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What is the LEED Programme?

The OECD Programme on Local Economic and Employment Development (LEED) has advised
government and communities since 1982 on how to respond to economic change and tackle complex
problems in a fasthanging world. It draws on a comparative bsé of experience from some
50countries in the Americas, Asia, Australasia and Europe in fostering economic growth, employment
and inclusion.

The purpose of this guide

Addressed to both local practitioners and national policymakers, this guide rewvienwsnt
responses to the economic downturn and the steep rise in unemployment in OECD ar@dEQin
countries, before identifying key principles for returning our communities to more sustainable growth for
the future.

In the coming years, a new partnerghbetween the public and private sectors is necessary to
develop better quality jobs with possibilities for progression and greater accessibility for all. The guide
reviews the most recent policy tools being trialled in OECD countries to contribute Smlijective,
illustrating the key messages with a variety of different case studies.

Why local?

There is strong variation between local economies in terms of the busbaess the skilldevel of
the workforce, resource and assets. The latter incluateth natural resources but also the socioeconomic
and physical legacies of historical development. While public policy is frequently deliverédrassize
fits all, the economic downturn has impacted on communities in diverse ways, requiring a-hzcsaly
response. National governments need to award flexibility to their delivery agencies in developing a
response that is appropriate to local conditions.

As local problems become more complex, a cEssoral response is often needed, drawing
together government policies in the field of employment, skills and economic development among
others. The local level is the level at which government policies can be effectively combined to tackle
concrete issues. It is not just public actors that can berfrefih working together in this context. At this
level, in particular, it is possible to mobilise representatives from the public sector (local authorities,
public agencies), the social partners (trade unions and employers) and théorqmbfit sector
(voluntary associations and community groups), to work in partnership together on specific local issues. It
is hoped that this guide will be useful both for local practitioners, and national government officials
seeking to provide a better framework of supgpéor local communities.
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Introduction

The recent economic dowuatn has been a shock to the global system, producing a strong policy
response from OECD governments, including increased funding for active labour market policy, support
for companies introducing shetime working, and fiscal stimulus for job creatiortlie public sector.

While these interventions have proved effective in helping businesses and workers to ride the crisis,
their impact is expected to be of limited duratidn. parallel, countries need to be laying the foundations
for a more sustainable anomic future. Actions are required at both the national and local levels to
support a structural adjustment conducive to more and better jobs.

Drawing on over three decades of research in local employment and economic development policy
the LEED Progmame has identified a series of principles which should underpin government and
community action in the postlownturn economic contextThese include:

1 Creating an adaptable skilled labour force;

9 Better utilising skills in the local economy;

9 Supporting empglyment progression and skills upgrading;
9 Gearing education and training to emerging sectors and;
9 Putting in place good local governance.

The downturn has highlighted the vulnerability of workers that are no longer essential to production
processes due to’ell KSNJ f 2¢6 &l Affasz 2N W2ftR aiAttaqQo Ly
skilled workforce which is less expendable, more adaptable to change and better able to transfer within
and between economic sectors. This will require investing imege skills and lifdong learning through
broadbased strategies that support the attraction, integration and upgrading of talent.

However it is not just enough to invest in the supply of skills. Employers also need to address the
organisation of theimworkplaces so that they better harness the skills of their workers, and create more
sustainable employment opportunities in the future. The economic downturn has raised awareness of
both the vulnerability of modern economies, and a rising inequality inlabour markets. The long
period of sustained economic growth prior to the downturn generated poor improvements in standards
of living for many in OECD countries. Net wages and income have stagnated for a large proportion of the
population while income iequalities have increased.

Before the crisis, many governments were aiming towards full employment. What has become
obvious today is that while strong job growth helped economies to prosper, this disguised an inherent
problem in the largescale creation bweakly productive jobs. Such jobs kept people in employment, at
least temporarily. They have also had a number of adverse effects, providing relatively low salaries which
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approach to employment and skills will be necessary which is tied much closer to the-lemger
economic development of our local communities and the competitiveness of national economies.



Those communities that bounce back the geiskafter the downturn are likely to be those that
specialise in certain economic sectors but are flexible enough to take advantage of new and emerging
global market opportunities as they develop. The rising importance of green technologies, and the health
and elderly care sectors may prove valuable sources of job creation in the m&slionnand education
and training services will need to prepare future workers for these sectors. At the same time it will be
important not to lose sight of local assets ahd OF' f O2 YLJ NI 6A @S I RGFyalr3aSo
be key.

Spotting key priorities for future development is not easy when there are a plethora of local actors
working on different strategies and in different partnerships at the local levea tne when public
budgets are becoming increasingly tight such fragmentation is also no longer defendable. As
governments reduce spending in order to pay off their deficits it will be important to make public policy
more efficient, through reducing duphktion and better aligning activities locally. Many lessons exist from
different OECD countries on how to make local governance more effective, and now is a good time to put
these into practice. LEED research shows that it is often following a crisigpdbate really come
together and work for a common future.






The crisis: a review of responses at the local level



Local responses to the crisis

The global economy has been going through its worst economic crisis of the past fifty yeatssand t
has had strong impacts on employment. There are growing signs of a recovery in sight, but job creation
traditionally lags significantly behind a return to economic growth. As a result, the OECD unemployment
rate is projected to continue rising througt010, approaching a new postwar high of 10% (57 million
unemployed) in the second half of the year (OECD, 2009a). A major concern is that this becomes a longer
lasting problem, with the unemployed drifting into loterm joblessness or dropping out altager from
the labour force.

In their response to the crisis, national governments have put in place a number of measures in the
field of employment and training policy, including reinforcing social nets, and scaling up the resources for
active labour mar&t policies (ALMPs) aimed at helping jobseekers find work. Significant injections of
capital as part of stimulus packages have led to job creation at the local level both in the public and
private sectors. Work is also being undertaken directly with fitmgetain vulnerable workers, for
example by introducing shotime working schedules. Such actions by national government have also
been matched by actions to invest in employment and skills at the local level. In particular there has been
a strong regnal and local dimension to actions in the following areas:

Better matching servicesgovernments have been putting in place activities to quickly m:
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In some countries such initiatives have strongly involved the private sector and the unions, to
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Investment in education and trainingin previous economic downturns much investment at the Ic
and regioral levels was aimed at helping displaced workers ttra@ for employment in new anc
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however communities are also focusing on more general education andrtg to upgrade the skill
of workers and keep them economically active, particularly in the case of youth.

Job creationmany OECD countries have introduced stimulus packages which have had an ir
creating jobs at the local level, both in thelgic and private sectors. In addition, local agencies
seeking to stimulate job creation through other routes, such as stimulating entrepreneurshij
social entrepreneurship, which may be more sustainable loteyan.

Support for business to raiserpductivity: a number of localities and regions have put in pl
schemes to invest in the productivity and adaptability of local industries to ensure that they ar
vulnerable to economic downturns in the future.

Building local capacitiesnational governments have sought to build capacities at the local leve
deal with the higher numbers of active job seekers following the downturn. There has also b¢
emphasis on increasing coordination at the local level in recognition of the need for mwaty
response to rebuilding local economies.

Table 1 provides examples of different types of activity under each theme.



Improved job matching

Skills development

Table 1: Responses to the economic downturn by theme

National schemes with a local dimension

In the Czech Republia set of regional outplacement services ha
been set up for people made redundant from industry, in partners
with private suppliers.

In Japan emergency employment consultation desks have been
up at the prefetural level to help people to find new jobs.

In the Netherlands the government has established 30 mobil
centres to promote cooperation between companies, trade unic
and jobfinding organisations in helping displaced workers to find r
employment.

In Austriathere has been a temporary expansion in regiomalning
programmes for the unemployed.

In Japanfunding for vocational training has been increased in regi
with severe employment situations. The training is being providec
vocational schools, universities, businesses and NGOs,
prefectural goernments playing a leading role in planning. T
training is free for displaced workers for up to 3 months. The reg
are decided on the basis of vacancy rates in the local economy.

In the Netherlands Leerwerkloketten(learning and working servic
desks)seek toimprove the transition from education to the labot
market. Learning and working service desks are being created &
thirty regionally based employment centres, which are linked to
Dutchmobility centres (see above).

Examples of local schemes

The city ofLos AngelegUnited States) community colleges across the loce
are becoming home to WorkSource Centers which aim to connect studer
jobs and education.

Employment Regio Copenhagen & Zealandhave launched campaigns |
promote education and vocational training for adults and especially yc
people (inder30 yearsof age.

In Croatia the city of Vukovar in cooperation with Croatian Employmu
Service and the Regionalffide Vukovar has put in place extra training 1
unemployed people in IT skills, including: web design, graphic design, s
administrator and programming.

Northern IrelandK I & Ay G NP RdzOSR | QuhiK Bovi8es O
contingency plans foapprentices who have been made redundant in the
economic downturn. When an apprentice has been placed on short time
working as a result of the recession, the Department of Employment and
Learning is filling the dowtime with training and paying a traimj allowance
to offset the loss of earnings.

The Italian autonomous region ®fentoand the Canadian province of
Québechave both set up specific training programmes to maintain
professional skills amongst vulnerable local workers through supportris fir



Job creatbn

National schemes with a local dimension

In November 2008, theAustralian government announced a $30
million regional and local council infrastructure program (RLCIF
boost local economic development and support jobs in all
ldzZaGNF £ Al Qa pcp f20Ff O2 degttrdic
projects fund was put in place for largecale community
infrastructure to help deliver an additional injection of investment
communities. The latter was based on a competitive tendel
process.

In Japan regional employment creation ocacils have been set up t
facilitate job creation in both the private and public sector. T
includes revitalising regional industries, and creating new sery
such as meal distribution services for the elderly, childcare serv
The latter is fundedthrough a special grant to prefectur:
governments totalling 400 billion yen, the largest amount in histc
aimed at supporting the creation of employment opportunities. Th
is also a special subsidy available to local governments
temporarily hie job leavers, for example earthquakeoofing in
schools, environment/ regional development projects (fores
improvement); nursinggare and welfare services (nursingre
supports for elderly people); and education (math/science anc
education by asstant teachers)

In Korea youth internships have been introduced in both cent
administrative agencies and also local governments and local p
companies. The government plans to increase funding for
measure in 2010 and is targeting the creatafrb0,000 internships.
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Examples of local schemes

In Vienna the new Vienna Labour Market Package is increasing the range
qualifications which the Vienna Employment Programme Fund traditionall
offers, with a substantial proportion of the funding being earmarked for
young people.

