIMV Umopel va fondnoet ta drtopa vo evtaybovv
0€ EVEPYNTIKEG TOMTIKEG OTOGYOANONG (TPOKATAPTION, KATAPTION, ATOKTNOT| EPYOCLOKNG
eunepioc, andtepo otodxo TV kdAvyn Néov 0éoewv epyaciog, N ™ Onuovpyio
enyepnoswv og Néot Erevbepotl Enayyelpartiec).

Y10 onpeio ovtd va onuelmdel  emdIwEN dvo LopE®V FEEIOTHTOV Yo ATOUN EVTOODOV
WJIRIONA

A) Kowovikég de€idtnteg, Omwc 1 avtonenoifnon, 1 cvvepyatikotnta, 0eE10TNTESG

40 BA. EOvikd Zyédo Apdong yo v Kowvevikn Eveopdtoon (E.ZA.E.N.), 2003
41 BA. Yrmovpyeio Epyaciog : Xxé610 Apdong yio tnv motomoinon tov Kévipwv Zuvodentikmv
Yroompwtikdv Yanpeowwv, 2002

262



263
GLAAOYIKNG €pyaciog, aAAG o’ O,TL @AivETOL KO 1 SOKIVOVVELGT Yo TNV AVAANYM
npowtofovAdyv, kATl TO 0omoio pmopel Kaveig va To dgl amd pio KPrtikn patid. B)
Enayyeloticég de€10mreg mov eVicyDOLV TO EMAYYEALOTIKO TTPOPIA TOL OTOLOV PLEGO OO
CUUTANPOUOTIKY EKTOIOEVOT Y10 TNV AVAAN YT ETOYYEALOTIKOD POAOVL.
"Etot, 1 obyypovn €vvola TG KOWmVIKNG @povTtidag TeptAapBavel dEGUES EVEPYELDV, OL
OTOlEC TAPAAANAL LLE TNV EVOLVALMOT] KOl ELYOYMCT TOV ATOUOL KOl TNV EVEPYOTOINGN
Kot EuocsONTOTOiN o™ TOL KOWMOVIKOV 16TOD GUUPAALEL KOL GTNV KOWVOVIKT KAOMOGS KoL TV
gpyactakn evooudtmon. ['a mapddetypo, 1 TPAyLATICTIKY EVVOld TG EVOLVALMOONG MG
SdKaciog aVTOOVVOUNG KOl ETIKOWVAOVIOKNG TOPOVGING TOV OTOHOV EKTYHOVUE OTL
OAOKANPAOVETOL LLE TNV EVEPYO GLUUETOYN OTO KOWMOVIKE TPAYLOTA KOl GTOV EPYOCLUKO
ADPO.
Katd tov id10 tpomo 1 epydymon, ¢ avamtuén SNUOVPYIKNG EKEPAOTG Kl ovAdEEng
OeE0TNTOV KPIVETAL GTN GLVEPYUTIKY] IKOVOTNTO TOL OTOLOV, TN AEITOVPYIN TOV PHEGH GE
&va TePIBAAAOV GLALOYIKOTNTAG, OTTOL OOKIUACETOL O GLUUETOYIKOG POAOC BTNV EVEPYNTIKN
nopovsio ¢ opddag oty kowwvia. Ot vanpecieg avtéc evidooovionl Ge &vav
OAOKANPOUEVO GYESOGO TOPEXOUEVTG EIOIKTG EKTAIOEVLONG KO EVEPYELDYV EVTAENS GTNV
ayopd epyaciag yu OAES TIG KATOYEYPOUUEVES evmafeic OpAdES, 1 OHAOES KOWVMOVIKOD
OTOKAEIGLLOV, ONAOdN Y10

