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Topics covered could refer to  

• How to identify the social/societal/labour market problems most pending in the 
local area (shared vision and common goals) and how companies could 
contribute in this context 

• How to organise the administrative part of the initiative, including the iden-
tification and set-up of the optimal co-ordination mechanism, also having in 
mind the different interests/priorities and ways of acting of enterprises, civil 
society and the public sector 

• How to define the geographic/administrative scope (in terms of labour market 
coherence as well as an attractive area of activity for the involved enterprises) 
of the initiative and the optimal composition of the partnership in order to effect 
a beneficiary outcome while at the same time avoid both, a lock-in effect and 
too high administrative burdens 

• How to approach potential partners (particularly enterprises) and the target 
group and convince them to participate as well as ways and means to 
safeguard the ongoing commitment  

• How to attract a sustainable financial endowment, also in economic downturn 
times when companies are not capable of investing large amounts in activities 
not directly related to their core business activities 

• How to conduct a continuous monitoring and secure the adaptability of the 
initiative to changed circumstances (in terms of both, labour market develop-
ments as well as developments in the local business community) 

An important pre-condition of the realisation of LED/CSR activities is the companies’ 
willingness and ability to engage in CSR. While in general it can be assumed that 
European enterprises - also SMEs - are aware of their social responsibility, the avail-
able data and experts’ assessments show that there is potential for further improve-
ment. This particularly holds true for the New Member States in which the concept of 
CSR is rather young and consequently not as widespread as it is in the former EU-15. 
To enhance companies’ CSR activities, governments at all administrative levels (but 
most probably being most effective if initiated by national governments, partly with 
assistance of the European Commission) could engage in various activities. Examples 
include: 

• Show governmental commitment towards local CSR by putting the topic on 
the agenda of policy discussions and thereby increasing public and companies’ 
awareness 



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

163 

• Establishing incentives for companies to engage in CSR (e.g. tax incen-
tives180, prize awards for ‘local compliance’) that is related to their core busi-
ness activities instead of using it as a marketing tool, only; thereby, a specific 
focus on local CSR should be observed (similar to other CSR themes, e.g. the 
global dimension). Eligibility to incentives could be closely connected to co-
operation with and involvement of appropriate NGOs/NPOs to increase the 
effectiveness of CSR activities. This is especially relevant, if firms’ CSR 
activities are not related to the core activity of the company. 

• Also activities to facilitate multi-stakeholder processes may be appropriate. 
It can be assumed, for example, that an obligation to publish CSR reports 
explicitly indicating the fields of action and the geographic scope of the initia-
tives fosters enterprises’ engagement in local community activities as it be-
comes more visible for clients and business partners. Thereby, given standards 
defining the contents of these reports contribute to information provided that is 
comparable across companies. This, on the one hand, is favourable for moni-
toring local CSR activities at supra-national level and, on the other hand, 
creates pressure for activity on enterprises as their engagement (and ‘CSR 
compliance’ that is implicitly expected by stakeholders) is more visible. In a 
similar way, non-binding codes of conduct that are elaborated in co-operation 
with interest groups (e.g. employers’ organisations) might serve a kind of 
‘educational purpose’ as they on the one hand provide hints about how CSR 
could be implemented in the business activities and on the other hand generate 
peer pressure, if other companies comply and communicate this. An example of 
this constitutes the Australian ASX Principles on Corporate Governance and 
Best Practice Recommendations (Australian Stock Exchange, 2003). This is a 
voluntary code of practice, but companies are required to explain to investors 
and the Australian Stock Exchange (ASX) if they do not meet its standards. It is 
important, however, that soft legislation takes into account the specific charac-
teristics of different enterprise size classes and orients its standards on the 
possibilities of the individual categories of enterprises. 

• Promote CSR and provide information about the ways and means for com-
panies to engage in CSR, and raise awareness among companies that CSR 
does not necessarily need to be connected to the investment of financial means 
(as it can be observed that the perceived high costs related to CSR are an 
important hindering factor for smaller companies to become engaged). Hence, 
information about models involving volunteering or donations in kind should be 
spread. A specific focus needs to be laid on initiatives benefiting the local 
society and being related to the core activities of the companies. This 
means that CSR should not be presented as a way and means of using the 
realised company profits for the benefit of the local community, but rather as 
showing enterprises how they may accrue the profits while acting in a socially 
responsible way, i.e. how to integrate CSR in daily business activities. In this 
way, CSR is assumed to be less sensitive to the economic performance 
and situation and hence, more stable. 

                                                 
180  While in some European countries donations are tax deductible only if they are addressed to specific 

organisations (e.g. for scientific or cultural purposes in Austria), other European tax regimes (e.g. in 
Germany, France, United Kingdom) already favour CSR engagement by providing for tax deductions 
for donations to all kinds of NPOs (e.g. also those that are serving humanitarian purposes or lobbying 
for environmental issues).  
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• In this context, also family businesses may be specifically approached. It can 
be observed that particularly smaller family businesses are very much anchored 
to the local community (in terms of doing business at local level, recruiting local 
employees and being involved in the social/societal life in the local area as the 
entrepreneurial family also lives there). At the same time, not only the financial 
capital (in terms of tangible and intangible company assets) is passed on 
across generations within the family, but there also exists a high level of social 
capital and cultural capital. The latter comprises, among others, the value 
system prevalent within the family and the enterprise and considerably in-
fluences the way of doing business - and consequently the willingness to and 
the kind of engagement in CSR. Thereby, family businesses are generally seen 
to show a high level of socially responsible acting as the entrepreneur sees 
himself/herself as the caretaker of the company for future generations. The sus-
tainability of the firm must be ensured for the descendents, hence, the good 
reputation of the enterprise must be upheld. This is to be achieved not only by 
high quality production or service provision, but also by fulfilling customer ex-
pectations towards CSR. On the basis of these considerations it becomes 
obvious that family businesses may be assumed to be an important target 
group for LED/CSR activities and should be actively engaged as to this regard. 
For this purpose, it will also be necessary to find out more about the distinctive 
drivers/motivations and ways of implementing CSR in family as little is known 
about that so far. 

• Create transparency/visibility about the potential benefits for the busi-
nesses when engaging in CSR; This can be done by providing illustrative case 
studies showing the outcome and effects of social responsible acting for the 
enterprises, by organising or supporting events (such as conferences or se-
minars) informing enterprises and fostering the exchange of experiences 
among firms. It is also beneficial if local lead companies become engaged in the 
initiative at an early stage as their activities are often closely observed by other 
companies and hence, also the positive effects for the firm’s CSR engagement 
become more visible for the private sector (as realised, for example, in the 
Swedish/Finnish initiative ‘On the border’181). 

• In most cases companies cannot really specify the effects of their CSR acti-
vities. Respective assessments remain vague. This lack of evaluation leaves 
possibilities for improvement and innovation undiscovered. The provision even 
of a comparably simple tool for engaged companies to measure and monitor 
the effects of their CSR could contribute to make responsible acting more 
effective and dismantle scepticism about the ‘business case’ for CSR.182 Such 
evaluations should not only take place ex post, but the tool should be used by 
the company to assess impacts of their CSR engagements ex ante. 

                                                 
181  For the full description of this initiative see Annex I. 
182  An example of such a tool that could be examined in more detail regarding its general applicability and 

usefulness has been identified in Canada. The Corporate Responsibility Assessment Tool of the 
Conference Board of Canada and Image Canada enables employees and managers to make their own 
analysis of the firm’s situation towards the commitment to CSR. Thereby, five aspects are examined: 
governance and management practices, human resources management, involvement of the company 
in the local community, environment, health and safety as well as human rights. 
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• Self-engagement of public authorities in local social responsible acting, to act 
as a role model for the private sector 

• Include conditions in public procurement contracts favouring socially respon-
sible acting for the benefit of the local community, e.g. by taking into account 
the elements proposed to be considered in public procurement (e.g. identifying 
the social requirements within a procurement, incorporate social issues in 
performance-based specifications, allow for variants in terms that contractors 
may add a social dimension, include social criteria in the selection criteria if the 
contract is to be awarded to the economically most advantageous tender etc.) 
(N.N., 2008) 

• Fostering partnerships between social enterprises and private business has 
been identified in this report as a potential lever to make firms contribute to 
social aims (e.g. the Belgian initiative ‘Pendelfietsen’ or the Slovakian ‘Town 
Hall Open Markets’ initiative183). Such partnerships can be promoted through co-
ordinated campaigns, targeted at companies, of government and umbrella 
associations of social enterprises. However, institutionalised co-operation 
between and representation of social enterprises in Europe is rather weak. 
There is therefore a role to play for the European Commission to strengthen the 
representation of this sector. Second, social enterprises need tailored capacity 
building in the area of business and management skills to professionally co-
operate with mainstream business. Third, for social enterprises to establish long 
term partnerships (e.g. as a subcontractor) more stable and predictable public 
funding is required. The often used grant systems based on annual petition 
proceedings are hampering a strategic planning for social enterprises (Heckl et 
al., 2007). 

For a realistic implementation of LED/CSR strategies both the two aspects described 
above need to be given: The general awareness, willingness and capability of local 
actors to engage in local employment development and the general awareness and 
willingness of enterprises to engage in local CSR. With regard to both, different states 
of affairs can be observed, necessitating different sets of action by the European Union 
and/or the national governments. 

                                                 
183  For the full description of these initiatives see Annex I. 
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Table 3 Strategies to Foster LED/CSR Initiatives by Status Quo of LED and CSR 

 Companies aware of and 
willing to engage in CSR 

Companies not aware of and/ 
or not willing to engage in CSR 

Local actors aware of and 
willing and capable to engage 
in LED 

Strategy 1 (applicable par-
ticularly in some of the 
Western European countries 
(those with higher adminis-
trative decentralisation 
tendencies)) 
Foster the concept of 
integrating CSR in LED by 
familiarising all stakeholders 
with the possible ways of 
doing so (e.g. dissemination of 
guidelines/handbooks, Good 
Practices) 

Strategy 2 (applicable 
particularly in some of the 
Eastern European countries) 
Familiarise enterprises with the 
possible ways of engaging in 
local CSR and the potential 
advantages they may accrue 
out of doing so, e.g. by dis-
seminating CSR handbooks 
and Good Practices and using 
interest groups/employers’ 
organisations/cluster 
organisations as inter-
mediaries; supporting local 
NGOs/NPOs in their actively 
approaching of companies  

Local actors not aware of 
and/or not willing and capable 
to engage in LED 

Strategy 3 (applicable 
particularly in some of the 
Western European countries 
(those with low administrative 
decentralisation tendencies)) 
Familiarise local governments 
and local NGOs/NPOs with 
the possible ways of engaging 
in LED, and empowering them 
for doing so (with regard to 
both, financial endowment and 
administrative authority), e.g. 
by equipping them with 
financial funds and 
decentralising decision making 
power to the local level 

Combination of Strategy 2 and 
3 (applicable particularly in 
most of the Eastern European 
countries), necessitating the 
most efforts and long-term 
orientation 

Source: Austrian Institute for SME Research 

As LED/CSR initiatives are (partly) based on voluntary contributions of private enter-
prises it can be assumed that the extent of activity and resources made available will 
vary with the business cycle. Hence, in times of good economic development com-
panies dispose of more means for investment for social purposes while during 
economic downturn resources will be needed for immediate business survival, resulting 
in lower CSR activities184. However, in recession social and labour market problems will 
be more severe, actually requiring more intervention.  

                                                 
184  The same holds with regard to geographically different economic performance. Regions with a 

booming business sector certainly have more potential to profit from local CSR than regions with a 
declining business sector have. 



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

167 

So, CSR is basically working ‘pro-cyclical’, particularly in cases were it is not 
anchored to the core activities of the firm but rather seen as a marketing tool. To avoid 
this drawback, mechanisms could provide for clearing lower and higher levels of 
contributions from the private sector as the full responsibility of financing LED must 
not be transferred to the private sector, also having in mind that the economic sus-
tainability of the firm constitutes a pre-condition for continuous CSR engagement in the 
long run and must not be endangered by too high social investments in the short run. 