In the Unied Kingdom, th&VelshAssembly Government launched ProAct fi
the automotive industry to provide financial support for companies seekin
train their workers when shoftime working has been introduced, and
redundancies are being considered.

In Ireland, a local development company, the Rural Employment Servict
Enterprise Service ofBallyhoura Development have been providin
information/advice/guidance supporting individuals into enterprise/s
employment

In Finland the municipalityof Paltamo in northeast Finland has set up a n
employment agency to link unemployed people to new job opportunit
emerging at the local level in the public sector. Work includes renovation
repair work, forestry work and other environment mainter@@nwork with
wages being subsidised by the Employment and Economic Develog
Office.

In Russia, th&irov Regionhas put in place anegramme of community
services to provide temporarily employment, while also establishing sp:
programmes to encouge unemployed people to start their own smi
(micro) business. At the same time they are supporting SMEs thr
providing tax incentives for small business and reducing administr
barriers.

The city ofLos Angeleg¢United States) has introducedstrategy to put 16 50C
young people into job placements.

In the Belgian region ofVallonia, a new scheme has been set up
encourage unemployed people to set up @sito entrepreneur§ allowing
people to continue to access benefits and receive freedajuie while
establishing their business. Subsidised jobs have also been created for y
in SMEs.



Raising productivity and
promoting innovation

National schemes with a local dimension

In Slovakia the government has been seeking to create m
favourable conditions for social enterprises with a view to suppor!
the creation of regional and local employment. This includes rela
the legislative framework fogocial enterprises and reimbursing was
and training costs of the employees in social enterprises wl|
support regional and local employment. Municipalities are now &
to set up social enterprises in all fields.

In Spain the government has putin pl&c Wt t Iy 9Q ¢
public investment fund for local eoperations with the target of
creating and/or maintaining 300.000 jobs at the local level. This
supported public works in construction, industrial promotic
advanced technologies, sustaile mobility and tourism.

In the United Kingdom the new UK Future Jobs Fund aims to cre
150,000 additional jobs, primarily aimed at-28 year olds who havt
been out of work for nearly a year to deliver benefits to communiti
Local organisations nabid for funding to support job creation, bt
generally awards are being made to partnerships led by I
authorities or notfor-profit organisations. 50,000 jobs are specifice
being targeted in unemployment hotspots and around 10,000 will
green jds.

Canad®d 902y 2YAO0 ! O0dAz2y tftly -l
dependent communities to diversify and traneit through the
Community Adjustment Fund. Regional development agencies are
delivery agents for this fund.

In Spain an integrated plan has been drawn up with the sot
partners and regional governments for the automobile industry,
order to preseve existing jobs by driving competitiveness in t
sector through training and innovation, amongst other things.
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Examples of local schemes

In Flanders(Belgium) a sectoral/(sub)regional approach has been take
active restructuring policies, for example European funding h&s hesed to
promote restructuring in the Flemish textile sector.

The city ofLondon inthe United Kingdom, is introducing a new £1.3 milli
Manufacturing Advisory Service. This delivers technical advice to enable
to improve productivity and profitaility by adopting and implementing ne\
technologies, methods and processes and through skills development
training.

The city ofMilan (ltaly) has launched a Programme for Innovation supporn
innovative research and development projects in ICT, ifeshenergy and
food sectors, undertaken by SMEs set up by young entrepreneurs.
programmes financed by the ouncil in partnership with tBkamber of
GCommerce, city universities, national research council and Assolomb
(Province of Milan Firms Assation).



Building local capacies

National schemes with a local dimension

The Australian government is appointing Local Employme
Coordinators in selected regions to support communities hardest
by the global recession and help drive local responses
unemployment.  Priority regions are decided on the basis
unemployrent rates, industrial base, education levels, numbers
those registered for benefits and historical experiences in previ
downturns.

In Hungary,in order to reinforce active labour market programme
the second phase of decentralised projects (prtgemplemented by
the regional labour centres, einanced by the ESF) was launch
ahead of its original schedule.

In Ireland FAS Employment Services together with Local Employr
Services are putting in place measures designed to provide incre
capadgty to deal with the rise in referrals from the Department
Social and Family Affairs and the increased number of unempl
seeking job search assistance voluntarily.

In Poland new legislation has introduced special programmes
better adapt the serdes of the public employment service (PES;
the needs of the local labour market. Poland has opened some o
services of PES to the employed (e.g. trainings, postgraduate stt
training loans, orthe-job training), special programmes which allc
to first choose and then support vulnerable groups on the local lak
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Examples of local schemes

Elsewnhere in Italy, ifirento, since February 2009 the province has investet
support to overall system productivity and competitiveness (ICT investm
energy efficiency, lowering administrative burden for SMEs, providing n
efficient new finds for industrial research.

In Québec(Canada), technical assistance is being provided to compani
part of the regionalt I OG S LJ2 dzNJ td Helf Wédf etier malhade
human resources and become more adaptable to change.



National schemes with a local dimension Examples of local schemes

market with individually designed services andtbe-job training for
adults which enables to acquire certified qualifications were ¢
introduced.

In Switzerland Regional Placementfides are increasing their staff i
2009 and 2010 according to their needs. According to the budget
financial plans the administrative cost in the regional placem
offices are increasing by 7% in 2009 and 11% in 2010.

Source: The information fahis table was compiled from a number of sources including a questionnaire to OECD countries conducted by the OECD Setthaiaropean Commission in
January and May 2009, a questionnaire circulated by the OECD LEED Forum of PartnershipsR@d@&aNY | y OSz ' yR G(KS h9/5 Lzt AOFGA2yS WwwSs
902y2YAO [SIFRSNAKAI). Ay | Dft26Fft / NRAAAQ O6HANGD
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Emerging issues

Many of the actions being taken at local level are a necessary and useful means of minineising
impact of the crisis. Job matching schemes at the local level can be valuable if they prevent people from
falling into unemployment by facilitating wotk-work transitions. The mobility centres in the
Netherlands, for example, have received strong marp from the social partners, enabling them to
effectively place people into new jobs in the same locality. Many of the people being made unemployed
now are not traditional job seekers, and will not be experienced in using the Public Employment Services.
For such groups, new developments in the field of virtual Intetreeted jobmatching tools may also be
particularly useful.

Investment in education and training is a good means of maintaining labour market attachment for
vulnerable groups whilst buildg greater resilience to labour market change in the future. Indeed the
OECD argues that it is advisable to shift froMbark-firstQapproach to active labour market policy to a
Wain-firstQapproach for those at high risk of lotgrm unemployment in tle context of the downturn
(OECD, 2009a). The focus by local and regional policy makers on youth e.g. through expanding
apprenticeship schemes, is also particularly justified. As in previous severe economic downturns, those
already disadvantaged groups ihet labour marketg youth, lowskilled, immigrants, ethnic minorities
and, among them, those in temporary or atypical jabare bearing most of the brunt of the job losses.
However losing a job can have particular impact on youth as long unemploymels apsthool leaving
F3S OFry KIFI@S | &aS@SNB SFFSOG 2y SYLX2eYSyid LINRa
(OECD, 2009a).
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concern. Given theontext of the ageing population, it is vital for the future resurgence and growth of
local economies that people are not encouraged to leave the labour market in the current downturn
through early retirement. At the same time, while local job employmeaggrecies may find it best to use
their limited resources to help thi#asiest to reacfin order to get people back into employment, they
cannot afford to neglect harddo-reach groups who are likely to lose skills and motivation through
longer term unempmlyment as a result of the current crisis. In addition, immigrants may leave
communities if they lose work, meaning that skills and talents will be lost and there will be increased risks
of skills shortages in the future.

Job creation schemes in the puldiector at the local level can provide a useful, temporary backstop
which helps preserve labour market attachment during recession, but OECD research on thadonger
success of such measures is not very encouraging (OECD, 2009a) so they need tolibgtdine
Investment in entrepreneurship, productivity and innovation at the local level is perhaps more
sustainable in the longer term, particularly as investing in new production process and mechanisms for
work organisation can improve the quality of emyinent on offer for local peopleln addition, it is
interesting to note the increased support being given in countries such as Slovakia to the social enterprise
sector-- social economy organisations have the capacity not only to create jobs but alsovidglocal
services at a time when public sector resources may be dwin@iogjal economy organisations can also
play an important role in fostering social inclusion. These organisations frequently work with target
groups €.g.people with social or pysical handicaps, loAgrm unemployed, low skilled people, €x
offenders, minority ethnic groups) who are particularly likely to be forced into economic inactivity during
a crisis, providing an efficient delivery vehicle for public policy targeting thresgpg (OECD, 2009b).
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Finally, building capacities at the local will obviously be important to create an efficient but also
better coordinated response at local level. In particular local agencies will need greater flexibility both to
deal with a new typeof client for active labour market policy and to participate in more strategic
responses to invest in new job creation and upskill local workers for the future. LEED research with local
stakeholders in a number of OECD regions in 2008 led to the develo@iharset of Barcelona principles
which strongly argued the case for pactive and collaborative leadership at the local level (OECD,
2009).