e Atoua pe avamnpieg

e Mertavaoteg, [Talvvootovvteg, [Tpocpuyeg

e AmopuAaxicpévoug, Dvrakiopévovg, Avniikovg [apapdteg

e Apynyovg LOVOYEVEIKMOV OTKOYEVELDV

e ATOUO OTOUOKPVUOUEVMV OPEWVOV KOl VNOIOTIKOV TEPLOXDV (YE®YPAPLKOS
ATOKAEIGUOG)

o Atouo pE YAWGOIKES, OpNOKEVTIKEG 1) TOMTIKEG 1OLOUTEPOTNTESG, TPONV YPNOTES
VOPKOTIKOV 0VGIHV

o Atopa pe Yoyikég AcBéveieg mov S1ofrodv eKTOC IOPLUATOV.

O1 vpecieg TOL TOPEXOVTAL Y10 TIG TAPUTAVE® OUAOES COUP®VA IE TO, XyxE01 Apdomng
tov KEZYY gvtdoocovtal aAld Kot avTiotoryohv o€ £va eviaio 0o dlayeiplong Kot
napokolovdnong towv Kévipov mov ekmoveitor amd Tig Aloyelplotikés Apyég kot
eQopUOLeTOL TOLAGYIGTOV GTO TTEDTO0 EKEIVO, OTTOV 1] LVUPOVAEVTIKY) LITOGTNPIEN GLVOEETL
LE evépyeleg mpomOnong otV AmacyoAnon.

¥10 mhaicto ovtd Ba emkevipwBolie oe gkelveg TIG LANPEGiEG TOL TAPEYOVTOL AT TOL
Kévipa Ymoompiktikddv Yanpeouodv, to omoio. oe ovvepyaocio pe Exmoidevtikovg
Opyaviopotg ko Kévrpa [IpodOnong otnv AmacydAnomn ekmovovv oyxédia dpaong yio tnv
evioyvon g AmacyoAnouomrtog 42svmafonv opddmv. Ot vinpecieg mpodOnong Kot
ompiEng g Atacyoinong amod ta Kévipa XYY opyovdvovtat Kotd 1€T1o10 TpoOto, MCTE

42 Mg t0ov 0p0 ATOGYOANGLULOTNTA VOOOVTOL Ol EVEPYELEG EKEIVEG TOV AVOTTUGGOVV TIG KOTOAANAEG
5e£10TNTEC TOL ATOLOV KO KOTO GUVETELD AVEAVOVV TIG SLVATOTITEG TOV VO, OIEKOIKTOEL e TIHOVOTNTEG
emttvyiag pio Béon oty ayopd epyaciag. O TVAGVAG KATOCYOANGLOTNTO» GTOXEVEL, KOSIKOTOUUEVA
GTIV OVTIUETOTION TNG OVEPYIOG TOV VEDV KO TNV TPOANYT| TNG LOKPOYpOVIOS avepyiog KaOdS Kal o1
petdfaon amd TG TAbNTIKEG OTIG EVEPYNTIKES TOAMTIKES
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va. TPocoldlovy TPOg TO YOPOKINPIOTIKA Kot TG opddeg tov Kowvmvikov
AmoxAelopot. AvaAlvovtog To GUVOAO TV GYedimV TG A” TEPLOSOVL TIGTOTOINONG TWV
KEXYY (1998-1999%0 Ynovpyeio Epyacioc péow tov EKEIIIE, oALd kot Tov Zyediov
Apbong tov vroyneiov mpog miotomoinon kévipov pe v Evopén tov 3 KIIX
dwmotdvel Kaveig e oplovtior KATHAK Y100 OAEG TIC OUAOEG KOVMVIKOD OTTOKAEIGIOD
OVYKEKPIUEVES VIINPEGIEC TOL TAPEYOVTOL.