This can, for example, be done by establishing a ‘local societal support fund’ that is 
nourished by both, public and private means (e.g. in form of a leverage model in which 
the sums donated by private enterprises are doubled by public money), resulting in a 
kind of ‘savings account’ for economically difficult times. 

Also smaller companies are in general aware of their social responsibility and are 
willing to engage in CSR, particularly at the local level. However, at the same time the 
impact of their involvement is limited. Therefore, the pooling of SMEs’ activities could 
create a more significant weight. As to this regard, three mechanisms are conceivable: 

• Awareness raising for and information provision about the practical imple-
mentation of ‘investment clubs for social purposes’: In some of the analysed 
case studies (e.g. Oeiras Solidarity in Portugal or ‘You Choose: You Decide’ in 
Spain185) it proved effective to establish a local entity (in most cases a 
NGO/NPO) that centrally administers the CSR contribution of individual local 
enterprises, pools the contributions and disseminates them for local social 
purposes. However, as such instruments do not seem to be very widespread 
local actors need to be familiarised with this concept and given support for its 
operative realisation. 

• Employers’ organisations, chambers of commerce or other bodies representing 
enterprises (also, for example, at sector level) could be better integrated in local 
employment development initiatives. So far, and particularly at local level, these 
entities seem to be approached for advice and consultancy, only. Active 
involvement of these interest groups could hardly be identified in small-scale 
local initiatives. Also, harnessing these established structures to raise the 
awareness of companies about CSR at the local level and convince firms to 
participate in LED is not that frequent. Also, the integration of family business 
networks (such as the European Group of Owner managed and Family 
Enterprises or FBN International) is deemed advisable as family businesses not 
only show a high affiliation to CSR activities but also are anchored to the local 
community.186 

                                                 
185  For the full description of these initiatives see Annex I. 
186  In its response to the European Commission’s Green Paper on Corporate Social Responsibility GEEF, 

for example, pinpoints that CSR is a natural part of the essential values of family businesses and that 
GEEF is interested in informing its members about the importance of CSR and supporting family 
businesses in its implementation. 
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• During the last two decades the concept of business clusters has gained 
momentum in economic policy, and more and more professional cluster organi-
sations deal with the administration of (often local and regional) co-operation 
activities of enterprises. As these organisations in many cases are effective ma-
nagement instruments at supra-enterprise level and are trusted and appreciated 
by the member companies they could be used as a promoter and co-ordinator 
of businesses’ CSR, and as broker/intermediary with local institutions. As to this 
regard, national, regional and local governments could set activities to put the 
issue of local CSR on the agenda of cluster organisations. At EU level this could 
be fostered via the various European cluster alliances and networks. 

Both, balancing different levels of companies’ local CSR activities as well as pooling 
enterprises’ contributions to LED are deemed to fall into the responsibility of national, 
regional or local governments. Nevertheless, support of the European Commission is 
important, e.g. in terms of providing respective Good Practices or the possibility for 
exchanging experiences across national borders. 

In the following table, the conclusions/challenges and recommendations described 
above are briefly summarised, also indicating the administrative level(s) they are 
addressed to. 

Table 4 Summary of Conclusions/Challenges and Strategic Policy Recommendations 
Targeted at the European Commission and National Governments 

Conclusions/Challenges Policy Recommendations Concerned Level 

Increase awareness of the necessity 
to involve local actors (both, public 
and private) in policy making 

European 
Commission 

Place more emphasis on the oper-
ative implementation of New Gover-
nance (e.g. information provision to 
national and local governments, 
enterprises, NGOs/NPOs and 
encouraging them to participate) 

European 
Commission 

Development of management skills 
and formal autonomy of local 
governments and NGOs/NPOs to 
actively contribute to New 
Governance 

National governments 
(possibly with assis-
tance of the European 
Commission, e.g. 
handbooks, Good 
Practices) 

In spite of decentralisation 
tendencies, LED is still rather 
designed top-down than bottom-
up, neglecting the heterogeneity 
across local areas. 

Provision of financial means for this 
skill development 

European 
Commission 

Local actors are sometimes 
reluctant to co-operate with other 
types of stakeholders. Pecuniary 
public incentives foster 
collaboration among public and 
private actors at local level. 

Public support programmes should 
require multi-stakeholder partnerships 
(like already realised in LEADER or 
EQUAL) while at the same time 
limiting administrative burdens 
connected to programme participation 
for enterprises. 

European 
Commission, national 
governments 
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Conclusions/Challenges Policy Recommendations Concerned Level 

Strategic and long-term oriented 
LED measures often are not aligned 
with companies’ CSR activities that 
are conducted rather ad-hoc and 
unsystematically. 

Alignment could be achieved by taking 
advantage of intermediary organisations 
(e.g. cluster organisations, family 
business organisations, NGOs/NPOs) 
or by introducing pooling mechanisms 
(such as ‘social investment clubs’). 

National governments 

Provision of financial support of local 
NGOs/NPOs National governments 

The civil society (NGOs/NPOs) is 
an important initiator of LED/CSR 
initiatives and a mediator between 
governments and enterprises. 
However, they often lack in financial 
endowment and/or influential power 
due to limited capacities. 

Provision of competence development 
measures to better enable NGOs/NPOs 
to identify local fields of action and 
actively approach, convince and work 
together with local enterprises and 
governments to contribute to LED/CSR 
activities, e.g. via cross-national training 
programmes or networking  

European Commission 

LED/CSR initiatives are complex 
due to the multitude of different 
stakeholders involved (and their 
diverging interests) as well as the 
sensitivity of the issues dealt with. 

Next to general handbooks dealing with 
the design and implementation of LED 
initiatives, respective tools for LED/CSR 
instruments should be developed and 
disseminated, taking into account the 
integration of companies’ CSR activities 

European Commission 

Putting the issue of local-level CSR on 
the political agenda 

European Commission, 
national governments 

Provision of (financial) incentives for 
companies to engage in CSR activities 
for the benefit of the local level 

National governments 

Facilitation of multi-stakeholder 
processes, e.g. requirements to publish 
local CSR activities or codes of conduct 

National governments 

Promotion of the concept of CSR and 
the ways it can be implemented for the 
benefit of the local level and related to 
the enterprises’ core activities 

European Commission, 
national governments 

Specifically address family businesses 
to enhance their CSR activities 

European Commission, 
national governments 

Creation of visibility about the potential 
benefits for enterprises to engage in 
local CSR activities, e.g. by providing 
case study examples or exchange of 
experience 

European Commission, 
national governments 

Elaboration of a practical tool for 
enterprises to monitor the effects of 
CSR activities for the economic situation 
of the firm 

European Commission 

Particularly in the New Member 
States there is further potential for 
enterprises to become involved in 
CSR, if they are publicly 
encouraged to do so. 

Self-engagement of public authorities in 
local social responsibility and integration 
of the requirement of socially 
responsible acting in public procurement 
procedures 

National, regional and 
local governments 
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Conclusions/Challenges Policy Recommendations Concerned Level 

Companies’ (local) CSR activities 
are related to their economic 
situation and firm performance 
and may decrease in 
economically difficult times. 
The CSR contribution to LED by 
individual small businesses is 
limited. Hence, little effects will 
materialise, making engagement 
less attractive for all stakeholders. 

Development and implementation of 
mechanisms to balance different 
levels of companies’ contributions to 
LED/CSR initiatives and pooling 
smaller enterprises’ contributions, e.g. 
by establishing ‘local societal support 
funds’, ‘investment clubs for social 
purposes’ or integrating intermediaries 
(e.g. interest groups or cluster 
organisations) 

National, regional and 
local governments 
(possibly with the 
assistance of the 
European 
Commission) 

Source: Austrian Institute for SME Research 

8.3 Recommendations for the Execution of LED/CSR Initiatives for Enter-
prises, the Civil Society and Local Governments 

Next to the above-listed strategic recommendations influencing the framework/en-
vironment and pre-conditions for LED/CSR initiatives the analysis also pinpointed some 
more operative recommendations, targeted at the involved stakeholders or the co-
ordinating/administering body of such initiatives. 

An important issue that needs to be thoroughly considered is the ‘size’ of the initiative 
in terms of the geographic scope as well as the number of involved actors. If the 
territory is too large or too many (and too heterogeneous) partners are involved, there 
is the threat that the initiative becomes unfocussed, the multiplicity of partners cannot 
be managed efficiently and satisfactorily and the decision making process becomes 
lengthy. On the other hand, if the initiative is too small, it may be difficult to realise any 
significant effects due to limited financial or human resources that are endowed to the 
measure, and future growth potentials are hampered as the initiative lacks visibility and 
attractiveness for the involved enterprises. Hence, the initiator of the LED/CSR 
measure has to find a middle course that safeguards that a beneficial outcome for the 
local community as well as the involved enterprises can be realised. 

In order to identify an ‘optimal’ size of the initiative it is recommended to start with an 
analysis of the local area conducted by a local research institute to discover the 
major social/societal and labour market problems. These may, on the one hand, refer 
to the coherence of the local labour market (e.g. revealing the prevalent commuting 
areas) and on the other hand to the roles and positions of local players in business, 
labour market and community matters. The latter can be seen as an important pre-
condition for integrating essential decision-makers or influencers (such as the mayor of 
the locality, owners/managers of important companies etc.) in the initiative from the 
very beginning (which has been observed as a major success factor) and can be 
revealed by conducting a social network analysis, for example. 

The analysed initiatives across Europe, Australia and Canada have also shown that the 
establishment of a co-ordinating unit to manage the multi-stakeholder partnership, to 
balance the interests of the different involved actors and to ensure a continuous com-
mitment towards the common goals and strategy is essential for the sustainable 
success of LED/CSR initiatives. Furthermore, in case that there are run several 
initiatives with similar objectives within the region or across regions it is essential that 
there is co-ordination among those different instruments in order to avoid over-
lapping activities and create synergy effects. 
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The ‘interface’ of this co-ordinator (e.g. separate entity as in the German initiative 
WABE vs. belonging to one of the enterprises as with the Australian initiative Bizness 
Babes of The Body Shop Australia, NGOs/NPOs like the Estonian ‘Youth to School’ or 
local governments involved such as in the case of the Swedish/Finnish cross-national 
initiative ‘On the border’187) as well as its composition (e.g. one single person vs. a team 
representing all stakeholders, volunteers vs. employed persons) needs to be oriented 
on the specific characteristics of the initiative. In any case, however, it is of utmost 
importance that the co-ordinator disposes of fundamental knowledge about the 
peculiarities of the local area as well as about how to organise and manage multi-
stakeholder partnerships in the field of local employment development and enjoys the 
appreciation of all involved stakeholders. 

Furthermore, the initiator and/or co-ordinator of the LED/CSR initiative has to safe-
guard that the involved stakeholders agree upon the methods of decision making 
(formal vs. informal, unanimity vs. majority votes, involvement of all partners vs. 
drawing on topic-specific working groups etc.) in the framework of designing the ini-
tiative and on strategic issues (e.g. adaptation of the instrument during its life course). 
As to this regard it has also proven advantageous to draw upon external experts and 
the experiences gained in similar initiatives in other regions to avoid lock-in effects and 
include a bird’s eye view. 

Involving companies on a permanent basis is a major challenge in LED/CSR initiatives, 
particularly as in many cases they do not become active themselves but need to be 
approached and convinced to invest for social purposes. With regard to attracting 
companies’ engagement in local employment development initiatives public authorities 
and NGOs/NPOs have to take into account the business and sectoral structure of 
the local enterprise community. Firms are more inclined to engage in CSR for the 
benefit of the local area - also in economically difficult times - and the engagement 
brings most value added and effect, if the socially responsible activities are related to 
the enterprise’s core activities and their specific competences. This requires a good 
mapping of companies’ competences deployable for social purposes. 

Employers’ organisations, family business organisations, chambers of commerce, busi-
ness incubators or cluster organisations as well as other forms of existing formal or 
informal business networks could be actively involved by local/regional governments 
and/or NGOs/NPOs as facilitators/brokers. They dispose of direct linkages to a 
comparatively high number of enterprises. Hence, their ‘mediation services’ could be 
drawn on to make local firms participate in LED. In a similar way, specialised CSR 
organisations could be approached to familiarise enterprises with the concept of CSR 
and the potential ways and means to engage in CSR for the benefit of the local 
community. 