Box1. The Barcelona Principles
1) Provide preactive and collaborative &lership at the local leve® 2 y Q treagt, @& Nedpond with purpose

2) Make the case for continued public investment and public services andxke &nd other sources mivestment
required. Wlake the case for investment

3) In the long term: budl local economic strategies which align with long term drivers and identify future sources of jo
enterprise, and innovatiortRobust long term economic strate@y

4) In the long term: build local economic strategies which align with long term drivernslamtify future sources of jobs,
enterprise, and innovatiortPurposeful short term action is needed

5) Build the tools and approaches to attract and retain investment over the long téhrestment attraction and
readines

6) Building genuine long i relationships with the private sector, trade unions, and other key partn#¥slationships
matter and need increased attention

7) Take steps to ensure the sustainability and productivity of public works, infrastructure, and major developments/e
Effective public works and major investments

8) Local leaders should act purposefully to support their citizens in the face increased hagislyiglose to the people

9) Local economies have benefitted and should continue to benefit from beingarpeattractive to international
populations and capital8tay open to the Wor{d

10) Communicate and align with national and other higher tiers of governriumtd NationalLocal Alliance®

Source: OECD (2099

As we move towards recovery, it will beportant for communities to move from shetérm
responses to putting in place actions for building better labour markets in the longer fEinims.forms the
focus of the second part of this guide.

Following a review of three decades of LEED reseatahebuilding communities, the remainder of
this guide looks at key principles for local action to set communities back on a path of economic growth.
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The recovery: building more and better jobs
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Building a skilled and adaptable labour
pool

The downturn has highlighted that some local labour markets are more adaptable than oth
response to external trends and shac In order for all our communities to be more adaptable, i
AYLERNIFyYyG GKFEG G2Y2NNE gHphlevel andrid skilEd3hatindividSaljs dzh
transfer between sectors, and innovate in response to changing markets. This regtrvag
investment in early years and scheaaje education. At the same time local people need to be abl
access local employment and training systems throughout their working lives to adapt to ne
emerging skills requirements throudllexible systerd 2 ¥ 203X FSS| Ny Ay 3 Q

Building a skilled and adaptable labour pool will not be simple in the future, as our commt
become increasingly vulnerable to demographic change and rising mobBiilyedup local skills
strategieswill be key, which bance different objectives and join up education and training syst
into a responsive and clear road map for people to build their skills and contribute more to theil
economies.

Those communities that are recovering the quickest following themedownturn are those that
have a labour force that is adaptable to external trends and shocks. Cities are particularly well placed in
this respect, given that they host a wide range of economic sectors and so are less vulnerable to the
collapse in any grticular sector. Cities also attract higigkilled people who are more likely to be able to
adapt to new economic opportunities as they arise.

However, # localities can work towards making their labour force more flexible and adaptable to
change. Th need to increase adaptability is one reason why governments have introduced more flexible
labour market regulations in recent years. However, adaptability needs to be considered at a number of
different levels (Simmonds, 2009). National governments ket legal framework for employers and
trade unions but adaptability happens at the level of local communities. Employers and other
stakeholders have to be empowered and incentivised to innovate and introduce change. The more
adaptable a local economy the meolikely it is to recover and grow.

There are a number of ways that governments can encourage local economies to be more
adaptable, however the skill levels and employability of the workforce has to be a key driver. The local
labour poolis now one of B I A 2 y Qa Y 2 & ( ¢irktefrhdoNdesyinhovatiana, &ilénts, skills,
specialisations, culture, methods and approaches to work (OECD, 2005, 2008a).
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Box2. The dangein having lowskills in today's knowledgeconomy

The recent economic downturn has shown more than ever the vulnerability cEkived workers, who have been mo
LINRYS G2 288 GKSANI 22064 a GKSe 068502YS WSELISY R-bkkildd fe@ple
faceda significant risk of either being unemployed or stuck in-¢pality, lowpaid work. On average in OECD countries, 85¢
people who had achieved a tertiary education qualification were in employment in 2006. By contrast, only 58% of peopte
evenan upper secondary qualification had jobs (OECD, 2008b). A study in the Shaites (Eberts, 2004), showed that t
median weekly earnings of collegelucated workers are 73% higher than those of high sebdatated workers, and the gap
even larger ér those who dropped out of high school

Producing greater adaptability requires a dual approach by local public agencies: firstly they need to
ensure that workers have a good stock of higheel generic skills (the ability to analyse, probisatve,
communicate well, be creative) through early years and school age education, and secondly they need to
invest in flexible systems of training which people can learn more specialist skills throughout their
working lives.

Investing in generic skills

Generica] Affa FNBE AYONBlIaiAya Xy aBRYISORYRYE ODRICE @ &J
I NHdzZSR F2NJ GKS NA&aAYy3I AYLRNIIYOS 27F (KsBlve w@NBSI (A
AYyy2@F3GS | ONRB&aa | O0NBFR NIy 3Stechologied suchad theineé G 2
encourage greater circulation of information, increasing the need for higkidled people to analyse and
synergise this information and transform it into valuable knowledge. However it is not just those at the
topofthS SYLX 28YSyid fFRRSNJ gK2 ySSR (KS&asS aijAatfao L,
shop floor workers), can bring benefits to firms by being able to proklelwe locally and give feedback
from their relationships with customers. It is increagy understood that in order to promote
productivity there a need for incremental innovatigriearning by doing across the workplace.

In the manufacturing sector, for example, competitiveness in many OECD countries now relies on
the addedvalue gaind from being able to rapidly customise products to markets (see the Lower Rio
Grande Valley example in Box 9) and innovate to meet new market niches. The financial journalist Diane
Coyle (2001) has pointed to the collapsing boundary between services andfacturing. While the
services sector has long valued communication skills and the ability to adapt to customer needs,
comparative advantage in manufacturing is increasingly found in good design, creativity and the ability to
customise products to refleconsumer preference. Possessing generic skills allows workers to contribute
towards new innovation and creativity, whilst being less dependent on their technical skills for future
employment.

Good generic skills come from a gegualality school educationlnvesting in education at the local
level is obviously important. However, not all children benefit equally from education. Children from
disadvantaged neighbourhoods, or those suffering additional language barriers to schooling, can require
additional & dzLJLJ2 NII (2 RS@St2L) KSasS alAfftao 9F NI & &St
children that do not benefit from a great deal of parental investment in education, and/or risk having
language barriers when they enter mainstream education dgua tamily history of immigration.

While it is more difficult to learn generic skills later on in life, employers can help build these skills by

LINEGARAYI 62N]JSNBR gAGK Y2NB RAAZAONBIOAZY 20SN) GKSAI
the same time, the public sector can support this process through ensuring that those who reosie
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secondary education (includingpcational traininglocally also receive strong investment in their generic
skills, through, for example, additional courses@mmunication, entrepreneurship and management.

Providing workers with generic skills is important, not only in increasing productivity, but also in
supporting adaptability and transferability in times of economic change. A worker who can communicate
well, for example, will be marketable across a whole series of different job opportunities and therefore
more likely to find alternative employment if made redundant.

Flexible education and training systems for-ldeg learning

At the same time local ped® need to be able to access local employment and training systems
throughout their working lives to build more specialised skills and adapt to new skills requirements. The
h9/5 omdppcyd LRAyGa 2dzi dGdKFG Ad Aa yoidg ecoromdg ®NI FSI
survive with aftont-endOmodel of education and skill formation just for young peoplearning must
instead be a lifelong process. The tetfe-long learningls now welknown across OECD countries, but
it is still rare to find com@hensive systems of lfleng learning in practice, particularly those that are
embedded within local economies.

In practical terms, this means opening up education and training systems to new target groups
(working adults, older people) and ensuring ttlitais accessible to adults with other demands on their
time (e.g. heavy workloads and family responsibilities). Working people require training which is both
intensive, adaptable to employer needs (when provided in working hours) or available outsikiegvo
hours. Older people may need specially tailored training which takes into account that their-agieool
education was acquired in a different economic and technological era.

Lowskilled people are generally less likely to access training as adulisthis situation is often
exacerbated for individuals who lack contact with local labour markets through-téwng and
sometimes multigenerational, unemployment. Many communities are faced with the need to respond
to a$tagnation of participatiofin education and training amongst the lowskilled. Part of the problem
appears to be that disadvantaged groups have become disillusioned with a schooling system which they
perceive to have failed them, meaning that a new approach to training and edocaimeeded.
Localities are increasingly experimenting with new types of learning opportunities, which can be accessed
by students from home and from a variety of different colleges and outreach settings. Music, sport and
cultural activities are seen asuaeful way of creating learning opportunities without being seen as being
specificallytaining base@ In addition,\gractice firm€and work experience placements can be a good
opportunity to learn new skills outside of a traditional educational envitent. The Third Way in
Vocational Training initiative in Brandenberg, for example, had to be particularly flexible when adapting
training to the needs of people who had dropped out of high school education, for example (see Box 3
below).
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Box3. The Tird Way inVocational Training Initiative in North RhineWestphalia, Germany

Low retention rates are a particular problem in Germany, with a growing number of youths without, or with poor, ¢
qualifications failing tacomplete vocational training courses and acquire recognised qualifications. A recent scheme in
RhineWestphalia has been working to offer this target group a more flexible vocational training scheme develo
collaboration with local colleges. pmximately 800 youths are involved in the pilot. Under the scheme, all youths who with
from their training are enabled to renter the learning process within a period of up to five years and to acquire a recog
certificate for the competencies geed successfully up to that point. THEhrd Way in Vocational Training Initiatfteas worked
with local colleges to adapt their traditional vocational training courses into a series of flexible modules. The iritiati
identified that it is necessgrto work continuously in very small groups in order to achieve noticeable learning progres
successes. Integration in higher performing groups within vocational colleges usually ends in failure after a short wiil
experience in companies has pen to be particularly successfuhe youths very often experience acceptance of their role &
knowledge, which strengthens and motivates them.

Source: Brinksibmitted), LEED Designing Local Skills Strategies projec2007

One issue which affectsnamployed people in many OECD localities is the lack of ldaagar
training available which will really improve their employment chances. The Public Employment Service
(PES) often funds relatively short, low intensive courses which do not producgelomgsustainable
outcomes. In the Unite&tates, for example, Osterman (2005) identified a lack of longer term training
available for unemployed and low skilled people. However, analysing data on the returns from training
for dislocated workers, he shows thahortterm training leads to small or neexistence gains in
employment position and salary level whereas more substantiaHerg training does seem to improve
the earnings of dislocated workers to an important degree. This is reflected in the oucfaméhose
attending community colleges in the US in the 1980s and late 1990s. For those that have attended a
community college for a year or more there is substantial benefit, particularly if they go on to achieve an
associate degree (which will increasarnings by 14%) however most people do not manage to stay long
enough to reap these benefits and for these people the return is close to zero. Greater collaboration is
needed between employment agencies and education bodies to ensure meaningful sgithsling for
unemployed people, with new mechanisms for funding such training.