O mpocavoToMopdg Yo 0eTikovg 6TOYOVGE, OGS N AVATTLEN TOV AVOPAOTIVOL dUVaLIKOV, T
OTOLUKT] GUTAPKELXL, 1] OAOKANPOOT) KO 1] KOWVOVIKT £VTOEN EVOL ETOUOKOUEVOL GTOYOL KOl
TPOKANGES Yy T ovyypovn kowawvia. ITlapdiinioa 1  a&oAdynon ¢
OTOTEAECLATIKOTNTAG TOV E6VIKOV TOMTIKAOV Y10 TV KOW®OVIKT PPOVTIOn £YKEITOL OTN
SoPAMON €VOG SIKTVOV TOPEXOUEVOV VINPESLOV, OO TO. KOWOVIKE STKOLDLOTO Y10l
MyOTEPO EVLVONUEVES OUAOES, TV OTOKOTACTACT] TNG WLYIKNG KOl KOWMVIKNG VYELOG Ko
TNV EPAPLOYN TOVG £MG TIG EVEPYNTIKEG TOAITIKES Y10l TNV OTOGYOANG.
AV M KOWOVIKT] TOMTIKT] VEOL TOTTOL ONLOVPYEL Eva VEO TAOIGLO Yo GLVEPYAGIa, TOL
opiletar péca amd SOmPAYUOTEVGELS, WG £V GLUPOAALO TOV EUTAEKOVTAL OAOL EKEIVOL OL
QOpPElC TOL PHITOoPOVV VoL SLUSPAATICOVV KATO10 POLO GTNV EPAPLLOYN OVTHG TNG TOALTIKY|G.
Amapoaitntn tpobmdOeom Yo TV AMOTEAECUATIKOTNTA TNG TOALTIKNG LTS efvon 1 Eviaén
TNG GTO GUGTINLO OTOKEVTPMOOTC TOL TPOPAETOVV 01 VEES TOMTIKEG TOTIKNG AVATTLENG.
H katamoléumon g gTdYEWS Kot TOV KOWVOVIKOD OTOKAEIGLOV OTOTEAOVV L0 TPOKANGT
Yo TNV KOW®VIKN TOMTIKY] oNjuepa. Me Tov S10pKADS S10YKOVUEVO aVTAYOVIGUO KOl TNV
avepyio EAAnvuc xowvavio culntd, aAld kot epapprolet pe puBpoig apyoic kot pe SOUES
oLYVE YPOPEIOKPATIKEG VEN OIKTLA KOWMVIKNG Tpootacioc. Avtd avauévetolr vo
ATOTEAEGOVV £Val 1GYLPO AVTIROPO ATEVAVTL OTIG GUVETEIEG A0 TNV KPion oIV ayopd
gpyaciag, Tov TEPLOPIGUE TG INUOGLOG ¥PNUOTOSOTNONG Yo TNV KOW®OVIKT TPOVOLd, THV
OAAOYT) TV OIKOYEVELOKMOV OOUMVY KoL TV 0HENGT TOV KOWVMVIKOD OITOKAEIGUOD.
Mnpootd o©t0 VEO OoUTO TOMIO KATOWOL KOVOTOUOL TPOTOL GLVOLACUEVNG KOl
OAOKANPOUEVIG OVTILETOTIONG TNG OMAGYOANONS Kot TG mpdvolag ivar duvatdv va
BonBnoovv Tig gvdAwteg KowmvikéG opddes. Me tn petappvbuion tov Kowmvikod
Movtéhov emdidyOnke n adénon g amacyOANons Kal 1 evOadppuvon Yo VEEG LOPPES
EPYNCI0G, 0 GTAOOKOC TEPLOPIGHOC TNG EMOOUOTIKNG TOALTIKNG KO 1] EVEPYNTIKT| TTOALTIKN
Y. TV amacyOAnot, kabmg Kot 1 evBAppLVOT NG KOWMVIKNAG OIKOVOUING KOl TV
KOW®VIK®V EMYEPNCEDV OV €IvOl APPNKTO GUVOEOEUEVEG WE TNV KOWMVIKY Kol
eMayyEAMLOTIKTY OAOKANpwoT). BéBata, 10 KaBeoTdC TNG KOV®VIKNG OtKovopiag dokiudleTon
CUUPOVA LLE TO VOICTAUEVO LOVTEAN KPOTIKNG TOALITIKNG,.