Another possibility to convince local companies to join forces for local issues refers to 
the creation of peer pressure. This can, for example, be realised if local/regional 
governments and/or NGOs/NPOs distinguish those companies that actively contribute 
to the communities’ well-being by publicly awarding them with prizes or other publicity. 
In this way - and particularly in smaller local areas - also other enterprises will be 
‘forced’ to engage in community issues, too.  

                                                 
187  For the full description of these initiatives see Annex I. 
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For enterprises the participation in prize awards should not be associated with high 
administrative burdens (e.g. having to register, to file substantial application docu-
ments, to provide extensive evidence of the activities etc.) as otherwise the interest in 
becoming involved in the procedure will be low. 

Companies will, furthermore, be more willing to invest financial and/or human re-
sources for social/societal purposes, if they can also assume to realise a benefit for 
themselves. This benefit does not necessarily need to be pecuniary, also a perceived 
improvement of the company’s image is an important motivation. Having this in mind it 
is recommended to establish mechanisms to safeguard the initiative’s trans-
parency and communicate the (potential) outcome for the enterprises. This can 
be done by designing the instrument in a way which provides for quick results that are 
also widely communicated while at the same time following a long-term approach. 

This long-term vision is important as sustainable and significant effects of LED/CSR 
initiatives can only be achieved over a longer time horizon. This is to be attributed to 
the fact that the existence and development of social capital among the involved 
stakeholders constitutes a pre-condition for the effective and efficient execution of 
LED/CSR initiatives, and social capital needs time to develop. 

This long-term approach should also deal with the following aspects: 

• Provide enterprises with the flexibility to join and exit according to their indi-
vidual circumstances as otherwise they will be more reluctant to participate if 
they have to fear that they have no possibility to withdraw in economically 
difficult times 

• Implementation of mechanisms for continuously monitoring the development 
within the local area (business structure, economic development, labour market 
situation and problems, social issues) but also a wider framework (regional, na-
tional and even European developments) to ensure that the initiative addresses 
‘the right issues’ on an ongoing basis 

• Implementation of mechanisms to adapt the initiative to changed framework 
conditions (e.g. exit of partners, joining of partners, changes in the labour 
market situation etc.), if necessary 

• Safeguarding of a sustainable financial endowment that not only depends on 
enterprises’ contribution in order to achieve a stable execution of the initiative, 
also in economic downturns 

In the following table, the conclusions/challenges and recommendations described 
above are briefly summarised, also indicating the entities they are addressed to. 
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Table 5 Summary of Conclusions/Challenges and Recommendations Regarding the 
Execution of LED/CSR Initiatives Targeted at the Involved Stakeholders  

Conclusions/Challenges Recommendations Concerned Level 

The geographic dimension of ‘local’ 
considerably differs across 
LED/CSR activities, as does the 
number of involved actors. At the 
same time, finding the adequate 
‘size’ for the individual initiative 
constitutes an important success 
factor. 

On the basis of the planned 
objectives and instruments of the 
LED/CSR initiative as well as the 
intended effects the ideal/optimal 
size of the measure has to be 
defined in terms of geographic 
territory to be covered and number 
of actors to be involved to safeguard 
that the initiative is attractive for all 
stakeholders while at the same time 
can be managed effectively and 
efficiently; for this purpose, an 
analysis of the local area needs to 
be conducted to investigate on the 
coherence and relationships among 
stakeholders and the territory (e.g. 
labour market area, economic area) 

Initiator1 in co-
operation with 
researchers 

A central co-ordinator needs to be 
established to balance the diverging 
interests of the multitude of 
stakeholders and safeguard that all 
follow the same vision and strategy. 

Initiator1  The multi-stakeholder approach in 
LED/CSR initiatives results in 
diverging interests among the 
partners, also involving the risk of 
pursuing different visions and 
objectives. 

Establishment of agreements 
regarding methods of decision 
making to safeguard the continuous 
commitment of all stakeholders 

Initiator1, co-
ordinator2, possibly 
with assistance of 
external experts 

To attract companies to participate 
in LED/CSR initiatives it is essential 
that the planned activities result in a 
benefit not only for the local 
community but also for the 
enterprises. This is more likely if the 
intended CSR activities are related 
to the firms’ core activities. Hence, 
the local business structure needs 
to be taken into account when 
designing LED/CSR initiatives. 

Local/regional 
governments, 
NGOs/NPOs 

Involvement of intermediaries / 
facilitators / brokers (e.g. employers 
organisations, cluster organisations, 
family business organisations, CSR 
organisations) to approach 
enterprises 

Local/regional 
governments, 
NGOs/NPOs 

The participation of private 
enterprises is an important pre-
condition for the realisation of 
LED/CSR initiatives. In many cases, 
however, enterprises do not 
become active themselves but need 
to be approached and convinced to 
participate. 

Creation of peer pressure 

Local/regional 
governments, 
NGOs/NPOs in co-
operation with local 
business leaders 
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Conclusions/Challenges Recommendations Concerned Level 

The participation of private 
enterprises is an important pre-
condition for the realisation of 
LED/CSR initiatives. In many cases, 
however, enterprises do not 
become active themselves but need 
to be approached and convinced to 
participate. 

Creation of visibility of the potential 
benefits for enterprises to engage in 
the specific LED/CSR initiative by 
safeguarding quick results of the 
initiative 

Local/regional 
governments, 
NGOs/NPOs 

The existence of social capital 
among the involved stakeholders is 
important for the effective execution 
of LED/CSR initiatives. Social 
capital needs time to develop. 

In order to benefit from social capital 
a long-term orientation of the 
LED/CSR initiatives needs to be 
ensured. To safeguard the 
sustainability of the measure, 
mechanisms for monitoring the 
procedures within the instrument as 
well as its outcomes need to be 
established, and if necessary the 
instrument needs to be flexible 
enough to adapt to changed 
framework conditions. Furthermore, 
enterprises need to be given the 
opportunity to join and exit 
whenever they want while at the 
same time the continuous 
availability of sufficient financial 
means needs to be safeguarded. 

Initiator1,  
co-ordinator2 

1 Initiators will in most cases either be NGOs/NPOs, private enterprises or local/regional governments. 
2 This may be an individual person or a team and may be a separate entity or affiliated to one or several of 

the involved stakeholders.  
Source: Austrian Institute for SME Research 

8.4 On Future LED/CSR Debates 

To conclude, a few potential directions for future debates on local employment de-
velopment initiatives integrating companies’ CSR activities are to be raised. 

First of all, a very fundamental discussion deals with the way of integrating private 
businesses into local employment development initiatives. This refers to the 
degree of ‘voluntariness’ of companies’ CSR activities. While the EU definition clearly 
pinpoints that Corporate Social Responsibility is to be understood as activities going 
beyond compliance with legal obligations, there could still be thought of enacting soft 
law instruments or ‘non-binding’ codes of conduct. However, it has to be kept in mind 
that LED initiatives are mainly pursuing public policy goals (such as training/education, 
labour market integration, social infrastructure etc.) and, consequently, fall in the 
responsibility of the public sphere. As to this regard, it should be carefully considered 
whether it is desirable to create a (high) dependency of public services on private 
actors’ engagement and how much private influence can be accepted. It can be 
assumed that companies that contribute to public measures will also strain for active 
involvement in the design of respective initiatives to realise an advantage from their 
engagement.  
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Ann Furthermore, it has to be kept in mind that CSR activities of smaller businesses 
are mostly conducted on an ad-hoc basis while CSR activities of larger firms are often 
motivated by marketing purposes. This implies uncertainty regarding the sustainability 
of voluntary social contributions of firms.  

Regarding the contents and instruments applied in LED/CSR activities the analyses 
conducted in the framework of this study revealed a wide spectrum of different fields of 
activity, targeting manifold economic, labour market, social and societal problems. 
Nevertheless, against the background of the ongoing developments across Europe 
some more issues could be identified that could well be tackled by LED/CSR initiatives: 

• While it has been observed that various LED/CSR initiatives deal with the 
support or facilitation of self-employment for women, migrants/ethnic minorities 
or young persons, entrepreneurship of the elderly generation does not seem 
to be a priority issue. Having in mind the demographic change towards an 
ageing society as well as the problems many older persons face on the labour 
market, respective initiatives should be considered. This may particularly be a 
field of activity within the New Member States as here the ‘entrepreneurial spirit’ 
seems to be less developed than in Western Europe while at the same time the 
issue of the ageing workforce is not considered as a priority topic on the political 
agenda there. 

• Comparatively innovative approaches that have proven to be effective, 
particularly with regard to involving SMEs and pooling their (CSR) resources for 
achieving a ‘critical mass’ at local level (e.g. the ‘investment club’ for social 
purposes, involving employers’ bodies or cluster organisations), could be more 
intensively analysed in terms of their working methods and transferability with 
the aim of providing the local actors with a practical tool for implementation. 

• Similarly, modern ways of financing respective initiatives could be discussed in 
order to avoid a situation of high dependency on companies’ contribution in 
cases in which public means are limited. As to this regard, for example the 
involvement of Business Angels or Private Equity Funds could be considered 
(i.e. informing them about the possibilities and potentials, developing 
mechanisms to attract their participation etc.). Furthermore, insurance or-
ganisations could be more involved and used as lever to encourage CSR 
among businesses. Connecting insurance premiums to voluntary engagement 
of firms may serve as an incentive for CSR (e.g. lower rates for employees’ 
accident insurance, if the firm can provide evidence that it continuously monitors 
and improves the security standards). 

Finally, in order to familiarise a target group as large as possible with the concept, the 
possible methods/instruments and the critical aspects of LED/CSR activities efforts to 
widely disseminate respective information should be considered. As to this regard, on 
the one hand European platforms representing the potentially involved actors (e.g. the 
EU Multi-Stakeholder Forum’s meeting in February 2009, UEAPME, the Community of 
Regions) or other already established cross-national structures (like the thematic 
networks in the framework of URBACT) may be approached, provided with the findings 
of this research mission and asked for support of spreading the results among their 
members. On the other hand, it is deemed to be of high importance to actively 
approach the level at which LED/CSR initiatives are operationally implemented.  
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Hence, particularly the main involved actors - local governments, local enterprises (e.g. 
via their representative organisations such as employers’ organisations or chambers of 
commerce) and local NGOs/NPOs - should be addressed and informed about the 
possibilities, potentials, but also bottlenecks of such instruments. This could, for 
example, be achieved by conducting target group oriented conferences or information 
seminars or by disseminating information through information brokers/facilitators such 
as the media. Furthermore, already existing local multi-stakeholder partnerships (e.g. 
the LAGs of LEADER or the Local Support Groups of URBACT) could be familiarised 
with the concept of LED/CSR initiatives. 
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Annex I - Analysed LED Initiatives Integrating CSR 
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Initiation 2006 2003 1995 2001 2005 1964 1989 2003 2005 2003 2007 2006 2004 2007 2004 1 2004 2004 2005 2004 2005 2003 2004 1994 1996 
public  x x x x   x x x   x x   x x      x x 

Funding 
private x  x x x x x x x  x x x x x x x x  x x x x x x 
national      x x x   x x  x  x      x    
regional x  x x x          x    x    x   
local/urban  x        x   x    x x   x    x 
local/rual         x           x    x  

Locality of 
imple-
mentation 

cross-border      x x          x        x 
embedded   x x x     x x       x x x  x  x x  
oriented x    x       x x  x x    x  x    

Embedded-
ness policy 
framework stand-alone      x x x   x   x           x 

national government  x      x   x   x     x       
regional government    x            x        x  
local government   x      x x  x   x x x x  x x x  x x 
public employm.service          x  x  x  x          
social partners/em-
ployers' or employees' 
organisation 

  x      x               x  

education         x x    x x x      x    
NGO/ NPO x    x    x  x x x  x  x x  x x  x   
large company x x x  x x x x x x x x x x x x  x x x x x x x x 
SME   x x    x x  x   x   x x    x   x 

Initiator (bold) 
and involved 
actors 

financial institution   x    x   x x   x x   x   x x x  x 

                                                 
1 PL - Lotos Group: late 1970s (training), 1995 (science/education), 2002 (job fair rounds), 2007 (specialisation in Politechnika Gdańska) 
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business support x x x x    x       x       x x x x 
revitalisation of the 
local area        x   x     x  x x    x x x 

promotion of CSR              x   x x     x   
empowement of local 
actors for LED         x        x      x   

environmental 
protection   x x x x                 x   

health/safety of empl.     x x                    

Objectives 

provision of local 
services/improvement 
of quality of life 

      x x x  x     x  x x    x  x 

elderly   x      x        x x     x   
youth  x x  x    x  x x    x x x    x x   
low-qualified   x  x    x        x      x   
unemployed     x    x x  x  x  x       x   
women  x           x22     x     x   
migrants/minorities x         x  x     x      x   
drug addicts          x             x   
homeless             x          x   
disabled         x x       x    x  x   
previous imprisoners          x                
inhabitants/employees    x x x x x        x  x x x   x x x 
local government                x x         
NGOs/NPOs                x x      x   
social partner                x          

Target group 

companies    x    x       x  x      x   
employees   x  x                   x  
society x x x x x  x x x x x x x x  x x x x x x x x  x 
market x   x    x       x           

CSR domain 

environment   x x x                     
 

                                                 
2  0 
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Indigenous Contracting in the Pilbara - Australia  
(contributed by Philip Taylor, Swinburne University of Technology, Faculty of Business 
and Enterprise) 

General information  

Situated in the north west of Western Australia, the Pilbara is a mineral rich region. It 
covers a total area of 507,896 km², extending from the Indian Ocean to the Northern 
Territory border (including offshore islands) and has three distinct geographical areas: 
a coastal one where it meets the Indian Ocean, inland ranges and an arid desert, for 
which Australia is notable. The Pilbara is a semi-arid region characterised by high tem-
peratures, low rainfall and high evaporation. The region comprises four local govern-
ment authorities: the Shires of Ashburton, East Pilbara, Roebourne and the Town of 
Port Hedland. 