The roleof the private sectoin providing training to their own statilsocannot be underestimated,
even ifnot all firms can contribute to skills development in the same Wwayge firms are well equipped
to upgrade theskills of their labour force through formal training plans and orgati@nal training
platforms but snall andmedium enterprises (SMESs) participate poorly in tragirand therefore require
support from the pblic sector in establishing customised training which works across different
workplaces and facilitating other forms of knowledsgjearing (OECD, 2006a, 2008c)

Dealing with mobility and change

Creating and maintaining a skilled workforce is made more ¢icatpd by the context of
demographic change. An ageing population threatens to produce shortages of both labour and skills in
many localities, particularly rural areas. When people retire their skills and experience are not so easy to
replace. A furthefactor leading to the increasing complexity of human resources issues is rising mobility.
International immigration has more than tripled in OECD countries over the last twenty years (OECD,
2007). Some localities lose skills in this process, while otters Yhile sending regions across the
developing world are building strategies to cope with the loss of skills to emigration, receiving regions are
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investing significant resources in ensuring that the skills brought by newcomers are recognised and
adaptedto their new context (see Box 4 below).

Box4. Attracting and retaining talent

In the context of demographic change and an ageing population, many communities were actively seeking ne
before the economic downtur, so much so that cities were starting to compete in order to make themselves more attracti
the theorist Ewers say®8hen specific skills are lacking, the easiest way to improve the knowledge base is to imf¢Ewers,
2007). Given that in theong term demographic trends are likely to continue, it is likely that migration will continue to be se|
a useful means of building a successful local labour pool when the recovery kicks in. Even now, immigrants can do fuelc
the return to grawth, bringing with them international connections, a tendency towards innovation and entrepreneurship
willingness to work hard in difficult conditions before they become properly established in the labour market. Howess
essential that suppdarfor immigration is accompanied by strong systems to integrate newcomers. In general in OECD c
many immigrants remain unemployed or overqualified for the work that they do. Adapting skills to new labour marke
resource intensive processes OECD, 2006b), and governments need to ensure that communities experiencing immi
(particularly those for whom this is a relatively new phenomena) have adequate funding and guidance on this task.

Developing balanced skill strategies

LEED reseah (OECD, 2089 shows that when developing strategies to improve the skills base,
localities need to strike the right balance between investing in upskilling (through-@ntelearning
system and irwork training), attracting and retaining talent, aimtegrating more disadvantaged groups
into the workforce development system (see Figure 1 below). The case of Shanghai in China is an example
a local economy managing to bring these different strategic priorities together through a balanced
approach.

Figurel. Developing an integrated skills strategy

Integrated
local skills
strategies

—
_

There are many factors, including shtetmism and a lack of resources, which prevent communities
from dealing with more intractable skills problems, such as adklled workforce, or pockets of local
people without basic skills. Developing a strong skills strategy may therefore require providing incentives
for local actors to work towards longéerm objectives.

It is also important that policy makers have an aaterunderstanding of the skills supply and
demand in their local labour force 6 KI G A& (1y26y la GKS t20Ff WaiAft
difficult to collect, and even more difficult to analyse effectively. Further, once priorities have been set,
local players need to have the power to influence education and training policy (see Section 6) and
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effective ways of working in partnership, given that skills are a ezoig issue faced by policy makers

in fields as diverse as education and trainiegployment, economic development, social development
and entrepreneurship.

Box5. Shanghai Highland of Talent Initiative, China.

The Shanghai Highland of Talent Initiative is a good example of a balanced hgitaty wide skills strategy. The
Ydzy AOA LI £ F2@0SNYyYSyid fFdzyOKSR Ala FANRG aiAffa RS@Sftn2
mainland China. However, effective efforts to implement a concerted strategy did not occurhentihdnicipality launched ¢
RSGFAEf SR WFEOGA2Y FNIYSE2NLQ AY Hannd ¢KS | OGAz2y FNIYS
around the attraction of returnee high skilled Chinese émigrés; specialised training programmes tughaskilled scientists
managers, engineers, politicians and public servants; and wider programmes to reform the vocational training system lar
{KFEYy3IKFEAQ& 1 062dzNJ F2NOS® Ly Hnnc (GKS&aS ¢S NAl pribrity\birfg$ikhn ©
training migrant workers and rural surplus labour arriving in Shanghai. Training is now delivered on the basis of an
NEGASHESR WelfSyd 5SSt 2LIWSyd /IdlFf23dz2SQ ¢ KA O tarfgeted dppréach
KIa 0SSy SyO02dzNI 3Ay3Id ¢KS LRNIA2Y 2F KAIKEe& alAftft SRpew
cent by 2005, compared with 6.2 per cent in 2002, and 9.4 per cent in 2003

Attraction and retention of skilled
workers

3-year programme 1o attract Chinese émigrés
back to Shanghai including:

=special schooling forthe children of retuming
migrants;

tecognition of qualifications gained owerseas;
«grants for retumees to set up a business;
=guaranteed higher starting salaries in certain
professions.

Integrating disadvantaged groups Upgrading skills
into workforce development
«Training for migrant workers: providing «Training centres in leading enterprises and
essential job training to migrant workers in promoting on-the-job wocationaltraining.
Shanghai in 19 special training centres in . +Aqualification-based job certification system.
each area ofthe city. — > +Specialised training programmes to train
*Training for the unemployed. high-skilled scientists, managers, engineers,

politicians and public servants.
*Continuous education and life-time leaming

system.

Source OECD (2009¢)

In corclusion, there are a number of areas where both national and local policy makers and

practitioners can focus in order to build more skilled and adaptable labour pools at the local level in the
future:
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Recommendations for national
policy makers

Invest in information and datalnformation
and data is a key issue which is holding b
local policy makers wishing to take a proact
approach to tackling skills issues at the lo
level. National gosrnments have &
responsibility to ensure that disaggregated de
is available for as many dimensions of the s}
issue as possible.

Provide flexibility at the local level in the
management of education and skill
policy: It is only when public actors camally
influence their own services and delive
arrangements that they can participal
effectively in strategy development at the loc
level. Education policy makers are often
WYArAaairy3a tAy1Q G Gf
which prevents long term gproaches to skills
issues locally.

Recommerlations for local policy makers
and practitioners

Develop a balanced approacitt is essential that ¢
balanced approach is taken to skills issues, so
actions to attract or retain talent are developed
tandem with actions to build a responsive educati
and traning system, integrating disadvantaged grot
into the labour force, while also ugkilling those
already in employment.

Support the development of generic skilldnvest
in education which provides strong generic skills, b
in the academic and vocatal education streams
Some disadvantaged groups may require extra sup|
through earlyyears education and better adapte
schooling.

Join up delivery It is essential that local educatic
and training is well connected in coherent syste
which offer ckar route maps into good qualit
employment. Education and employment agenc
need to work together to ensure meaningful ski
upgrading for unemployed people.
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Better utilising skills and improving the
guality of local jobs

In response to theconomic downturn, many local communities are currently placing an empha:
increasing the quantity of jobs available locally. However in the longer term, a greater focus
quality of local jobs is heeded. Employers need to better utilise thermoesaurces available to then
raising job satisfaction and incomes at the same time as boosting local productivity.

Localagenciescan contribute to this process by using a number of different policy instruments, si
incentives for employers to instein new technology and the promotion of more effective forms of v
organisation. Working with intermediaries is particularly important here, as is developing join
strategies and governance mechanisms that encourage a focus on both the supgénzamtl for skills

To counteract rising unemployment there is currently a drive towards job creation support measures
at the local level in OECD countries (see Section 1). Temporary jobs in the public sector, for example, are
being seen as important mearg maintaining labour market attachment until the downturn is over.
However in the longer term it will be important to create real and sustainable jobs, not just any jobs.
Public sector actors also need to concentrate on the quality of jobs availathie iabour market.

What has become obvious today is that while national economies prospered in recent years through
strong job growth, this disguised an inherent problem in the large scale creation of weakly productive
jobs. Such jobs kept people in emyinent. However, they have also had a number of adverse effects
they provided relatively low paid employment, creating a section of society that could be classed as the
Wg2NlAy3d LR2ND® CAGTIASNItR O6uHnncO A RSsiodah @A Sa K
paraprofessional, with skills, salaries and career trajectories to match, has been broken down to be
performed instead by lowage, highturnover employee® At the same time, the easy availability of
employment has discouraged people from ésting in their own longerm education and training,
causing youth to leave education and training early, and take up employment. This may have produced
financial benefits in the shoterm, but in the longterm, career prospects and overall incomes akely
G2 0SS yS3aILiArAgSte I FTFSOGSR 08 &dzOK OK2A0Sad ¢KS W¢
with the public employment service often quickly matching clients to available jobs, as opposed to
helping them invest in their human resaas and skills and move towards more sustainable long term
careers.

Now is the time for people, particularly young people, to invest more in their education. At the same
time, to build more sustainable local economies, local employment agencies need o with
employers to ensure they fully use the talents and skills available locally. By improving both productivity
and skills level employers will maximise the utilisation of the local pool of talent and improve job
opportunities, at the same time as inpring the competitiveness of the local economy. While the
private sector may have been reluctant to work with public agencies on issues of productivity and work
organisation before the economic downturn, there is now more willingness to work in partpetshi
bolster the strength of local industries. Even before the slowdown, research by the LEED programme
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showed that businesses could be eager for more support in maximising productivity. In a poll conducted
by the LEED Programme amongst American Chaof@ommerce executives, 68.3 % felt that workforce
development agencies should have some role in helping businesses to tackle productivity issues, with
28.6% identifying this should be a strong role.

Rural areas and the lesgkilled-equilibrium

Tackling hese issues is particularly important in certain OECD communities and regions. The labour
market analyst Anne Green (see Greemalet 2003) proposes a useful typology to understand the
complex relationship between skills and supply which exists in difteregions. According to this
typology, regions can broadly fall into four different categories: regions experiencing a low skills
equilibrium; regions experiencing skills gaps and shortages; regions experiencing a skills surplus; and,
lastly, regions expéencing a higkskills equilibrium (see Figugbelow).