Onwg PAénovpe omd T TUPATAVE, TOPATNPELTAL LETATOTLON TOV GTOYOV, o TNV Eviadn
omVv ayopd epyocioag otnv TPOANYN TOL OTOKAEIGHOL OO TNV oyopd €PYaciog.
Awodikacionoteitor Aowrdv to TpoOPANpa TG eriodoéiog wote va 0dnynbet oe pa mo
PEAALOTIKN TPOCEYYIOT APEVOS KO APeTEPOL TpobmoBETEL TNV a§lomoino, TV evioyvon
Kot TN Bertioon Tov TpocdVTOV Tov NON PEPEL TO GTopo TTov anctleitor 1 Prdvel Tov
KOW®VIKO amokAEIGHd. ETopévmg, 1 avayvdpion Tov KOOVIKO-TOAMTIG KOV KEQOAIOVL
OV PEPOVV TA, ATOLLO TTOV OVI|KOVV GE SLOPOPETIKEG OO TNV Kuplapyn KOWMVIKEG OUAOES
OALG KO Ol OVTIKELUEVIKEG OVAYKES Ko eALeippota (QTOYEW, QVETOPKELS GLUVONKEC
dwPimong, uepikn tpdsPacn oTo EKTUOEVTIKE KO KOVOVIKE aryofd, LEPIKT) avATTLEN TOV
CLOTNUATOG KOWMVIKAG Ppovtidag K.A.1) ypedletal vo Oempnbodv g Pacikd media
napéupacnc, vo dayéoviar oTig Opdoels mov Ha viomombovv (uebodoroyia) Kot vo
exepalovionl pe TNV TAPAAANAN Kivntomoinon tov Oespkod yOpov HE OKOTO TNV
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TPOETOLLOGTO TOV VO LTOJEXTEL LEYAADTEPO OPOUO TOATOV.
EmimAéov Epyovton oty empdvela {ntpata Tov oyetilovtot Pe TNy ToMTIKY] BoVAN o™ Kot
avTiAnym, TV avadlovoun TV TOP®YV, TO AELITOVPYIKO —TEPLPEPELNKO OYESCUO, TN GYEOT
TOV KOLVAOVIKOD YDPOV LE AVTOV TG AYOPAS EPYOGTOG, T GLUUUETOYN UM OLVOYVOPIOUEVOV
Kowovikov etaipov (M.K.O) oto oyedlacpd, v viomoinon kot v afloloynon.
Avadelkvdovtal ETioNG To GNUAVTIKG KEVE TOV avayKaimv dedopévav (ototyeia-Epevva
KAT), N anovcia TV OecKdOV S1acVVIECEDY OV TPO®OOVV TNV KOWVMVIKT GUVOYT| LE
ATOTEAEG O, VO, KATAUKEPLATICOVV KOl VO, ATOSVVOUMVOLY TOVG GTOYOVG. YTTAPYEL OLLIOG Kot
TPOPANUATIOUOS V1ot 0pBOAOYIKOTEPO GYEOIAGLO Y10 TV TTPAYUATMOON TOV {GMV EVKUIPLAOV,
T0 oefacud TG avlpdOTVNG aEOTPETELNG, T ONUIOVPYIC GLVONK®V TOL UELDVOLY TOV
KOW®VIKO KOl OIKOVOUIKO OOKAEIGUO Y10 ATOO KOt OPLAOES.
Oempovpe Betikn ™ dedpvvon Tov dpdoewv Tov (paivetot 6tt) Oo avardpouv ta KEZYY
0€ OYEON UE TIG KOWMVIKO OTOKAEICUEVEG OUAOES KOl EMTEAOVG TNV OTOd0YN €VOG
eVPLTEPOL POAOL Y10 TIG XY Y TTOV deV eEQVTAEITOL GTNV «ATOIKN Kol OpLodIKn otpiEn». H
dlebpuvon Kot 1 amodoyr] ovt GLUPBAALEL oTNV aAvATTLEN HOVTEA®V €pyaciag, oTnV
napoywyn nedddmv kot epyaieinv, otny eknaidevon Kot evasOnromoinon peyardtepov