More than 39,000 people live in the Pilbara, mostly in the region’s towns. Much of the 
region’s industry is associated with mining, either directly or indirectly. There are also 
several vast pastoral stations in the area (The Pilbara Development Commission, 
2008). 

The company BHP Billiton, in the form of BHP Iron Ore, has several operations in the 
area. These include: 

• Ports and blending Operations 

o Nelson Point (Port Hedland) 

o Finucane Island (Port Hedland) 

o Boodarrie Iron (hot briquetted iron plant near Port Hedland) 

• Inland Mines 

o Jimblebar  

o Mt. Newman Operations (Mt. Whaleback and satellite mines 23, 25, 29 
and 30) 

o Mt. Goldsworthy (Yarrie Nimingarra and Area C - under development) 

o Yandi (Stanton-Hicks, 2008). 

The mining sector is a major component of the Australian economy, much of what it 
produces going to fuel the emergence of China as a global economic power. Although 
the recent resources’ boom has been of great benefit to the Australian population 
overall, the effects on local communities have been mixed. The shortage of labour 
around mines, which are often located in Australia’s arid outback, has led mining 
companies to pay large amounts to skilled and non-skilled workers to attract them to 
work in these areas. As a consequence, living costs have risen sharply, making it very 
difficult for local people not directly associated with the mine to continue to reside in the 
area (Oxfam Australia, 2008). There is also a trend towards fly in/fly out, highly 
transient workforces, which means that the population is highly transient, people only 
coming to the area to work and not contributing much to the local community (Stanton-
Hicks, 2008). 
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The area has a large Aboriginal population. There are 37 different Aboriginal com-
munities within the Pilbara who use several different languages (McCrum, Connors and 
Upton, 2005). These communities experience a range of social problems: high un-
employment, limited educational prospects, poor health care and health outcomes and 
a lower standard of living than the white population (Rudd, 2008). Half of the local 
Aboriginal community are unemployed or not in the employment market. Only one 
quarter of Aboriginal young people are employed. 88 % of Pilbara Aboriginal people do 
not complete the last 2 years of high school. The community has a cyclical dependence 
on welfare (McCrum, Connors and Upton, 2005). Importantly, they have not 
participated in mining operations due to a range of circumstances, including a lack of 
co-ordinated efforts to provide them with relevant skills (Stanton-Hicks, 2008). 

Australian law has developed over the last 20 years to recognise native title, that is, 
that the rights and interests of indigenous people under their traditional laws and 
customs should be recognised and acknowledged under Austrlian law. In the early 
1990s, in the ‘Mabo’ ruling, the Australian High Court held that common law recognised 
a form of native title to land. In 1993, the Commonwealth government passed the 
Native Title Act to recognise and protect these rights and interests (Queensland 
Government, 2008). 

The Western Australian government has continued in this vein, recognising the need to 
establish sustainable growth in the Pilbara by establishing The Pilbara Development 
Commission. Among the commission’s objectives for the region are the following: 

• Maximise job creation and improve career opportunities 

• Develop and broaden the economic base 

• Identify infrastructure services to promote economic and social development  

These objectives align with BHP Billiton’s commitment to a sustainable economic future 
for the residents of the Pilbara. BHP has operated an Aboriginal Affairs unit there since 
1990. Its activities have been based around a concept of encouraging the indigenous 
communities to actively engage with the company in order to achieve sustainable 
benefits. It has developed programmes in the areas of employment, education, training 
and culture.  

Implementation of the measure  

In 2000, BHP Billiton Iron Ore launched its Investment in Aboriginal Relationships 
programme which included a commitment to increase indigenous employment in the 
Pilbara from 3 % in 2000/01 to 12 % by 2010 (the indigenous population was 12 % of 
the total Pilbara population at the time of the commitment). It soon became apparent 
that this target alone would not bring about the change necessary to achieve 
sustainable outcomes and that more needed to be done to build capacity among indi-
genous people in working towards a collective goal of indigenous economic develop-
ment. In response, the Indigenous Contracting Initiative was developed, becoming a 
significant pillar in the company’s Indigenous Investment Strategy. The objective of the 
initiative is to mentor indigenous owned companies (and other businesses which have 
significant levels of indigenous employment) via the BHP Billiton commercial con-
tracting process in order to create independent and sustainable businesses (BHP 
Billiton, 2007). Indigenous businesses must go through a tendering process. However, 
they are mentored through this process in order to help ensure positive outcomes. 
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The ‘Indigenous Contracting in the Pilbara’ project was initiated and is co-ordinated by 
BHP Billiton. It began in 2006 and is ongoing. Its objective is to increase employment 
with the company among local people. There are two main actors additionally involved 
in the programme. One is the Office of Heritage and Culture, which is a sub-branch of 
the Government of Western Australia’s Department of Indigenous Affairs. It aims to 
ensure the best interests of indigenous people by:  

• Providing advice on heritage matters, and the protection and management of 
Aboriginal sites as per the legislation.  

• Providing information and advice to help indigenous people obtain family history 
information, which is extremely important when it comes to Native Title claims, 
as kinship is related to land rights within Aboriginal traditions. 

• Liaising with Aboriginal people and developers (Heritage and Culture, 2007). 

The other main actor is the Office of Native Title, a government body which reports 
directly to the Deputy Premier of the State of Western Australia, and which is 
responsible for the implementation of the Western Australian Government’s policy on 
Native Title. Native Title is the right to land through traditional ownership and 
recognising the Aboriginal connection to the land. Native Title often co-exists with other 
forms of land rights such as pastoral leasing or mining rights. However, it overrides 
freehold ownership (The Office of Native Title, 2006). The company is willing to work 
with political bodies, although its preference is to deal with mainly business focused 
operations.  

Characteristics of the practice 

This project is a business led top-down initiative and is strongly aligned with BHP 
Billiton’s global focus on responsible community involvement. It is operated through an 
Indigenous Contracting Steering Committee which has high-level representation from 
all parts of the business. Underpinning the strategy is the Indigenous Contracting 
Preferred Supplier Accreditation Process and Indigenous Contracting Guidelines. 
These served to ensure transparency, consistency and continued application of sound 
commercial practices. 

At the project’s inception, a commercial staff member was seconded to the Iron Ore 
Aboriginal Affairs department for a two-year period with the aim of delivering the project 
key performance indicator (KPI), which was entry into nine contracts with Indigenous 
contracting businesses by 1 July 2007, in collaboration with the Indigenous Contracting 
Steering Committee and the Aboriginal Affairs and Supply departments. This project 
reportedly has an annual spend of AUS$ 25 million, which is solely contributed by BHP 
Billiton. It has a target of increasing the organisation’s proportion of indigenous 
employees and contractors to better reflect the proportion of indigenous people in the 
region. This is a manifestation of the company’s commitment to engage the local 
community in its activities so that indigenous Australians will experience sustained 
benefits from the presence of the mines (Stanton-Hicks, 2008). The company 
developed an online reporting system to allow tracking of progress against each 
contractor’s contractual commitment concerning indigenous employment. 

The project is driven by the Indigenous Contract Steering Committee which has 
representatives from all levels of the business. The programmes gives preference and 
start-up help to local businesses with strong indigenous participation and ownership. 
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The guidelines for applications are clearly set out and these serve to ensure 
transparency, consistency and the application of sound economic principles. The 
commercial staff member seconded from the Iron Ore Aboriginal Affairs department 
ensures the KPIs are delivered and that the process is done in a culturally sensitive 
and positive way. The programme is designed to encourage local businesses to be 
able to grow and expand in a sustainable way within a supportive environment. Eligible 
business entities need to demonstrate that they have genuine representation from the 
local indigenous community either in ownership, management or employees and have 
business objectives aligned to the company's corporate commitment to this community. 

Increasing indigenous participation in contracting opportunities was identified as one of 
the core pillars of BHP Billiton Iron Ore’s comprehensive Investment in Indigenous 
Relations Strategy. The objective of the indigenous contracting initiative is to assist 
local indigenous businesses build viable operations by giving them practical guidance, 
training, tools, skills development and mentoring. The ultimate goal of the initiative is to 
create sustainable economic development through contracting opportunities across a 
range of markets, which will become a lasting legacy of the company’s presence in the 
Pilbara. BHP Billiton Iron Ore has set a number of targets to measure the success of 
the initiative. These include: 

• An indigenous contractor operated mine by 2008 

• 12 % indigenous indirect employment by 2010 

• A major joint venture between an industry leader and local indigenous group by 
June 2008 

• 40 apprenticeship positions offered to local indigenous people by approved 
contractors through an Indigenous Apprenticeship Programme by 2012 

A set of Indigenous Contracting Guidelines and indigenous vendor pre-qualification 
programme has also been implemented. Developed to overcome some of the con-
straints that indigenous businesses often face when tendering for contracts, the con-
tracting guidelines have been implemented to ensure that BHP Billiton Iron Ore’s 
approach is consistent, transparent, equitable and supportive of the indigenous orga-
nisations involved. They aim to provide a framework around the company's approach 
and define and identify business opportunities suitable for Indigenous contracting busi-
nesses. 

The company has reviewed its approach to standard procurement to identify oppor-
tunities for indigenous contracting businesses. Opportunities identified include: 

• Sole sourcing of goods and services rather than competitively tendering 

• Isolation of separable portions of work within projects that could be sole-
sourced to indigenous contracting businesses 

• Utilisation of different cost structures so that BHP Billiton Iron Ore is absorbing 
more risk 

• Providing positive weighting in tender evaluations 

• Increased internal effort and commitment to the management of the post award 
relationship; and  

• Taking into account performance differences in some circumstances. 
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The company has implemented or identified a diverse range of contracting oppor-
tunities such as the provision of horticultural, earth moving, housing refurbishment and 
indigenous labour hire services. As well as the specific target for Aboriginal employ-
ment, the project aimed to create nine contracts for indigenous companies by June 
2007. Currently, six contracts are in place and negotiations are in various stages for at 
least three others. Contractors include: Pilbara Logistics (waste management services), 
Wangka Maya (cultural awareness training), Indigenous Mining Services (Indigenous 
labour hire services), Meta Maya Building Services (residential property refurbishment), 
Ngarda Civil & Mining (two contracts for on-site civil services), Oasis Gardening 
Services (gardening services) and Carey Biyulu (drill pad preparation).  