In the context of demographic change and mobility many communities found themselves
experiencing skills gaps and shortages before the crisis. However, in some regions a low supply of skills is
matched by a low demand for skills amongst local employers (theskills equilibriumy. Not all
businesses and not all communities progress as fast as others in terms of adopting new technologies and
adapting to changing markets. Coyle (2001) identifies cgatime of roughly 50 years between the
development of new technologies and the ability of societies and economies to fully take advantage of
the potential they offer to improve productivity. In the meantime, employers can also achieve
competitive advantagéhrough keeping skills levels, and therefore salaries, at a minimum.

Figure2. Moving from a low to high skilled equilibrium

Supply
Low » High
High
* SKILLS GAPS  HIGH SKILLS
AND EQUILIBRIUM
SHORTAGES
Demand
LOWSKILLS | KILLS SURPLY
EQUILIBRIUM
Low

Sourcel EED Designing Local Skills Strategies project;28@apted from Greewt al, 2003

The lowskills equilibrium is a particular problem affecting rural areas which lack a university or
higher training institute. Improving the pply of skills in such areas is risky, as unless simultaneous
attempts are made to improve the demand for skills, this may produce a skills surplus (the bottom right
hand corner of Figure 2), with trained people leaving the area at a young age to seek dpadlity

See the glossary to this publication.
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employment opportunities elsewhere. In situations of high emigration, local policy makers often become
diverted towards \fire-fightingQto fill labour shortages, as opposed to skills shortages. In this case
vacancies are remaining unfilled eithéue to a sheer lack of local people to fill them, or because people
are not attracted by the pay, wage and job contact provisions or working conditions of the positions.
These labour shortages are often resolved through recourse to immigration, meduaingdlicy makers

do not have an eye on the long&rm strategic need to improve the quality and knowledge intensity of
the employment on offer and to increase the attractiveness of the labour market to residents and
newcomers alike.

This highlights théact that while helping employers fill vacancies is important in the context of the
downturn, in the longeterm, it may not always be the best way to help the economy develop.
Sometimes, if there is no supply for a given labour demand it is a signgdritdiction along the given
characteristics is unsustainable and that the job is in fact not viable in the loewgar When public
SYLX 28YSyil HFASKORSEA2WVFANBE adzOK @I OFyOASa GKSe& | NJ
leads to poorefficiency in the use of public resources (particularly as such placement often leads to poor
220 NBGSYylGA2Y YR f102dz2NJ YFEN] SO WOKdAdZNYyAY3IAQO GKAT S

How to build better quality employment and high skills utilisation

In order to move towards a highkilled equilibrium, ultimately local policy makers will benefit from
building broad strategies that address both the supply and demand for skills (see Figure 3 below).

Figure3. Balanchg strategic priorities on the demand and supply of skills

Public employment service, training

institutions, universities, regional
development agencies

SUPPLY DEMAND

Contributing
torwards improved

Strong schooling and

education system
productivity

Integrating
disadvantaged groups Sharing technology
into training & H|gh transfer

employment Well ngh Skill skills

trained Equilibrium \ytjisation
Upgrading skills of the |ab0ur b Mana:ggment
low qualified force Y training
employers

Sharingnew forms of

Attracting and

retaining talent work organisation

Source: LEED Skills for Competitiveness project-2009

27



Although this is a new area for many policy makers, there are a number of tools which can be used
to address problems of lovekilled equilibrium and improve skills utilisation. Some of these are listed in
Box 6 below:

Box6. Tools to raise the quality of local jobs and improve skills utilisation
Guidance, facilitation anttaining

Support technology transferfacilitatinginvestment in new technology by employers, setting up partnerships for the sharing
innovation and new technologies (see the South East Lincolnshire case study below).

Provide technical assistance to pnove working conditions and work organisatiorthis is particularly important in sector
experiencing labour shortages, which often reflect high staff turnover due to poor conditiiis. may mean the re
professionalisation of frorline positions in som sectors and a reduction in dependence on temporary staff. Providing staff
WNBfSIasS GAYSQ (2 LI aa 2y aiAtfta yR fSIENYyAy3 Aa |faz

Encouraging takeip of training for both managers and workerdetter trained managers are likely to createore productive
working environments for their staff. At the same time, companies need to be encouraged to make training and othe
development opportunities available to their staff.

Finance and procurement

Ensure the availability of patient cafil: in order to invest in their staff and their production processes, companies need |
G§SNY AygdSaildyYSyid aSOdaNRAGe d ¢ K $undsidvested formddiSm &Idng terth @énérallyardb to
10 yearswill be important for this.

Develop a qualitydriven supply chainpublic procurement can also be used to help local firms think loteyan and therefore
invest in changes to productivity. This can include, for example, letggracting periods. In addition government contrac
can require a certain level of working conditions, and a certain commitment to training, for example.

Influercing broader public policies

Remove local disincentives to a focus on quality in the public sectbis may include changing incentive structures for lo
employment agencies so that they concentrate on the quality and not just the quantity -ofigathes.

Ensure that skills policies are embedded in economic development polidiesal partnerships are needed between busine
and policy makers in the sphere of economic development, education and employment. Businesses are obviously key pi
any dtempt to better adapt training to the needs of the economy. However, if appropriate policy makers are not active
local level, businesses will only concentrate on filling stearh vacancies, as opposed to planning lorgem in the investment
in training and in better quality jobs which attract skilled people in the future.

Work in partnership

Work with intermediaries: Brokers and intermediary bodies can be particularly useful when working with employel
productivity issues, particularly dhis is not a traditional domain for public policy. In South East Lincolnshire, for exam
local university campus was instrumental in setting up a new Food Industry Technical Training Partnership described bel

Work with unions:Unions are naturapartners in the area of improving the quality of employment at the local level. Not
are unions increasingly involved in coordinating training for their members, but they also have an interest to see th:

organisation and employment conditionsprove for skilled staff. They are a useful intermediary between the pggictor
and business.

Source: LEED Skills for Competitiveness project-2009
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The role of intermediaries

It can be difficult for the public sector to advise business on pradtytissues, and in some
O2dzy i NAS&a GKSNB Aa | WONBRAOATAGEQ 3Ll 6KAOK ySSI
involved, even if some of the issues under discussjom particular work organisation and the
management of human resmces¢ are an area that they are well familiar with. For more technical
aspects of productivity the public sector often does well to work with intermediaries. In South East
Lincolnshire, for example, a local university campus led the development of aFoed Industry
Technical Training Partnership which has been instrumental 4skiliing local workers and raising local
productivity through sharing innovation and promoting technology transfer. While the partnership
provides formal training to people wking within local industry, it is perhaps the informal exchange of
SELISNASYOS FyR 1y26tSR3IS 6KAOK KIa 0SSy Yz2ad dzas
and increase their productivity.

Box7. The Food Idustry Technical Training Partnership 8outh East Lincolnshire

In regions where demand for skills is low, it may not be enough just to provide training for workers. Public agenc
need to work with employers to improve skills utilisation. The atth campus of the University of Lincolnshire in 1
UnitedKingdom has been at the forefront of improving productivity in local industries and hence improving the quality ¢
job opportunities (Green,submitted). South East Lincolnshire shows pafacuproblems associated with the leskill
equilibrium. Before the economic downturn, unemployment was not an issue for the region and there was no overall sho
jobs. However, productivity had been low and falling and academically able young peemdeaving the area for career
elsewhere in the Unite&Kingdom. The local economic development and skill strategy identified a preponderance of low sk
value employment and a lack of opportunity for progression as the key local economic devatapsue. A key area for publi
policy is therefore to promote a step change in the local economy, increasing the local demand for skills, and hencegir
the attractiveness of the local economy to talent.

In response, the University of Lincoln set aspecialist campus for the food manufacturing sector, developed fro
partnership between Lincolnshire County Council and regional stakeholders. It has become a Centre of Vocational E
(CoVE) and has National Skills Academy status for Foodramkd The campus offerdtate of the arftraining and educational
resources, including pattme and distance learning programmes to students who are working in the food sector. At the
time, strong links have been established with employers, whohaxge the latest technological developments a
research/innovation through &ood Industry Technical Training Partner§hiipis perhaps the informadxchange of experienct
and knowledgeenabled by the partnership which has been most us@fuéncouragig employers to4hise their game and
increase their productivity.

One group that has particularly benefitted from the rise in the demand for skilled positions in the region is the
immigrant population. The training alliance identified the local igmant population as a latent and untapped local sk
resource, given that many are working below their skills and qualifications levels in seasonal work within the agrieatra
Wdza i dzy RSNJ I GKANR 27F |t Linhdrantd Jandlinyadditioniny2006/&te Holbehch cayhy
delivered twentysix English as a Second Language (ESOL) courses for fourteen different companies in the food seci
were 356 enrolments over this period, with a retention rate of 68%.

Sour@: Green (submitted), LEED Designing Local Skills Strategies proje€d, 2007
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Integrated strategies that address supply and demand

Overarching local strategies which balance issues of supply and demand provide a good backdrop for
working with employersn this area. The Australian skills ecosystem approach provides a useful model
for policy makers seeking to build such integrated approaches. These pilots, which began following a
review of vocational training policy in 2001 (Buchanan et faljus notonly on how skills can be
developed, but also how they can be deployed.

Three core features define this approach:

f NBONMZA GYSYd IyR NBOGSYyGA2y LINRBofSYa IINB y2i
as problems involving the structure of jobs orfeof often defined as a shortage of decent
jobs;

9 the response involves groups of employers accepting joint responsibility for overcoming the
problem;

9 the crucial factor behind successful innovation is the existence of highly competent brokers
or facilitatars capable of dealing with issues of business development and not just the
development of the workforce.

In the skills ecosystem model, skills shortages are seen to be as much about work organisation and
turnover as about problems with the supply of skdllpeople from education and training institutions.
Rather than responding to employer shortages by creating new training courses, policy makers first
assess the causes of those shortages (see for example the skills ecosystem pilot in the racing mndustry i
Box 8). Is it genuinely because of a lack of training, or rather that jobs are unattractive and therefore
cannot retain staff?