LEPOLG TOL TANBVGOV, TOGO 6T0 EMINEGO TV ApESH EMOPELOVUEVOVY (OIKOYEVELEG KO
TPOGTATELOUEVA HEAN) Kot 00N YEL 6TNV AELOTOINGT TV TPOGPEPOUEV®Y VINPECIOV O)L
HOVO €K HEPOVS TOV KOWMVIKA OTOKAEIGUEVOV OAAL KOl QLTAOV TOL KIVOLVEDOLV Vo
Bpebovv oe cuvOnKeS KOWVMVIKOD OMOKAEIGLOV.
Mmropei va eivar daitepa evioyvtikn yuo ) Bespobétmon g cvvepyosiog KITA wot
KEXYY. H npotaon avtr| - amapaitnn cuviet®dco Kotd tv amoyr pov — olvel v
gvkatpio 6To PETOPOTIKO SLUCTN A VO AmoKATACTOHOVV GYEGES GUVEPYAGING EGTINGUEVES
o€ TOMIKO EMIMEO OV QEPVEL KOVTA TIC OVAYKES TOV OUAOMV LE TIG TOMTIKES
amaoyOANoNG. AHOPPAOVEL TPOYPAUUaTa 0poVTIOG TapERPaong yio Tovug TANOvuGHovG,
oAAG Kot exmaidevong yi to avOpomvo dvvoukd tov Beopod tov KITA oe o
TPOCEYYIoN KOWOTIKNG gpyaciag Yo ta Bépata g anacyoinons. H diepedvnon tov
avVayK®V NG oyopds epyaciag, 10 mPoRik Tov epyalopévev, 1 KOTOYpPUQn TOV
duvaToTiTeV Yoo epyacio, 1 atoTHTOoN TOV 0E0EMV KOl OTAGEMV TV EPYOd0TAOV, 1
a&loAoYN o™ TG TPOoPOPdg Kot (Tnong o€ Tomikd enimedo, omd ™ peptd v KITA kain
JEPELNON TOV OTOUIKAOV KOl KOWVOVIKOV OVOYK®OV, N TPOGOPUOYN Kot 1 dnpovpyio
épywv pe Paomn TG SLUVOUIKEG TOV KOW®MVIKO OTOKAEICUEVOV 1) OTEIAOVUEVOV LE
OTOKAEIGO OTOUMV KOl OPLAO®V, 1 SNUIOVPYIO TOATIK®OV TPOANYNG TOL OTTOKAEIGLLOV KO
N olokAnpouévn mapéuPacn 6Tovg AoTIKOVE KOl TEPIPEPELOKOVS YDPOVS (YEOYPUPIKO
KPITAPL0) KOl 6TOVG KOWMOVIKOVG ¥DPovg (Opddec otdyot) eivat duvatdv va. Log dOGEL TNV
e1KOVoL IOV oEPO PpiokeTal KpuUpEVN (QTOYELD, LOOPT EpYOTia, AGTVEIAIN, CUVONKES
daPimong, EALEIUPOTA KOWVOVIKOV TOpoYdV, KOUTOIKNGT, KAT) 0AAG KO TIG OTAVTHGELS
oG M Kotdotaon pumopet vo PeATiombel.
To mpoOypoape 0mdKTNONG EMAYYEALATIKNG eUmEpiag, N emdoOTnon Bécewv gpyaciag, M
EMAOTNON TNG LTONTACYOANOMG Etvar PHETPa oV YpetdileTor TBava va a&lohoynBovv, evd
1N AELTOVPYIO KOWOVIKOV EMLYEPTCEDV, EIVOL TOATIKT TTOVL Oa Tpémet vor exTiun el ko va
eloayBel ¢ PETPO Y1a TIG KOIVOVIKA EVAAMTEC OpAdES. Oa mpémet emiong va TpoPAepBein
duvatdTTo. «KABETNG» O1GVVOESNG TOV OPACEMY Kol TOV UETPOV TOV 0EOVOV TOV
EMYEPNGLOKOD TPOYPAUUATOS ETCL MOTE VO, EMTELYOEL | COUTANPOUATIKOTNTO HETAED
TOVG KOl VoL EVIoYLOEL 1] GUVEKTIKT] SOUT| TOVL TPOYPELLLUATOC.