The latter contract for drill pad preparation for BHP Billiton Iron Ore’s exploration sites 
in the Yandi area brought together local people from the Martu Idja Banjima (MIB) 
native title claimant group with Carey Mining, a successful indigenous mining 
contractor. The contract provides a local source of employment for indigenous people 
to work on their traditional lands while BHP Billiton benefits by developing indigenous 
contracting companies and increasing indigenous employment as part of its objective 
of being a socially responsible business: ‘The Company owns and operates a diverse 
range of businesses in different countries and cultures that, by their nature, may affect 
the community. Our objective is to minimise potential negative social impacts while 
maximising the opportunities and benefits for our host communities. In order to achieve 
this outcome, we engage in a range of sustainable development and community 
relations activities’. In accordance with the Indigenous Contracting Guidelines BHP 
Billiton undertook independent financial due diligence, as well as internal due diligence 
that included a visit to the potential contractor’s operations at Sunrise Dam. The Carey 
Bilyulu team visited Yandi to assess, understand and plan for site conditions. The visits 
also helped establish relationships between the respective organisations’ employees. 
At the time of the due diligence, Carey Mining and MIB were negotiating to form the 
Carey Bilyulu company. BHP Billiton provided assistance in terms of independent 
financial advice and due diligence so that parties to the joint venture plus BHP Billiton 
could be assured the new company would be viable. Daniel Tucker, Chairman Carey 
Bilyulu is quoted in Australian Mining3 as saying: ‘I have been working in the mining 
industry for over 27 years and operating our business for over 13 years, as well as 
being involved with other private and public businesses. From my experience, the 
Indigenous Contracting Guidelines are one of the best mechanisms around, that I am 
aware of, that aim to develop and deliver indigenous business outcomes. The process 
is commercial, the BHP Billiton people are committed, and opportunities are being 
identified and explored’. 

In September 2007, BHP Billiton announced Australia’s largest indigenous contract 
worth more than AUS$ 300 million over 5 years. Ngarda Civil and Mining (Ngarda) will 
manage and operate the Yarrie iron ore mine, which is located approximately 200 km 
east of Port Hedland, from April 2008. It currently produces around 2 million tonnes of 
iron ore each year and has a workforce of over 90 people. Ngarda Civil and Mining 
(Ngarda) was established in 2001 as a partnership initiative between the Ngardu Ngarli 
Yarndu Foundation, Indigenous Business Australia and Henry Walker Eltin. It seeks to 
provide cost effective contracting services to the mining and construction industries in 
North West Australia through a specific entity that targets indigenous employment. 
Foundation partners believed that there was a perception by the mining and 
construction industries that indigenous people generally lacked the skills and training 

                                                 
3  See: http://www.miningaustralia.com.au/articles/Indigenous-group-wins-major-contract_z76515.htm 
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necessary to meet the industry’s needs, and this perception needed challenging. In a 
relatively short period of time the company has grown from having a workforce of 6 to 
be a multi-million dollar company managing major projects in 4 locations in the Pilbara. 
Ngarda is dedicated to the employment, training and total integration of indigenous 
people within its operations. This contact was a significant success for the BHP Billiton 
project, demonstrating as it did that indigenous business could make a major 
contribution to the development of the mining sector. The mentoring provided and the 
cultural sensitivity demonstrated by BHP Billiton led to this contract (BHP Billiton, 
2007). This event was the culmination of over 5 years of engagement and partnership 
with indigenous businesses for BHP Billiton Iron Ore. 

The company has faced challenges in implementing the strategy due to cultural and 
structural barriers and in aligning best practice business outcomes with their CSR 
obligation to indigenous businesses. It has acknowledged these difficulties and is 
investing financially in order to ensure it improves its service delivery to stakeholders, 
including increasing employee appreciation of the programme and indigenous 
business. In the implementation of the project the company identified the following 
learning points: 

• Financial investment on start up needed to be high in order to ensure long-term 
profitability and sustainability of businesses. 

• BHP Billiton had to learn to be flexible and innovative when dealing with initial 
applications as every one was unique.  

• Education of the BHP workforce to accept indigenous contractors as an integral 
part of the business was important. 

BHP Billiton has invested heavily in helping local businesses through the tender 
process and the start-up phase. They work with the contractors to help them grow in a 
sustainable way. The company also offers education to their existing staff in cultural 
tolerance and the importance of including Aboriginal contractors in the activities of the 
business. This helps overcome barriers which might arise with indigenous people, 
many of whom are unable to speak English. 

There is ongoing monitoring of the percentage of indigenous participation of 
contractors. There is also monitoring of KPIs of the contractors through the commercial 
staff member seconded to the Aboriginal Affairs department. This method of monitoring 
is designed to ensure that the methods of achieving the KPIs are culturally sensitive. 

Impact of the measure on the local labour market  

In December 2006, the representation of indigenous employment across the Iron Ore 
business stood at 8.23 %, while indigenous employment in the Iron Ore contractor 
companies in October 2006 stood at 9.59 %. There are no data which indicate that the 
programme has had adverse effects. The benefits of the programme for individuals are 
reported by BHP Billiton as: 

• Increased self-esteem among Aboriginal people who are employed through it 

• Improved diet and lifestyle leading to positive health outcomes 

• Reduced drug and alcohol use 

• Financial independence and increased home ownership 

• Sustainable businesses that the community will have after the mine has gone 
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In terms of benefits for the company, the mining industry is clearly under pressure in 
Australia to develop sustainable practices and be accountable to the communities it 
enters. The promotion of CSR projects such as this has helped their reputation and 
fermented goodwill within the wider community (Brereton, 2002). 

The culturally sensitive approach of BHP Billiton to mentor the participating businesses 
to a point where they are able to deliver on the KPIs involved in the contracting process 
is based on CSR principles. The company’s contribution of AUS$ 25 million to help 
local businesses develop to a point where they can effectively deliver services is more 
than is legally required by the tender process. 

The long-term success of the strategy is based on selecting a diverse range of 
opportunities and aligning strategy objectives with mainstream business objectives, 
such as contractor optimisation and cost management. The key is to select 
opportunities that are within the current capacity of indigenous contracting businesses 
and provide significant growth potential over 3 to 5 years. This approach allows for and 
encourages contracting businesses to build capacity at a sustainable rate in a 
supported environment. 

BHP Billiton has identified challenges in the implementation of the programme: 

• The need for it to be flexible and creative when dealing with indigenous busi-
nesses and recognise that every situation is unique. 

• Negotiations are more straightforward when the focus is on business objectives 
and not clouded by political issues. 

• There are significant costs involved in getting businesses to a point where they 
are able to tender for contracts. 

• The company needs to educate its staff concerning the importance of the 
contracts and on issues of cultural sensitivity (BHP Billiton, 2007). 

This programme ensures long-term sustainability of regional economies by growing 
and mentoring local business (BHP Billiton, 2007) and is highly transferable to other 
situations. In terms of the pre-conditions that must be fulfilled so that transferability will 
be achievable, the biggest leanings from the BHP Billiton experience concern: 

• Preparedness to invest time and money in the early stages of the tendering 
process 

• Ability to mentor businesses through the journey  

• Adopting a creative and flexible approach when dealing with local business  

• Ensuring the buy-in of the company’s own staff in terms of recognising the 
importance of the programme so that they willingly assist in the delivery of 
services from the contracted staff 
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Future issues 

The initiative has resulted in 6 successful contracts and 3 more are under negotiation. 
BHP Billiton views future challenges as: 

• Intensifying the education of its own workforce 

• Facilitating strategic alliances with indigenous people and industry 

• Improving links to government to ensure a cohesive approach 

• Measurement of social metric outcomes (BHP Billiton, 2007) 

Alongside this specific BHP Billiton initiative, a consortium of organisations has 
founded the Pilbara Industry’s Community Council (PICC): the Chamber of Minerals 
and Energy of Western Australia and industry partners BHP Billiton, Chevron, Rio 
Tinto, NWSV and Woodside. PICC is a commitment by Pilbara Industries to work in 
collaboration with the Australian, Western Australian, Local Governments and Pilbara 
communities to address two specific and inter-related priority outcomes: 

• The development of a shared vision and strategy to increase indigenous 
participation in employment in the Pilbara, including strategies to reduce gaps in 
education and training, health, and housing; and 

• Development of a shared vision and strategy in relation to the sustainability of 
Pilbara towns.  

Council members will be seeking to co-ordinate existing and proposed industry, 
community and Government programmes designed to address the Council’s two core 
objectives.  

One of PICC’s first initiatives has been to conduct a review of the education pro-
grammes in the Pilbara. This review will produce a gap analysis and a strategic and co-
ordinated approach and vision. It is seeking to build on the outcomes of recent 
government reports into capacity building and service delivery in indigenous com-
munities. A goal is to place more indigenous community members in training, 
apprenticeships, higher education and work programmes. 

Contact information 

Organisation: BHP Billiton Limited - Sustainable Development 
BHP Billiton Centre 
Postal address:180 Lonsdale Street, Melbourne Victoria 3000 
Telephone: +61 1300 55 47 57 
E-Mail: hsec@bhpbilliton.com 
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Bizness Babes (The Body Shop Australia) - Australia  
(contributed by Philip Taylor, Swinburne University of Technology, Faculty of Business 
and Enterprise) 

General information 

Bizness Babes began operating in February 2006 and is funded for 3 years. It ran 
workshops in outer suburban parts of Melbourne initially and then extended to Sydney. 
2 workshops have also been run in Brisbane. These were initially aimed at supporting 
young women (aged 25 and under) to enter the labour market via starting their own 
enterprise. However, there were so many women over the age of 25 making enquiries 
that it was decided to remove that barrier. The project has been rolled out in 
communities in major urban centres, with strong involvement at the community level. 

Led by The Body Shop Australia and the American Express Foundation 
(http://home3.americanexpress.com/corp/csr.asp) the project has been supported by 
the Federal Government’s Enterprise Learning for the 21st Century Initiative. The 
Australian Government via the Department of Education, Science and Technology 
(DEST) has funded 47 projects under this initiative which is supporting businesses, 
industry, education and community organisations to undertake innovative projects that 
support young people to build their enterprise skills, think creatively and reach their full 
potential. The initiative provides AUS$ 10 million over 4 years ending 2007/08. 

The initiative appears to fit well with national strategic objectives concerning increasing 
labour market activity among a hitherto disadvantaged group. A tightening labour 
market in Australia associated with strong economic growth and demographic change 
has focused attention on the integration of societal groups who have hitherto been 
under-represented in employment. Research indicates that partnered mothers are 
more likely to be in the labour force and employed than lone mothers. This may reflect 
greater difficulty for lone parents in managing both, their caring and their income 
earning roles via mainstream employment. Data also show that women contribute the 
bulk of unpaid, non-market work in families. When ‘work’ is defined broadly to include 
labour force participation, domestic activities, childcare and purchasing of household 
goods, women in full-time employment, with a partner and dependent child(ren), spend 
the greatest amount of time (10 hours each day) in work. Single mothers in full-time 
employment spend 9 hours 42 minutes a day in work. The roles of homemaker, 
caregiver and breadwinner are difficult to reconcile and this reduces capacity to take on 
a significant role in the labour market. 

The Australian Government is committed to building an enterprise culture in Australia 
and to fostering an entrepreneurial spirit among young Australians. The Enterprise 
Learning for the 21st Century Initiative aims to promote the development of an 
enterprising culture. The programme has 4 strategic priorities: 

• supporting initiatives to promote entrepreneurial and enterprising skills among 
young people 

• supporting industry and business involvement in enterprising activities for young 
people at local level 

• supporting innovative models to develop enterprising communities  

• promoting best practice in enterprise education in schools 
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The projects funded through the initiative aim to encourage Australia’s enterprise 
culture via: 

• innovation and creativity 

• information sharing and enterprise activities at local level 

• promoting an environment for young people to be entrepreneurial, enterprising, 
creative and resilient  

• opportunities for authentic learning experiences for young people to make 
stronger connections between what they learn at school and the real world, 
which may include but are not limited to:  

o enhancing community development through networks that address local 
needs 

o opportunities for young people to learn more about working for 
themselves or others and responding to opportunities to create social 
and financial capital  

o strategic alliances between local business and industry groups, young 
people, parents, community groups, schools principals, teachers and 
vocational education coordinators  

Although it was financially supported by the federal government, the companies 
involved developed the programme and donated facilities and human resources. 
Former Body Shop employees have joined Bizness Babes as team members. The 
project has drawn upon Body Shop facilities, utilising its training centre for the work-
shops and the input of The Body Shop team in terms of presentations at workshops 
and expertise within the company that can be applied to a business problem being 
faced by a client of Bizness Babes. The companies involved received widespread 
positive publicity as a result of the project. 