Box8. Skills ecosystem pilot in the racing industry in New South Wales

The thoroughbre racing industry is a vital component of the New South Wales economy (Australia). It is one of the
SYLX 28SNAR Ay GKS adGlidSs SyLXz2eiay3da 2SN np=nnn LS2LXx S
domestic product. A ski#cosystem pilot project run by the racing industry in ruralM\South Walesset out to tackle a chronic
shortage of trackwork riders. They are people who provide a service to horse trainers by exercising their horses, ih |
specific instructions,a bring the horses up to required fitness and preparedness levels.

The solution to this problem did not involve having the VET system produce more Certificate Il and Ill trainec
Rather, the problem required changing the nature of the job. Traukily, trackwork riders have operated as contractors
WLIASOS NI iSaQr LIAR o0& K2NBAS 26ySNE 2NJ GNIXrAYSNE F2NJ
situation in which the trackwork rider classification is now attached wmeker engaged by the local racing club. This enables
worker to earn a living wage, and gives the club and trainers a reliable source of labour, which in turn attracts mowe
business for the club.

Source: Buchanan et al (2005
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Key mechanismahich the skills ecosystems have put in place include:
1 the reshaping of work and the labour market to solve the key cause of a skill shortage;

1 VET institutions as an innovation partner working closely with leading research institutes and/or
businesses deeloping new products and processes;

1 improving quality arrangements, especially across supply chains or networks of production and
service provision;

1 customised, multemployer responses to particular skill shortages.

Integrated boards and partnerships

To develop an integrated approach, it can also be useful to set up partnerships and boards at the
local level which have both a suppbnd demandside dimension. In the United States, the Workforce
Investment Boards (WIB) have since 1998 played a strdegmareating more integrated strategies to
address employment and skills within broader economic development strategies locally. There are 650
WIBs across the US, at state and local level, and they are strongly business led, being both chaired by
business and having to have a majority of business members. There are also designated seats for
representatives fromlabour unionsand local educational institutions, with economic deymtent
officials also sitting on the boards in many states.

While performance of the Boards varies, in some areas they have developed strong integrated
strategies which bridge across employment, skills and economic development. In the Lower Rio Grande
valSe Ay ¢SElFaz F2N SEFYLX Sz 20t &idl1SK2ft RSNE R
YIydzZFl OGdzNAy 3 OSYydNBQ> GF1Ay3a FTRGFEyGlr3IsS 2F 265N
products for the US market quickly (see Figure 4 arx Bbelow). As the region progressed with the
strategy, it became increasingly apparent that both school and technical education constituted an
important part of the solution.

Figure4.  An integrated approach tourning around the Lower Rio Grande Valley in Texas
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Box9. The case of the Lower Rio Grande Valley, Texas

The Lower Rio Grande Valley region centred around McAllen, Texas illustrates how one region can devédémpivan
integrated strategy for economic development involving all local stakeholders. Twenty years ago, McAllen suffered 1
LISNDSy G dzySYLX 28YSyid Ay Iy SO2y2vyeée GKFiGi RSLISYRSR LINA)Y
devebpment strategy was primarily reactive, and there was uncertainty about the growing numbenaqguiladoras
OYl ydzZFl OtlidzNA Yy 3 LI | yGao 2LISNIGAY3I AY ySENbDE aSEAO2E |yl

The Greater McAllen Alliance, the regional keiing and recruitment entity, and the McAllen Economic Developm
/| 2NLIR2 NI GA2Y 6a95/ 0 fSR Fy STFTFT2NI (G2 oO0dAtR | @GAarzy
Achieving the vision has been highly dependent on strong batively informal collaboration across economic developme
SRAzZOI GA2yS | yR 62N)] F2NOS RS@St2LISyid fSIRSNAE FyR 2NHL
economic future. Collaboration also went across national borders tadech strong partnership with the city of Reynosa
aSEAO2® ¢CKS &GN} GS3Ie &a2dAKG G2 GFr1S FRGLyGlF3IS 2F (K
Pacific Ocean and equidistant between the U.S. east and west coasts. The reié@ | £ a2 I C2NBAIYy ¢
(under U.S. laws and NAFTA provisions).

Recognising the demands of manufacturers and their clients for increasingly short product life cycles, the region pa
AGaStET Fa | WNINRRINDBEYBNBE VKKdazF ODdzizR dzaS SEA&GAYy 3 O;
market in evershorter time frames. As the region progressed with its strategy, it became increasingly apparent that te:
education constituted an important pdli 2 F G KS &d2f dziA2yd ¢KS NBIA2yQa f S| R
meet immediate employer needs. In 1993, they opened South Texas College, a comprehensive community college
grown from 1,000 to more than 17,000 studenfBhe College provides customised training and Continuing Education
(CEUSs) to upgrade skills of current employees and prepare new employees. The institution has implemented a Skills (
Certificate for their customized training programme, pding employees with portable skills. In addition, the College and o
educational institutions in the region have worked with the Lower Rio Grande Valley Workforce Development B¢
document gaps in the availability and use of customized trainimgilSu Together they advocated successfully for increa
appropriations for the State level Skills Development Fund, and for increased flexibility in using local Workforce Deve
funds through a waiver from the federal Department of Labor.

Theregiyy Kl & F20dzZaSR y2i0 2yfeé 2y | Rdfd SRdzOI GA2y 3> 0 dzi
schools, which had been disappointing. To promote a willingness to change, school and community leaders decided 1
a Kl NB K Srfornénie2itiitaiod withi$he public. Driven by economic development needs, they agreed to talk
the dropout rates, the numbers of students in developmental and remedial studies, and other potentially embarrassing
College Readiness SummitwaSt R 6 KA OK F2N¥dz F GSR F W/ Lttt G2 | QGAz2y 1
¢CKAA tfAlYyOS KIa KSfLISR aoOKz22fa (2 RS@St2L) tAy 1l 3S4a.

The Workforce Development BN R 6 OF f £ SR 2 2NJ F2NOS {2fdziAzyao KF&a
development agenda, commissioning a Regional Industry Cluster Analysis and establishing an Office of Business Seungic
on employer needs. Workforce Solutiokasinched pilot One Stop centres to provide intensive services to employers and
skills assistance for job seekers. A Skills Solutions team has also been set up to invest in individual training aéspumtaq
target occupations which offer growtpotential and a minimum wage. Because Texas obtained a waiver from the
Department of Labor allowing local Workforce Development Boards to use formula funds for more flexible purpos
Ay OdzYo Syl 62NJ SNJ GNI AyAyFize (KSBO2 dYIGNR deaNMBS/130 PRv Y AW Ef 2ACIHyE
for and access to training. The Board required participating businesses to contribute 50 percent of the training costgewh
the fund to $2 million, leading to training for 13@@ople last year.

Results of Aligned Strategy

Overall, the regional strategy has been responsible for helping to attract more than 500 employers and nearly 100!
to the region. Between 380 companies are recruited to Reynosa each year, inclilrigst year. Although there certainly ai
pockets of economic distress, there has been tremendous progress since the early 1990s, with unemployment dec

Hidalgo County from 24.1 percent to 7.7 percent and in Starr County from 40.3 percent foet€ent.

Source: Troppe et al (submitted), LBE@grating Employment, Skills and Economic Development (IESED)
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In summary, national and local policy makers and practitioners can move forward this area if they:

Recommendations for national
policy makes

Remove local disincentives to a focus ¢
quality and sustainability in the laboul
market: this may include changing incenti
structures for local employment agencies
that they concentrate n the quality and not
just the quantity of jobmatches, and take intc
consideration the future competitiveness of tt
local economy.

Establish policy instruments to help loc:
actors address skills utilisation issues at tf
local and regional level.This is particularly
important in regions experiencing a leskill
equilibrium.

Establish aredbased partnerships at the sub
regional level: Rather than create eithe
W3 dAfISR& 2 NI SRS YIJly RU y
be important to develop boards that take
balanced approach to employment ar
economic development locally.

Recommendations for local policy maker:
and practitioners

Establish joineeup strategies that link supply anc
demand approaches to skills and employmer
particularly in areas facing legkilled equilibrium

Support technology transfer and provel technical
assistance to improve working conditions and wol
organisation: this is particularly important in sector
experiencing labour shortages, which often reflect h
staff turnover due to poor conditions.

Encourage takaup of training for both mangers and
workers: better trained managers are likely to crea
more productive working environments for their staff

Work with unions and intermediariesNot only are
unions increasingly involved in coordinating training
their members, but they also ka an interest to see¢
that work organisation and employment conditiol
improve for skilled staff. Intermediaries (e.g. colleg
consultants) can also help in the development
Wodza-XxWNBSFRE8Q AYAGAIGAD

Develop a qualitydriven supply chain public
procurement can also be used to help local firms th
longer term and therefore invest in changes
productivity
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Employment progression and careers
definition

Quality jobs are important, but it is also important that they are accessitédl tocal people. In orde
that communities do not develop a divide between wéll A R-KW®B A QT | yR L2 2-M
y20aQr SYLIX 28SNB yYySSR (2 27 FsKied wokdsIshIhat dhky2cy
move up into better skiltejobs over the course of their life time. The problem is that employer
now particularly unlikely to invest in the training of lakilled staff, and internal career ladders ¢
becoming more and more fragmented.

In some communities, public institoiis have been working together with employers tecreate
traditional career ladders externally. Career ladders and career clusters, offer a useful way of t
together employment agencies, careers advisors, education and training bodies and ahc
consortia to construct routenaps to training and employment for the leskilled. They also help 1
make the labour market more transparent which facilitates supply and demand matching

Working with employers on skills utilisation is important, partar for rural regions, but it is also
important that employers are encouraged to provide upskilling opportunities to their staff so thatdower
skilled workers can progress over time and access better job opportunities. Analysis has shown (e.g.
OECD 2006 that employers are particularly unlikely to invest in the training of-&killed staffg
particularly as loweskilled people are increasingly employed on a temporary basis, with it being unusual
now for such workers to gain ‘®areer for lif@ Many jds are temporary, and it can be difficult to see
how one job may lead to another higher up within the job hierarchy. A Yéaweer pathways approa€h
which has been developed in the Unit8thtes in recent years offers a mechanism for overcoming such
barriers.