Ene1on dev vmdpyer acparéc kprrppro (€ykvpo, aflomoto kot amodektd amd Tnv
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EMOTNUOVIKT] KOwoTTa) O1oPdOuions tov Kowmvikod amokAEIGHOV, &ivol TOAD
mOavoV dtopa Tov OV AVIKOLV OTIS KOWMVIKG gumabeig opdoeg mov avayvopilel To
Yyé610 tov EIl Amacydinon kizn. (BA. katdotacn @tdysiog otnv EALGSa. X tétoteg
OMLAOEG UTOPEL Y10 TOPASELYLLOL VOL VAKOVV LLOKPOYPOVIL AVEPYOL, AVEPYOL VEOL, YOVOIKEG)
elTe VoL LTTOPEPOVY 10N OO TIG GUVETELEG TOV POLVOUEVOD, 101MG TIG VTOKEIUEVIKES, E1TE VOl
Kvduvebovy va Tig bITocToLvV. ' ToVg Adyovg avtovg, Ba TPETEL KATA TN YVAOUN HOL VO
d00el 1 duvatdNTa Ko o€ GAAES opddeg 1} dtopa va ET@eANB0VV amd v mapoyn XYY
(kvpiwg 660V aPopd SlodKaGieg ELYHY®ONG, KIVNTOTOINGNG, EVOLVAU®ONG, 6THPLENC)
avTOV oV TPOPAETOVTOL OO TO ZyEd10. XTov Topen avtd to KEXYY €yovv amokmoet
ONUOVTIKY EUmEPia. KOl TEYVOYVOGiN, Ol omoieg eivar dvvatdv va a&lomombovv oyt
OTOKAEIOTIKA Yol TNV €E0TOUIKEVIEVN €VTOEN OTNV OMAGYOANGT), OAAL Kol ylo TN
SUOPOMOT| TOMTIKOV amocyOANoTG. TNV Kotevduven ot mpoteivovpe T Beoikn
Katoyvpwon g cvvepyasiog Tov KITA pe ta KEXZYY yua ) didyvoon tov avaykdv tov
aVEPY®MV YEVIKA KOl TOV KOWOVIKG €umafdv ouddmv €01Kd, (OOTE VO OTOKTNGOEL
OVGCLOCTIKE TEPLEYOUEVO OAN 1) TOALTIKY Yia TIG eVTTafElg OpAdEC.
H mpotewvopevn ocvvepyacio KITA kot KEXYY otoysvel oty Koatamoléunon tov
KOW®OVIKOD OITOKAEIGHOD KOt 6TV TPOAN YT TG avepyiog pEcm g a&lomoinomng 0LV T
dwbéopuov mopwv. H katoydpmon g ovvepyasiog Tov 0v0 TOUE®V, KPATIKOD Kol
KOW®VIKOV, Umopel emiong va SUUPEALEL 6TV AVTANOT LEYIGTOV 0QEAOVG OTN SLApKELDL
™G apPYIKNS eAaons vAomoinong tov véov EI, n onoia Ba £xel — avaykooTikd Katd TV
dmoym pog, Onwg pmopet vo culntnHel — yopoakpioTiKd LETARATIKNG TEPLOSOV.
Mmropei eniong va oxiaypaendel to mpotevopevo miaicto ¢ ocvvepyaciog. Baciletat
otV avtiinymn 6t 1o KITA avorappdvel kiplo cuvtovietikd poAo 6€ eMInESO TEPUPEPELNG,
eved T KEXYY Aettovpyodv ¢ ydvteg ohvoeons e TNV TOTIKN oyopd pyaciog Kot
VIOGTNPLENG TOV TOATIK®V OOGYOANONG LLE VIINPEGIEG TOV EVIGYDOLV KOl SIEPEVVOVY TNV
KOWVMVIKT] KO TOATICUIKT] O100TOCT KOl AVAYKT| TNG TOTIKNG OyOPpag EPYACiog.
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CLOSING REMARKS