Local government is also partnering with Bizness Babes in the promotion of the 
program, training, locating appropriate venues to provide training, securing oppor-
tunities for child-care for the participants' children and assisting with identifying suitable 
guest speakers for the workshops and local business networks to refer the participants 
to. The project is supported by national government and private sector resources 
totalling AUS$ 530,000. Funding has been staged over the three-year period of the 
project. 

The Bizness Babes team has a high level of day-to-day autonomy in terms of how it 
manages its activities, although official reporting arrangements are in place, with 
detailed, regular reports required by DEST, the Government department responsible. It 
has recently produced its final report. 

Implementation of the measure  

The origin of Bizness Babes is in an annual campaign run by The Body Shop at a 
corporate level. Community support and a commitment to social and environmental 
change are core aims of The Body Shop. The Body Shop describes its values thus: 
‘The Body Shop is an activist organisation committed to social and environmental 
justice at local and global level. This goes way beyond “Corporate Social Respon-
sibility”.  
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For us, our success in contributing to the common good is just as important as making 
a buck. We aren’t perfect but we strive to continually improve and live out our values 
every day’. 

The company recognised that, while a number of programmes in Australia encourage 
young mothers and women back into formal education or the workforce, few encourage 
innovation and self-employment for them as alternatives to traditional pathways. 
Another issue is that much of the current provision of education and training is 
inflexible, being, for example, only offered on a full-time basis over an 8 week period. 
The Body Shop’s formal statement of objective for Bizness Babes is: ‘To build the 
innovation and enterprise skills of young mothers and women to assist in developing 
alternative income streams and re-engagement in local communities’. It is known that 
many young mothers want to care for their children at home as well as participate more 
in their community and the mainstream economy, but cannot find a balanced way to do 
it so that they can manage both, work and family commitments. Another issue is limited 
availability of childcare for many women and supporting those who fall into that 
category. As well as economic participation the project is also viewed as contributing to 
raising the self-esteem and better parenting of participants and to the greater inclusion 
in the community of a group who are often socially isolated. 

The project was developed by a team at The Body Shop. It was an initiative of the 
company, drawing on the Australian Federal government scheme Enterprise Learning 
for the 21st Century Initiative. The Body Shop was the only non-education based 
organisation to receive a grant out of those that were funded. The rest went to 
secondary schools and tertiary colleges. 

The American Express Foundation joined the project in 2007. Observing the project in 
its original form they considered that while it was a quality initiative it lacked a critical 
element; programme graduates lacking access to credit could not implement their 
business ideas. Women were completing the programme with the skills and confidence 
to start a business, but often did not have access to a credit rating and some of the big 
banks denied them finance because of their socio-economic background. The ASF 
became involved, a new micro-loan element of the project they initiated aiming to fill 
that gap. Small loans of between AUS$ 500 to AUS$ 5,000 are available in order that 
programme graduates can put their ideas into practice. Borrowers have flexibility over 
their repayments, but they are clear that it is a loan, not a donation. 

The target group for the project is mothers of all ages who are not in formal education 
or the workforce. Mothers with limited skills are at a double disadvantage in the labour 
market. Working from home can be the answer but not many jobs are home-based, 
making the idea of starting a business an attractive proposition, although it takes skills 
and money to turn an idea into a business. Bizness Babes aims to tackle both 
problems; to give young mothers business skills and the financial wherewithal to realise 
business ideas. 

In identifying the client group the project team approached welfare agencies originally, 
with the intention of identifying those registered who might be interested in enterprise. 
However, this approach met with limited success. The explanation was that the women 
who were involved with welfare agencies tended to be in crisis and once that was 
resolved their contact with such bodies tended to be limited. Advertising in local 
community newspapers was the alternative approach and proved very successful. The 
view is that the initiative has benefited those in relatively stable life circumstances 
most, for whom the energy to face the challenges of starting a business is available. 
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Characteristics of the practice 

The Bizness Babes education project was targeted initially at encouraging young 
women to consider setting up a small or micro business, working from home. Later, the 
age limit was dropped when it was recognised that women of all ages would benefit. 
The intention is to spur them to identify business opportunities and develop personal 
and business-related skills to use in establishing and running their enterprises. 

The project team consists of a project manager who overseas the operation of the 
project and undertakes some workshop facilitation. This person has a background in 
leadership development and coaching. There are also three project co-ordinators with 
backgrounds in retail (including formerly the Body Shop) whose role is to organise 
workshops e.g. secure venues and organise childcare and catering support and also to 
build a strong rapport with workshop participants. Specialist speakers attend the events 
to answer questions about their areas of expertise. Intense support and encourage-
ment continues beyond the end of the formal workshops and is available for up to four 
months. The intention is to help women over the initial business challenges they face 
via supplemental coaching and personal support.  

There is also a workshop facilitator who uses stories and anecdotes to present 
business information in a way that strips away jargon and make business concepts 
accessible. The co-ordinators also undertake some facilitating. Additionally, there is an 
independent micro-finance co-ordinator who assists with the preparation of business 
plans for those who apply for a micro-loan. One project co-ordinator is based in New 
South Wales and the rest are based in Melbourne. The team are all highly skilled 
communicators, a requirement if a strong rapport with clients is to be built and sus-
tained. 

Participation in the programme is free. Potential participants apply to Bizness Babes 
directly: ‘What we really look for is people who have an idea and are passionate about 
the idea and are passionate about the fact that they want to be in business’. The 
project is promoted by community groups and advertised in local community news-
papers. The organisation has its own comprehensive website which is updated 
regularly. Media coverage has been extensive. In particular, a daytime television 
appearance resulted in a large number of enquiries. There have also been appearan-
ces on radio and coverage by national newspapers. 

5 programmes per year are run. An 11 day course is scheduled over 3 months, 
consisting of 3 three-day and a two-day block. The training hours are 9.30 to 2.30 to fit 
in with school pick-up and drop-off times. Subjects covered include: 

• Business ideas 

• Business planning 

• Communication 

• Sales basics 

• Negotiation 

• Market research 

• Target markets 

• Personal strengths 
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• Taxation 

• Financial planning 

• Action planning 

• Trends 

As well as assistance in starting a business, on completion of their business plans, 
participants are eligible to apply for interest free micro-loans of up to AUS$ 5,000 from 
American Express, joint sponsors of the programme. Repayments are scheduled to 
suit the participant’s business needs in order to make the process as flexible as 
possible. Childcare in the same building is also available where each programme is 
held. The absence of this would have precluded many potential participants who are 
socially isolated, and as a consequence do not have ready access to family support, 
and lack access to childcare agencies in their community. Funds to make provision for 
childcare in the programme were part of the original grant submission. 

The course, which includes input from expert facilitators, teaches the skills needed to 
make it in business, from time management to marketing, as well as budgeting and 
dealing with the tax office. Goal setting is another element: ‘Goal setting as well - 
actually putting down on paper what I wanted to achieve, because I hadn’t actually 
done any of that stuff. I hadn’t sat down and written out a business plan, or where I 
wanted to be in 12 months or 5 years. They actually made me sit down and do that, 
which I thought was very good’. 

For those women who have participated in the programme to date, Bizness Babes staff 
are following their progress, with direct support as well as providing new information 
about resources and opportunities that are developing. Mentors who have been 
introduced to the participants during the programme also continue with their en-
couragement and support. 

Critical success factors have been having a skilled team and clearly identifying the 
target group. Input from successful female entrepreneurs and the provision of childcare 
facilities in situ have also been important. Successful women entrepreneurs come to 
speak to the groups about their business experiences. Free childcare is provided by 
reputable agencies, with this taking place next to the training room, making it easier, for 
instance, for breastfeeding mothers. Reimbursement of travel costs to the training 
venue is also offered. Dietary requirements are also considered. The project has aimed 
at maximal geographical spread in order to make the project as accessible as possible. 
Ongoing access to informal networks and support as women face the day-to-day 
challenges of running a small business have also been critical for the success of the 
project. 

The project appears to have widespread applicability, as while there are some pro-
grammes for young mothers returning to work, there is little for people who have made 
the decision that they want to be self-employed. The view of the team is that aspects of 
the project model could also be applied to the many men and refugee women who 
experience social isolation. The flexibility that is the hallmark of the initiative, plus 
ongoing expert input and support, an informal and fun environment and access to 
childcare are pre-requisites for successful transferability. 
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Impact of the measure on the local labour market  

An initial evaluation report was submitted to the Australian government from an 
independent researcher employed by Bizness Babes and DEST has employed its own 
evaluator to assess the project impact. The organisation undertakes an ongoing 
internal review process in terms of how its services can be improved and as its 
understanding of what community support is available for women has increased, this 
has been passed on to clients. 

Overall, the programme has been enthusiastically embraced by the participants and 
mentors. To date over 65 women have participated in the training and a number of 
women are waiting to participate in a workshop. Over 25 businesses have been 
registered to date. Enterprises under consideration or already being operated by the 
mothers include innovative festive decorations, specialist massage for disabled people, 
clothing, event management and beauty products. One recent activity was a trade 
show, where Melbourne graduates put on displays for staff of The Body Shop and the 
general public.  

A notable outcome has been a change in the way participants view themselves and 
their position in the community. One participant commented: ‘I have recently completed 
the course and my two business ideas are both very close to launch date. The 
facilitators are knowledgeable, fun and extremely supportive. The programme em-
powers mums to believe in themselves and their business ideas’. 

The programme appears to have found a niche in the market among measures 
supporting women to enter the labour market. Testimonials from participants are 
enthusiastic, although it is too early in the project’s life to point to positive outcomes in 
terms of business sustainability. It is also apparent that participant numbers have been 
relatively small. 

For women returning to mainstream employment it can be very difficult, if not 
impossible, to have flexibility around raising a family. This makes starting a business an 
attractive proposition. Wider benefits have included moving from a situation of social 
isolation to a more inclusive lifestyle. A number of participants have become friends 
and meet to discuss their businesses and share childcare. Increased life satisfaction 
has also been a positive outcome. Some women have also realised that their business 
plan is not viable and this has meant that a business has not been established and 
then failed in its infancy. Higher self-esteem has also been promoted. Some women 
have benefited in terms of feeling confident about applying for paid employment in the 
mainstream labour market. 

For young female entrepreneurs, being with like-minded women, involvement in the 
programme can be highly empowering. According to one: ‘What I loved most about 
Bizness Babes was I was surrounded by similar-minded women, many of them young 
mothers driven to set up their own business. It was an inspiring environment to be in’. 
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Future issues 

The Bizness Babes team is planning business breakfasts with current graduates who 
will attend these in conjunction with new inductees. This aims to keep the momentum 
going and provide an even broader support network for everyone involved in the 
initiative. 

Programmes have primarily been run in Melbourne and Sydney and the aim is to 
expand into other cities and rural locations, turning the project into a national initiative. 

As the current funding arrangement is coming to an end the organisation is now 
seeking alternative revenue sources. 

This year, 65 women have gone through the course - more than half of them from 
Victoria - and 4 have been given interest-free loans from the American Express 
Foundation. 

Contact information 

Postal address: Cnr of Wellington and Jacksons Rds, Mulgrave, Victoria, 3170, 
Australia 

E-Mail: paula.cunniffe@biznessbabes.com.au 
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Regionalentwicklung Außerfern - AT 
(contributed by Christina Enichlmair, Austrian Institute for SME Research) 

General information  

The non-profit association ‘Regionalentwicklung Außerfern’ (REA, engl. Regional 
Development Außerfern) consists of public and private stakeholders and is run in the 
rural and remote Außerfern which is coextensive with the district of Reutte. Regional 
development in Außerfern started in 1995 when establishing the registered association 
ERA (which later was renamed REA). In 2001, Außerfern became a LEADER+ region 
and REA consequently an active Local Action Group (LAG). 