New models for employment progression

In cities like New York, public institutions have been working together-toeate traditional career
ladders externally. For example, customised training courses are linked together to ‘Ganeer
pathways iniativesQfor low-paid workers, often jointly funded by the private and public sectors (see
OECD, 20@). The main components of the career ladder approach include defining appropriate training
with industrial consortia and colleges; adapting trainingtie heeds of working adults; linking training to
career transitions, from entrdevel to higher level workers; building links across sectors to establish an
industry clusters and disseminating information through aduwientated careers advice. Box 10 piades
more detail on each of these various steps.
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Box10. Developing a career ladder approach

Stage 1. Gap analysis: Target industries and jobs that will support individual advancement and growth

I Analyse current angrojected supply and demand for labour in region, identifying industries offering jobs
family-supporting wages and opportunities for advancement.

 Assess the strengths and weaknesses of existing education and workforce development services fogeth
sectors, and identify gaps where needs are currently unmet.

9 Consider the return on potential public investments.

Stage 2. Career pathways planning: Form a partnership to develop a career pathways plan

Organise partners, including education and tragniproviders and workforce, economic development and so
service entities, to develop the plan.

9 Involve employers in mapping the structure of the jobs, job requirements and advancement pathways in the
industry sector(s).

f  Rethink partner programneeand services to support career entry and advancement in the target sector(s).
9 Identify costs, and develop a funding strategy.

 Develop a stakeholder engagement and communications plan to build broadbased support for the career pe
vision and goals.

Sage 3. Implementation: coordinate the work of the partners

9 Establish memoranda of understanding (MOU) specifying the roles, commitments and contributions of each §
including employers.

 Coordinate the work of the partners, including programme depment, marketing and recruitment, delivery ¢
programmes and support services, job development and outcomes tracking.

Stage 4. Continuous improvement: evaluate and continuously improve career pathways programmes and services

Conduct regular Hprocesseviews of programme performance.

)|l
9 Track the employment and further education outcomes of participants at each level.
Make adjustments based on evidence of programme effectiveness and impacts.

I Regularly reevaluate the mission, vision and goals.

Stage 5. Expansion: Expand the pathways process to involve other partners, populations of participants and sectors

9  Apply the pathways model to additional populations or geographic areas, expanding the partnership to includ
organisations as needed.

 Replicatethe pathways process in other industry sectors of important to the local economy.

Source: Jenkins and Spence (2006)
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The City University of New York has worked with partners such as the 1199SEIU union for health
care workers, to establish career pathwaggshree main sectorg health, retail and tourism (see Box 11
below). Each of these sectors presented skills shortages while employing a significant numbepaitilow
workers, many of them immigrants. Developing the schemes has been resource intensive a
stakeholders from New York have had trouble bringing them to scale. They need strong emploirer buy
and also the active involvement of local colleges and local industry consortia in order to design job
profiles and training courses which meet the nseaf industry. The workers who undergo the training
often find it hard to keep to traditional training schedules and benefit also from a particularly flexible
approach from local colleges.

Box11. Career ladders inetail, health and tourism in New York City

LYYAQNIyGa Ay bSgg ,2N) /AdGe& FINB AydiSaINIt LIXI&8SNBR Ay
However immigrants tend to work in lowsaying jobs compared to natiMeorn workers wih the same levels of educatior
There are numerous barriers to attending college for immigrant and othemlage working adults. Conflicts with work ar
family life made traditional community college attendance a major challenge forwlage working parets in particular.
Likewise, lomwage workers with basic skills deficits and language barriers often require additional courses to suppo
transition into postsecondary studies.

In response, the City University of New York (CUNY) has worked witfepgasiuch as the 1199SEIU union for health ¢
workers, to establish career pathways in three main sectptegalth, retail and tourism. LaGuardia Community College,
example, has developed a mdiével career pathway programme in the area of headiipported by multiple public and privat
funding sources. The pathway has a series of different stages (see figure below). Firstly, in order to address bartigroto
the low-skilled, the college offers preparatory/brid@erogrammes which blend reling, writing and critical thinking instructiol
in a healthcare context. Each is tailored to a different type of target group. For example the Bridge to US HealthcasasC
targeted to immigrants with medical credentials or sector experience abrodl language barriers.

On-going professional
development

Higher- level vocational
courses & degrees

Transition programmes
e.g training for Nursing Assistants to
become Licensed Practical Nurses.

Bridge courses
e.g.Bridge to US Healthcare Careers

At this level, the college also offeHansition programme®that are more targeted programmes to help incumbe
workers already trained for certain occupations move to next step job opportunities. The CNA to LPN prograreranfie, is
a college preparatory programme that helps incumbent Certified Nurse Assistants to train to be Licensed Practical Nui
next level along the pathway includes preparation for higher level vocational or degree programmes. Finally, ified g
workers, the college offers continuing education for professional development purposes.

As one college Dean pointed out:

¢KS GNRAOY Ay Ittt 2F GKAA Aa ONBIFGAYy3a GKS O2f f | 6 RAeNoi
have the academic department and more often than not an academic department is rigid in its approach to its
matter, and then you have the potential student. Each one has very different demands and needs. And then y
continuing educatio which is really charged with building the bridges between the three constituencies to make it
Michael Paull, Dean of Adult and Continuing Education at Lehman Collegg (2008
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Despite the apparent success of the career pathways an overriding craflen@UNY is in bringing them to scale. Th
efforts are usually of a small scale, and thus are not likely to serve the full demand that exists in the labour markebrgc
the underemployed. Greater involvement of city level organisations within avaoehing careers clusters or career ladc

framework may be necessary to really have an impact on the working poor in a city.

Source: OECD (2G%)9

Developing career clusters

While career ladders can support progression in individual industries amorseit is also helpful to
I ONR a a
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moving horizontally as well as vertically.

At the federal level in the United States the Department of Labor has created a Career clusters
initiative (see Box belowyyhich has been adopted by many states and regions, and customised to their
local labour market needs. A career cluster is a grouping of occupations and broad industries based on
commonalities. Job profiles are mapped across an entire industry so leanéra/orkers can see how
different careers interact and rely on one another. Within each career cluster, there are anywhere
between two to seven career pathways from secondary school te smd fouryear colleges, graduate
school, and the workplace. Thepable lowskilled lowincome workers to make connections to future
goals, providing motivation for working harder and enrol in a series of related courses. The network of
clusters is overseen by the National Association of State Directors of CTE (vdcatioriag) and
delivered through a partnership approach involving state, schools, educators, employers, industry groups,
and other stakeholders who have worked together to create curriculum guidelines, academic and

tAYyla
alAftfta
sectors, and with th right technical training and the right time in peoples career, people can progress by

aSOUu2NR U2

6KAOK YI 18

technical standards, assessments, anof@ssional development materials for the clusters.
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United States Department of Labor
Career Cluster Model overseen by the
National Association of State Directors
of CTE

The diagram to the left shows a career
cluster in the transport industry. Each
cluster is broken down into a series of
career specialities, e.g. in this case,
system infrastructure, sales and service
and warehousing/distribution. For each
career area, different job profiles are
mapped and training is developed with
local industries and colleges which allows
people to transfer from one job to the next.
As well as making the labour market more
transparent it also helps guide adults as
they construct their own personal career
ladder.
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Linking clusters work to the work of the public employment service

A sectoral/cluster approach can also be useful within local branches of the public employment
service. Again in New York, artsportation centre has been established in the Workforce One centre in
Queens, which supports access to jobs in the sector by the unemployed, while also working with
employers to improve retention and progression of lawome workers and improve work ongigation
(see Box 12 below). The centre provides a particularly professional environment for job seekers to learn
about and access a particular industry locally.

Box12. Workforcel NYC Transportation Centre

In 2008New York City launched the Workforcel NYC Transportation Centre, which was initially funded by Mayor
.f22Y0SNHQA / SYiNB F2NJ 902y2YAO hLILRZNIdzyAided

The goals of the centre are to:

1 Help make transportation companies more competitive by buildingegige on how to respond to workforct
needs.

1  Connect lowincome workers to good jobs with career advancement opportunities within the sector.

1 Catalyse systems change within transportation by working collaboratively to identify and address barrie
impact employers and lowage workers.

On the basis of an analysis of labour market data, the centre chose to focus specifically on four subseci
Transportation, Truck Transportation, Passenger and Ground Transit, and Air Support Transportattiim thége subsectors
the centre works closely with companies to assess their hiring and training needs and to develop customised solutions
those needs. For example, many companies have expressed a need for supervisory training to both rké&as anok provide
advancement opportunities for staff, which the centre now delivers. The centre has also found that having a deeper erig:
with employers has enabled the centre to maintain and exceed performance expectations despite challengingietiomesn
By having theitingers on the puls@of employer demand, staff have been able to connect recently dislocated workers
other similar opportunities, while also screening new entrants into the sector.

As of April 2009, the Transportation @enhas made a total of 869 placements and promotions. A total of 664 indivic
have been placed in jobs. In addition, a total of 205 individuals have received promotions and the 75% of those indavidt
received a 10% or more increase in wagea/o iundred and thirty nine individuals have enrolled in training. Additionally, ¢
80 transportation companies in NYC have been served by the Transportation Centre.