Prof. Chris JECCHINIS

What | want to point-out is that the Conferencepassed by far, my personal expectations,
and as Mr. Andreasen agreed those of the Europeammizsion, because it did not have
any of the minor weaknesses of the last Europeafemnce. There was here an adequate
connection of the required cooperation betweeniritexested parties involved in new
forms of work organization and the University sectwhich can provide not only
education and training, but also the required bleteesearch.

It was a happy revelation for me to discover thatWniversity sector slowly but steadily
marches on in the right direction. It has not adiyet at where it is supposed to be, but |
am almost certain that it will get there. Here slwito insert a comment in the argument
concerning the potential contribution of the prevamiversities. If by private we mean
private initiative, non profit making institutionsam in favour of them, but if we are
talking of profit making ones, | do have some sgsiceservation.

On the other hand, I believe that universities@sitbges , and especially those which sent
participants to our Conference, are in a positmrtdntribute more effectively to the
promotion of the so-called new forms of work orgaion. It should be mentioned also
that when we talk about new formméwork organization, we talk really about some old
forms of work organization. What we have now, fia 2£' Century) are new challenges
with the radical changes that have taken place usecaf globaslisation and rapid
technological advances. It would have been monecbto say, ““different forms of work
organisation”” that can meet the ""new challengelsich have been related. This is an area
where we could have a better understanding wittrétale unions, which are still interested
in solving problems for their members at the woakgl. That is the reason for my
statement when | said that | was looking forwardKivin O’Kelly’s contribution
concerning negotiated collective agreements tlthwde new forms of work organisation,
which can also become a function of work councils.

| was also interested in the statement of Prapaigi and Mr. Gavroglou — who have
been working with a group of colleagues from vasicauntries- that new forms of work
organisation is not a panacea, and there arastilimber of problems which have to be
solved before we proceed further. At this pointistwto congratulate Prof. Michael
Kassotakis and Prof. Christina Nova-Kaltsouni, alhthe other members of the scientific
and organisation committees for all the excellemrkwthey did in organising this
conference. The quality of the various contribusiarere outstanding (both the foreign and
the Greek).
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| hope that there will be a continuation of theoefthere in Greece and at the European
Commission. In other words, what is going to happext? What will happen to all the
work we have done here? | am almost certain ligaCbmmission’s financial support will
be forthcoming, for the publication and distributiof the Conference’s proceedings in
English and Greek. | hope also that Prof. Kassetakl make certain to promote some of
the new ideas concerning various forms of work piggtion, in at least half of the new
member states of the E.U., including Cyprus and&/ahd continue to include new forms
of work organisation in the post-graduate courséiBiManagement and Development.

| will continue also to play my part despite thetfof becoming 80 years old, and having
suffered a stroke in Canada last summer, wherenitsgo months in hospital. I'll continue
to fight on and on, till the last moments of mig i

Finally, I wish to thank all of you who came to fieéipate in this conference, and especially

my former students who haven’t forgotten me. Theretariat and the interpreters for all
their hard work and to wish all of you the bestcass in your life and careers.

268



269

- N OO < 1 ©

269