Außerfern comprises 37 municipalities and is located in the north-west of Tyrol. It 
borders on Bavaria, Germany. With an area of 1,236.7 km², the district has about 
32,000 inhabitants and thus a population density of 26 inh/km². As measured by 
inhabitants, it is the smallest district of Tyrol. The topography of Reutte is determined 
by the Northern Limestone Alps, only 8 % of the area can be used as permanent settle-
ment area. There is only one road link to the Tyrolean central region accessible in all 
seasons whereas there are 7 open border crossings to Germany. One municipality can 
even be reached from Germany solely. For these reasons, cross-border collaboration 
has a long standing tradition. Außerfern has a rather self-contained labour market with 
a relatively small extent of commuting into and out of the region. The local businesses 
suffer from labour shortage due to brain drain caused by the remote location of the 
district. The economic structure shows that employment in the service sector (amounts 
to 61 % while employment in industry amounts to 37 % and in agriculture, forestry and 
fishing to 2 %. Tourism is a significant factor, with winter and summer tourism being of 
nearly equal importance. The leading industrial enterprises are Plansee SE (2,100 
employees), Ceratizit (620 employees), kdg mediatech AG (262 employees), Multivac 
(220 employees) and Schretter & CIE (188 employees). In 2007, the unemployment 
rate4 (4.7 %) was below the unemployment rate of Tyrol (5.3 %) and far below the 
unemployment rate of Austria (6.2 %). 

The initiative REA is embedded in the ‘Guideline for the future development of Tyrol’ 
(‘Landesleitbild Zukunftsraum Tirol’) and in the ‘Austrian programme for the develop-
ment of rural areas 2007 - 2013’. 

The main actors of the initiative are all 37 municipalities of the district Reutte, the four 
tourism boards of Außerfern (Tannheimer Tal, Holiday Region Reutte, Lechtal and 
Tyrol Zugspitz Arena), the district office of the Chamber of Agriculture, the Economic 
Chamber of Tyrol, the Tyrol Chamber of Labour, the 3 banks Raiffeisenbank Reutte, 
Sparkasse Reutte and Hypo Tyrol Bank, the Electric Company Reutte, the mineral and 
compound company Schretter & Cie and the architectural practice DI Armin Walch 
(which constitutes the only SME among the mentioned companies).     

REA is financed by the participating municipalities, membership fees and sponsorships 
(e.g. from Raiffeisenbank Reutte), but the main funding instrument is LEADER. As REA 
is participating in the Euregios ‘Zugspitze-Wetterstein-Karwendel’ and ‘Via Salina’, it 
has also access to funding from ERDF (INTERREG). 

                                                 
4  defined as registered unemployed persons related to gainfully employed persons (annual average) 
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Implementation of the measure  

In 1995, the district regional planning commission of Reutte decided to found REA in 
order to create the basic conditions for a future-oriented development of the Reutte 
district. This should be achieved by means of independent projects and structural 
support by the European Union. The aim was to reconcile mayors and different interest 
groups like tourism boards or companies in order to establish a common platform 
instead of fending for themselves. The idea was distributed by the Reutte district office 
of the Economic Chamber of Tyrol in several workshops and conversations within the 
region. By and by, all municipalities of Außerfern, the tourism boards, social partners, 
companies and individual persons joined REA.  

Financial reasons hampered the establishment of REA, until a sponsorship by the 
Raiffeisenbank Reutte (€ 25,000 - € 30,000) was the first step to get the initiative 
started in 1997. After establishing an executive office, the first projects could follow. 
Subsequently, also other companies began to sponsor the initiative. In the years 
2000/01, due to financial problems, REA nearly had to be liquidated. Only after Außer-
fern became a LEADER region, the initiative could assure its financing at least for the 
period 2001 to 2006 and recently also for a second LEADER period 2007 - 2013.  

The kick-off-meeting was well prepared, but still accompanied by scepticism. After a 
start-up period, the managing director of REA, Mr. Salchner, built confidence to the 
different authorities such as the district commissioner and the mayors of the municipali-
ties of Reutte. According to Mr. Wartusch from the Economic Chamber of Tyrol, Reutte 
has a good tradition in the participation of enterprises in regional development due to 
the small size of the region: Policy and decision makers are acquainted with each other 
personally and have a good collaboration. Also the leading industrial enterprises are 
actively involved in the decision-making process. The outcomes of this approach con-
tribute to the highest average income in Tyrol and a relatively low unemployment rate. 
2 local enterprises are represented in the management board of REA, with having 
controlling and voting rights. This has a signal effect on other enterprises which in-
creasingly identify with regional development and engage in projects of REA. The main 
reason why enterprises are involved in activities of REA is not only altruism but also 
financial aspects. 

The objectives of REA refer to the implementation of the Local Development Strategy 
Außerfern 2007 - 2013 which includes the main elements as follows:  

• Strengthening income producing measures in agriculture, forestry and fishing: 
As in Außerfern grassland management is dominating, regional core com-
petences are milk and cheese production as well as livestock farming. Strategic 
development fields in this area refer to the regional value chain, e.g. in the fields 
of meat production, product development, marketing and direct marketing. In 
order to safeguard sustainable agriculture, additional measures have to be 
implemented such as strengthening entrepreneurial thinking and supporting the 
young generation. 
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• Preserving the natural and cultivated landscape as well as the stability of 
forests: As Außerfern has 2 nature protection areas (NATURA 2000) there is 
the intention of a close collaboration between the fields of preserving nature 
reserves, agriculture, forestry, hunting, fishing and tourism. Nature protection by 
agreement gains in importance: It is a contractual obligation for landowners to 
preserve the natural landscape of their properties in combination with grants. 
According to a survey, farmers see nature protection by agreement as an 
attractive additional income.  

• Creation of tailored and high quality supply in the field of tourism: This shall be 
achieved by the sustainable use of natural resources and cultural heritage as 
well as new technologies. In order to prevent dependencies of few markets 
diversification in terms of the range of tourist attractions and services plays a 
major role. The strategy aims at strengthening competitiveness of SMEs and 
landlords. 

• Pushing the knowledge-based economy and strengthening the business 
location Außerfern: Due to the remote location of the area characterised by 
great distances to Austrian universities and colleges of higher education and a 
low degree of interconnectedness of Außerfern enterprises with cluster 
initiatives and competence centres in Tyrol, the Economic Chamber of Tyrol, 
district office Reutte, acts as supra-regional knowledge centre for cross-border 
(to Germany) collaboration in the economy. A special focus is on the creation of 
sufficient possibilities to earn a living and the improvement of the employability 
of women, young persons, elderly, persons with disabilities and migrants. An 
additional measure is to increase the popularity and the image of the Außerfern 
region. 

• Strengthening the quality of life and vitality of villages: In the course of the 
present and future demographic development many small municipalities will 
have to close infrastructural facilities (e.g. schools, kindergartens). This will 
have the effect that the municipalities will further loose their attractiveness 
which in turn will causes accelerated out-migration and brain drain. In order to 
contain these developments the action field aims at diminishing handicaps of 
cross-border collaboration in the field of services of public interest, innovative 
solutions in order to preserve decentralised infrastructures and the expansion of 
competences in the area of good local and regional governance. At the same 
time, the region has to be open-minded towards young and high-qualified job-
seekers moving into the region. 

The aims of REA should be reached through an integrated, location based approach 
and through innovative actions according to the ‘Austrian Programme for Rural 
Development 2007 - 2013’. An important focus is the establishment of social capital in 
terms of regional governance and regional competence of problem solving. 

In detail, REA focuses on strengthening the economy of Außerfern in a sustainable 
way with regard to ecological aspects, safeguarding equal opportunities and integration 
of disadvantaged groups (in academic, vocational and social terms). 
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The initiative covers four fields of action: 

1) Information technology: 

• Basic education in the field of information technology, especially for women 
returners and pupils 

• Getting in contact with relevant companies in the course of schooling or 
vocational training in order to put the new knowledge into practice 

• Providing tributary valleys of the Lech with information technology in order to 
improve the possibility of further education 

2) Economic-ecologic measures: 

• Intensifying the use of alternative energy: wood-chips, biogas 

• Increasing use of timber when building a house 

3) Development of cultivated landscape 

4) Gender Mainstreaming 

The managing board of REA which consists of 16 members makes all strategic 
decisions and also assesses projects in terms of being eligible for LEADER funding. 
The valuation is based on the respective guidelines of funding authorities and of the 
above mentioned Local Development Strategy Außerfern 2007 - 2013. The managing 
board of REA consists of the district commissioner of Reutte, representatives from the 
4 tourism boards and the 4 local planning commissions of Außerfern, representatives 
from the Economic Chamber of Tyrol, the Tyrol Chamber of Labour and the Chamber 
of Agriculture Reutte, the mayor of Reutte as well as three representatives from the 
region. Furthermore, the managing director of REA is member of the managing board 
with having an advisory vote. 

By now, the executive office of REA consists of six staff members: The chairman of 
REA who is also the mayor of a municipality, the managing director and the assistant 
managing director of REA, a project and team assistant, a representative of the Tyrol 
Chamber of Labour and a representative of the architectural practice Armin Walch who 
is responsible for book-keeping. Three staff members are working solely for REA while 
the other three staff members also have additional jobs. Meanwhile, REA is well 
established but as a result of an abundance of work has to deal with an under-staffed 
office. The team of the REA executive office carries out the tasks of consulting 
activities with regard to project development and acquisition of funding, presentation 
and co-ordination of development processes as well as cross-linking of regional actors, 
LEADER management, technical backing with regard to development programmes and 
regional co-ordination. 

The managing board of REA is supported by an equal opportunities team consisting of 
three persons (one person is from the managing board, two persons are from the 
executive office; two of the three persons are women) and a quality assurance team 
consisting of five persons (one person is the managing director, two persons are from 
the managing board and two persons are from the executive office; two of the five 
persons are women). Furthermore, one of the members of the managing board also 
acts as youth representative. 
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In order to reach its targets, REA is also collaborating with regions in Bavaria, Ger-
many, with the labour market promotion corporation Tyrol (AMG Tirol) and the future 
foundation Tyrol (Zukunftsstiftung Tirol). 

Characteristics of the practice 

The establishment of an own executive office in 1997 made it possible for REA to work 
on an operational basis. Since that time, there is an annual plenary meeting with all 
REA members while the managing board of REA is meeting four or five times a year  

Due to the fact that there are different stakeholders having different backgrounds 
(politics, social partners, tourism boards, companies) and different visions, the decision 
process may sometimes be complex. According to the articles of association, decisions 
of the management require a simple majority. In practice, the management aims at 
unanimity or at least a qualified majority, especially when having ‘tough decisions’. 
Since the objective of REA is to make the best for the region, in the end, the stake-
holders always arrive at an agreement. As stated by the managing director of REA, 
Günter Salchner, even 90 % of all decisions are formed with unanimity. The way of 
working is mainly based on trustworthiness, know-how transfer and communication 
between all relevant stakeholders of the managing board. Besides the formal meetings, 
REA also has working groups, project groups and informal meetings. 

In general, activities refer to education and training, raising awareness about 
sustainability, environmental protection, gender equality and equal opportunities, in-
formation provision, advice and consultancy, financial support of projects, promotion of 
networking and co-operation. The target group of the initiative refers to disadvantaged 
groups in academic, vocational and social terms, particularly elderly people (50+), 
youth (up to 25 years), women returners as well as low-qualified people. 