Source:WWWw.Nyc.gov

Elsewhere, in Chicago, the &amddams Resource Corporation (JARC) programme has also
developed a clustebased approach to training in the manufacturing industry called the Manufacturing
Skills Program (MSP) (see Box 13 below). This project has been operating since 1991 and combines a
strong focus on the training needs of local manufacturing sector (particularly metalworking, woodwork
and electronics industries) with an awareness of the local community who need training in this sector:
primary immigrants and other disadvantaged worke#so fall into lowpaid employment while trying to
YITS SyRa YSSG F2NJ GKSANI FILYAftASad W w/ FSSt GKI
to be offered a choice of vocational, literacy and numeracy skills which are either very generic o
designed without significant local business input. This means that they are rarely provided with a genuine
career development path. By working with employers on occupational profiling and developing skill
standards for different jobs, JARC has helpedmames create internal job ladders, benefiting workers
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http://www.nyc.gov/

regardless of whether they participated in the training programmes, because they subsequently have a
clear path toward advancement within the firm. In addition, the organis&amterventions have Hped

firms to employ their human resource assets more effectively. The MSP aims to create a virtuous circle of
industrial competitiveness, retention and growth while implementing more efficient procedures that lead
to greater stability and job retention ithe Chicago area.

Box13. The Jane Addams Resource Corporations Manufacturing Skills Program (USA)

The Manufacturing Skills Program (MSP) was set up in Chicago in 1991. It is implemented by the Jane Addams
Corporation (JARC, www.jaaeldams.org), anchJN2 FA G O2YYdzyAlGé RS@GSt2LI¥Syid 2NH
render local companies in the manufacturing sector more productive by equipping their workers with essential skills te i
their empbyment prospects. In so doing, the program has developed an integrated response to the supply and demand
within in the metalworking, woodwork and electronics industries.

The MSP programme was set up in response to industrial decline in the,1#88@soding tax base and a weakening
community support systems. It has focused simultaneously on the needs of locglaldwesidents (through educatione
programmes for youth and working adults) and on the needs of local businesses (througHaostétd efforts in technical
assistance, advocacy and workforce development).

A clusterbased approach to training

A clusterbased approach is taken to trainingven basic skills courses are geared towards specific industrial occupa
Allcoursesar®® St A 3SNBR Ay f20Ff FANNA 2N AYy W w/ Wa 246y o pnan
Tutors are selected that master the community languages of target populations.

In terms of budget, JARC accesses State and City funddifioado foundations such as the Aspen Institute, the Hita
Foundation, United Way, the Polk Brothers Foundation, and individual contributors. A variety of companies in the metal
and related sectors, as well as in the banking sector help fundnitiative. Since the start of the programme, over 9l
individuals from 100 companies have taken classes through the MSP (out of a local employer base of roughly 200 b
employing 5000 workers). The program has been found to have an 80% attenddacend 97% completion rate, whil
participants experienced an increase in total yearly earnings after completing the programme (estimated at between 5 an

Source: OECD (2006, 2098
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Career ladder and career cluster approaches are not limitetieédJnited States, and are increasing
in popularity in other OECD countries, including Canada, and the United Kingdom. Recommendations for
national and local policy makers and practitioners in establishing similar initiatives include:

Recommendations fonational policy n Recommendations for local policy
makers makers and practitioners

Work with industrial consortia and sector bodies to map job skill requirememiishin particular
sectors and make the labour market more transparent.

Establish a career aster or career ladder frameworkvhich links up jobs into a coherent syste
and provides a basis for adult careers advice, and the coordination of local education and tteiaty.
this work needs to be done through a partnership approach between @tiemal and local levels.

Support flexibility in education and traininc Work with local training and educatior

institutions so that they are able to put o1 providersto develop modular flexible training t

courses that are modular and adaptable to t/ help workers move from one career to another.

needs of working adults and participate with

career cluster type initiatives. Develop sector or clustebased job matching
services within the public employment servic
which provide a professional environmiefor both
unemployed and employed people to plan a
access careers.
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Fostering and anticipating new areas of
growth

Anticipating futureareas of growthis also important for local employment and skill strategies.

downturn has hit all seots of the economy, and it is not easy to find sectors which will be exempt
job losses in the shoerto mediumterm. At the same time, there are areas of the economy which
undoubtedly grow in coming years, and for which communities would baaysepare their workforce.

In the context of climate change, the economic opportunities offered by the green sector n
considerable in the future. Another expanding area in the context of the ageing poputahealth and
social careOutside ofthese key sectors, spotting new opportunities will be a continual process
attention needs to be paid to both external trends and local comparative advantage. A proc
Wt SEAO0ES AaLISOAItA&LFIGA2YQ 6Aff 65 1Seo

When the LEED Programme was essdigld at the beginning of the 1980s, many OECD countries
were facing structural problems in their economies due to a declining manufacturing sector. At that time,
the services sector was growing in importance, and a primary aim of many local initiatives nedsain
people in skills relevant to the service sector, such as IT and customer services. This time around, the
downturn has hit all sectors of the economy, with service jobs in retail and tourism being hit early on as
consumers tightened their pursstrings. It is less easy to find sectors which will be exempt from job
losses in the shorto mediumterm.

However efforts are being made to spot where new jobs are likely to be concentrated in the future.
In Europe, the European Commission and CEPE&e working to forecast the jobs which will be
available in 2020 (see Box 14 below). Such forecasting is also happening at the local level, although it is
difficult to make accurate predictions with any certainty. At the same time, there are aret® of
economy which will undoubtedly grow in coming years, and for which communities would be wise to
prepare their workforce. In the following section we look at two areas in particular which are likely to
grow: green jobs and health/social care.

41



Box14. New Skills for New Jobs

¢ KS 9dz2NRLISIY [/ 2YY MawaSkitsyoONew Jolsms ta:OK S Y S

9 establish a regular, systematic assessment of-teng supply and demand in EU labour markets up to 2020,
broken downby sectors, occupations, levels of qualification and countries. Updated projections will be
published every two years starting in 2010, along witkhad earlywarnings of potential labour market
imbalances;

9 increase EU methodological, analytical and mutearning capacities for skills and jobs anticipation.

9 increase EU capacity for assessing the employment effects of a transition to a low carbon economy.

A first assessment predicts that by 2020 almost three quarters of jobs in the EU 25 will bedassemd that there will be
increasing skills requirements at all levels of the labour market, includitignsferrable »or «generic» skills such as
communication, problem solving and analytical skills.

Green jobs

Climate change and the need fofal O2dzy i NAS& (G2 Y2@0S> YR Y2@S NJ
low-carbon economiQ A& y2¢ | ONRBIFRf& | OOBCDI200NTadayNgeSrii T 2 N.
industries are growing contributors to wealth on a global scale, and the economic opporturiféesdo
by the green sector can be simply illustrated by the projections for its growth. The core of this economy,
the environmental goods and services sector, was estimated to be worttbd&hillion globally in 2004
and it is projected to increase to USD0billion by 2010 and just under USDO0billion by 2015 (Selwyn
J. and Leverett B., 2006). However, the employment records of these sectors vary from one country to
another. To take just one example, the green economy as a whole employsillios pemle in
Germany, compared to 40000 in the UK (TUC, 2009). This uneven distribution reflects that there is a
real potential to further develop the green economy in many countries.

At the local level, the expansion of greener activities has proven to beea bf job creation and
economic growth in the lonterm. The example of the Silicon Valley in the Uniitaltes is illustrative.
The region accounts for 31% of all clean tech investment in the USifes and 55% in California.
Despite the economic dawturn, the Silicon Valley has witnessed 23% growth since 2005. Job growth
since 2005 has been strongest in green building (42#&&6)sportation (140%), and advanced materials
(54%). Moreover, venture capital investment in the Silicon Valley totalledyn&&8DL.9billion in 2008,
an increase of 94% over 2007 (Joint Venture Silicon Valley Network, 2009).

As enterprises transform their business activity to reduce their climate impact, this will lead to
adjustments in the profile of their employees and pamis. Some implications for key economic sectors
are included in more detail in Box 15 below.

Green Jobs Towards decent work in a sustainable, foarbon world World Watch Institute for UNEP
and ILO, Septembe2008.
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Box15. Key sectors for the emergency of green jobs

Construction:Climate change is creating a demand for new buildirdptégques and materials, especially those related
greater thermal efficiency in the finished building and the use of materials that themselves create fewer carbon emis
their production.

Energy and heating:The UN Environment Programme estimsitinat the market for clean energy technology could
worth $1.9 trillion by 202h However governments will need to play a role for a while yet in stimulating markets for
technologies through the application of fiscal policy or direct financiasase.

Agriculture: Agricultural employment has yet to adapt to the need to provide more logathguced products and tg
respond to the growing desire of many environmentagnsitive consumers for lowémpact supplies.

Transport The consumption ofossil fuels by the transport industry is one of the main sources of greenhouse
emissions. At the local level in many countries, national and local policies are already moving towards the encourage
greater public transport usage by the develompent of higher subsidies for bus usage, the creation of cycle routes,
disincentives via parking charges to the use of private motor transport for short journeys. Such moves also have thetag
change employment patterns locally from garages maitaining private cars to bicycle shops, or towards greater
opportunities in the public transport sector, especially buses and trains, for example.

Tourism:On an international scale, air transport remains a key user of carbon fuels and by commont crffessnfew
immediate alternatives in terms of fuel. On the other hand, experience in recent years has shown that real air faresiage
to rise. These trends will tend to favour more localised tourgsdomestic tourism included that will have a diect impact on
employment.

Recycling industriesGreater understanding of the need to recycle waste is already evident. At the local level, thereg
be growing opportunities for the further development of recycling industries that have a negligérieportrelated carbon
footprint and can also bring direct and immediate local benefits. For example, local recycling centres can produce riag
for energy production from incinerated waste, organic compost for the agricultural sector and rawiasater industrial
processes, such as for the pulp, paper and metal products industries.

Source: Todd (2008DECD (2009f)

Managing change

As the green economy continues to expand, skills shortages may occur, ranging frskilloantry
level positons (e.gmachinists) to higiskill higherpaid jobs (e.gengineers). However, lile some

sectors will gain from transition to green technologies, others may experience job losses (or job shifts).

This will particularly affect areas where employment isaamtrated in oil extraction and refining, the

power sector, and in energyptensive industries like paper, steel, aluminium, and cement. At the local

level, retraining, skibuilding, income support and social protections policies will be needed tetassi
this transition. The involvement of trade unions will be important to this process. Jlisé Transitiof

strategy developed by the labour movement outlines the six basic principles to help communities manage

the changes (see Box 16 below).

3 Global Trends in Sustainable Energy Investment 2008EP 2008
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