Mr. Salchner is rating the local relevance of REA high: Every autumn, REA organises a 
big event, with enterprises also playing an active part. There also have been several 
public talks and discussions about future developments of the region, e.g. the first 
‘Außerferner Gespräche’ (engl. ‘Außerfern talks’), with having guests like the former 
EU-Commissioner for Agriculture and Rural Development Franz Fischler. Apart from 
these actions, REA is collaborating with the daily newspaper ‘Tiroler Tageszeitung’ 
(engl. ‘Daily Paper of Tyrol’) whenever the initiative organises an event, it also has a 
media partnership with the district newspaper for special supplements and it co-
operates with the natural park magazine. Additionally, REA regularly provides press 
reviews and a newsletter and also has an own website. In 2007, REA won the mobility 
award from the Transport Club Austria (Verkehrsclub Österreich -VCÖ) due to its mea-
sures to promote sustainable climate friendly mobility and transport. These include the 
rescue of the Außerfern railway, the establishment of a public bus system in Lechtal, 
the provision of broadband internet in small municipalities and the distribution of 
agricultural products via catering services and farm shops. Furthermore, regarding the 
successful development of its LEADER region, REA gained recognition from the Euro-
pean Commission in 2007. 
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The most important projects supported by REA include: 

• Social concept Außerfern: Between 2004 and 2006, about 150 people, in-
cluding the inhabitants of Außerfern, welfare services, public authorities, munici-
palities and staff representatives of the leading companies (e.g. Plansee SE) 
took part in elaborating the social concept Außerfern which is a complement to 
economic and regional concepts. It is the only social concept in Austria which 
was developed bottom-up. For this reason, REA won the Austrian innovation 
award of LEADER+ Austria in 2007. The prize money of € 5,000 was doubled 
by the bank Sparkasse Reutte and invested for the sake of implementing the 
social concept which is aiming at pushing forward social development in the 
region by means of implementing concrete projects. It wants to point out that 
synergies are the basis of the efficient use of human resources, funds and the 
future financing of the social system at regional level. One important project in 
the frame of the social concept Außerfern is the qualification campaign for 
social institutions which is financially supported by LEADER and the private 
foundation of the bank Sparkasse Reutte. In the frame of this project, social 
institutions have the possibility to frame common qualification requirements 
while REA is in charge of financing the qualification measures. 

• Projects in the field of women employment such as TIROLino, a customised 
child care for employees in tourism, or the initiative M.U.T. (engl. ‘courage’) 
from the non-profit association B.A.S.I.S.Zentrum for women in Außerfern which 
encourages girls to choose a technical career. 

• Engineering college IKA-Reutte: The industrial companies of Außerfern con-
jointly established an engineering college for automation (IKA-Reutte) which 
has the status of a higher technical school. The college is the first technical 
school in the district. The teachers are funded by the public authorities while the 
running costs have to be funded by the support association consisting of 
companies from the region. The college is open to apprentices who want to 
attend an advanced training course and to high-school graduates. The training 
duration of the college is 2 years. 

• Workshop ‘Wirtschaft - Schule’ (engl. ‘Business - School’) established by the 
Economic Chamber of Tyrol: In line of the local employment strategy, the main 
target is to adapt schooling to business needs and to improve the employability 
of the youth in Außerfern by strengthening networks between businesses and 
schools and fostering entrepreneurial attitude and innovation orientation among 
the youth. 

The leading companies in Außerfern, especially those who are involved in projects 
from REA (e.g. Schretter & CIE, Plansee SE) are engaged in CSR activities like 
meeting as much standards as possible regarding quality, safety at work, environ-
mental protection and sustainability. Besides, most of them are providing apprentice-
ship contracts, vacation jobs, support in diploma and dissertation thesis etc. in order to 
take over pupils, apprentices and students after finishing their education. 
In the initial phase, REA was totally dependent on sponsorships from (its member) 
companies. The initiative would not have been able to take up its work without 
receiving (financial) support. Meanwhile, the financial dependence has decreased due 
to the promotion from the European Union and the province of Tyrol. In terms of 
advancing and pushing forward developments in the region, REA is totally dependent 
on its member companies as well as the leading enterprises in the region which are 
collaborating with REA.  
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As REA is a LAG in the framework of the LEADER programme it has to follow stringent 
requirements regarding the monitoring process. In collaboration with the province of 
Tyrol, REA developed indicators with respect to adequate regional development which 
constitute the Local Development Strategy Außerfern 2007 - 2013. In general, REA 
records every project including duration time, scope and volume. Furthermore, there is 
an evaluation of the projects on the basis of a list of indicators. 

In financial respects, the organisational structure of REA has an annual amount of 
€ 175,000 at its disposal, with € 100,000 funded by LEADER, € 56,000 funded by the 
provincial funding programme and the rest funded by own resources like membership 
fees. The projects of REA are mostly funded by the provincial funding programme (but 
to a decreasing extent), followed by LEADER and INTERREG. 

Since the establishment of REA, the initiative has grown strongly and become firmly 
established in the region. The main success factor of the initiative REA are the people 
and enterprises of Außerfern who want to push forward regional development and thus 
are actively involved to achieve this goal. As REA is a LAG within the LEADER pro-
gramme, regional management structures used by the initiative can also be transferred 
to other regions of the European Union. However, what distinguishes REA from other 
LAGS is that Außerfern strongly depends on stakeholders who have a common 
understanding and a vision with respect to the development of the region. According to 
Mr. Salchner, it is also important that regional governance should be more independent 
from funding programmes. 

Impact of the measure on the local labour market  

It took time for REA to become noticed and accepted. Successes of the initiative and 
adequate publicity through local media (newspapers, radio) helped to gain higher 
importance. As REA takes centre stage in implementing projects in the district of 
Reutte, by and by, the people of Außerfern realised that this regional collaboration 
turns out well and entails a positive development of the region.  

Impacts of REA on the local labour market like a higher amount of jobs or a reduction 
of the brain drain are hard to determine. Nevertheless, REA has realised a qualification 
scheme in the field of cross-border training in politics (especially for women), a qualify-
cation campaign regarding customer orientation in tourism (especially for family 
businesses in tourism) and trainings to become a project tutor in regional development. 
Furthermore, with the help of REA, job matching processes have been started: 
Companies offer placements, visits etc. to get directly in contact with potential job 
candidates (pupils, apprentices, trainees). Also an important effect for the Außerfern 
inhabitants is the provision of broadband internet throughout the region (e.g. munici-
palities, schools, private households).  

Private businesses can take advantage of the networks and co-operations created 
through REA. The prevention of skill shortages and safeguarding jobs and the business 
location Außerfern are the most important effects. The point is to get people into the 
region and to provide them a future perspective in terms of living and working. 

REA can take advantage of the strategic CSR of enterprises because the initiative can 
act much faster with the help of companies than via politics. Enterprises can act 
immediately because they are directly concerned with problems and challenges. Only 
through collaboration with enterprises in the region it was possible to establish the 
engineering college IKA-Reutte that fast. 
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Regional development needs permanent amendments regarding the direction and the 
targets of the development. REA tries to raise issues which people of Außerfern are 
concerned with and to motivate enterprises and people to create innovative ideas and 
to elaborate and submit new projects. The most relevant success factor is that REA 
tries to find out what the people in the region need and how they are satisfied with the 
outcomes. Other important success factors of REA refer to placing the emphasis on 
common ground, collaboration and value added. REA also puts emphasis on the 
regular exchange of people involved in the initiative in order to assure renewal and to 
have an ear to the ground. 

Future issues 

Due to Außerfern’s remote location, the plans for the coming years include the task to 
get more (qualified) work force to the region and to combat shortage of labour and 
brain drain. REA will intensify its efforts to make Außerfern a more attractive living and 
working region. 

In the field of strengthening the business location Außerfern, REA will support a 
specific amount of measures and projects contributing to a higher degree of networking 
with supra-regional cluster initiatives and competence centres, Lifelong Learning, em-
ployment for women in technical vocations and higher services as well as employability 
of the young, the elderly, persons with disabilities and migrants. Additionally, REA 
wants to strengthen general and technical third-level education facilities like IKA-Reutte 
and the innovation and start-up centre IC-Reutte. A further aim is to integrate Außer-
fern enterprises in regional and supra-regional networks and to motivate SMEs to 
intensify their engagement in the field of development and implementation of new 
technologies.  

REA also considers becoming more independent from public subsidies by establishing 
own fields of profit (e.g. consulting). The management of REA also states that the legal 
basis of matching public funding schemes with sponsorships shall be revised, so that 
the sponsorship payment does not affect the amount of subsidy in a negative way. 

Contact information 

Organisation: Regionalentwicklung Außerfern 
Contact person: MMag. Günter Salchner, managing director 
Postal address: Kohlplatz 7, 6600 Pflach, Austria 
Telephone, Fax: 0043 (0)5672 62387, 0043 (0)5672 62387-139 
E-Mail: rea@allesausserfern.at  
Webpage: http://www.allesausserfern.at/rea 
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Bioregion Murau - Austria 
(contributed by Christina Enichlmair, Austrian Institute for SME Research) 

General information  

‘Bioregion Murau’ is located in the Western part of the Austrian province Styria and is 
identical with the administrative district Murau. It comprises all 34 municipalities. Murau 
covers an area of 1,384.58 km² and is the second largest district of Styria (after Lie-
zen). Having 31,472 inhabitants (2007), Murau has a population density of 23 inh/km². 
Murau is a rural and peripheral region, surrounded by mountains in the north, the west 
and the south. Also within the region, the accessibility of locations is quite inconvenient.  

Murau is an agricultural region with more than 1,550 agricultural enterprises, of which 
350 (23 %) are organic farms, which is far above the Austrian average (11 %). The 
region depends on summer and winter tourism and has only a small scaled industry. 
Labour productivity and supply of labour is low, while commuting is high. 

In 2001, after several workshops, the private-public consortium Bioregion Murau was 
established by stakeholders from agriculture and regional trade. The initiative focuses 
on agriculture, energy, regional trade and environment. Since 2001, the core group 
consists of Karl Hager (owner of the organic bakery ‘Naturbäckerei Hager’, 18 em-
ployees), Heide Zeiringer (owner of the natural plumbing company ‘Zeiringer’, 35 em-
ployees), Walter Stadlober (organic farmer, regional representative of the Austrian 
network of organic farmers ‘Bio Ernte Styria’) and Harald Kraxner (regional manager of 
the public stakeholder ‘Rural Development Styria’ responsible for the districts Murau, 
Knittelfeld and Judenburg). Harald Kraxner became involved for the sake of estab-
lishing contacts to authorities and bodies in order to get financial support for this 
initiative. 

By now, the initiative is embedded in the model ‘Bioregions’ which is stemming from 
the research project ‘Bioregions as models for sustainable regional development’5 
(running from 2005 - 2007). The core group of Bioregion Murau took part in the process 
of creating the model. In Austria, apart from Murau, only 3 further regions meet the 
criteria6 of the model ‘Bioregion’, i.e. Bio-Hay-Region Trumer Seenland, cultural park 
Eisenstraße-Ötscherland and the Upper Austrian Limestone Alps Region. Bioregion 
Murau is in the highest stage of development. 

                                                 
5 ‘Bioregions as models for sustainable regional development’ was a research project in the framework 

of the federation/Länder co-operation (BBK). It was commissioned by the Federal Ministry of Agri-
culture, Forestry, Environment and Water Management (BMLFUW) and all 9 Länder of Austria. The 
project partners were the Mountain Agriculture Research Unit of the University of Innsbruck, the 
Federal Institute for Less Favoured and Mountainous Areas and the consortium of vegetation ecology 
and landscaping, Vienna. 

6  The model ‘Bioregions’ contains specific minimum criteria and development fields: Minimum criteria 
include the spatial delimitation of the Bioregion, a higher organic farming quota than the national 
average, the establishment of organisational structures as well as the elaboration of a regional 
concept. Furthermore, there are development fields such as organic farming, organic processing and 
marketing measures of organic products in the region, organisation, co-operation, communication 
within the region and outwards, energy, natural and cultural landscape. 
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There are public and private entities financing the initiative: It is funded by the province 
of Styria, the Federal Ministry of Agriculture, Forestry, Environment and Water Ma-
nagement (BMLFUW), LEADER+ (as parts of Murau are belonging to the LEADER 
region ‘Holzwelt’ - engl. ‘timber world’), sponsorships and contributions from munici-
palities. 

Implementation of the measure  

The consortium Bioregion Murau was initiated by Karl Hager (project manager), Heide 
Zeiringer (speaker of the working group ‘Energy’) and Harald Kraxner (external con-
sultant). In general, the companies forming the initiative aim at turning their philosophy 
of sustainability into reality and extending this approach to the whole region. So, the 
main motivation of the companies was of ‘idealistic’ nature. However, it was important 
that this enthusiasm could be utilised for business purposes. 

The roots of the initiative can be traced back to several initiatives in the district of 
Murau acting independently of each other: 

• In the year 1997, there was a petition for a referendum against genetic engi-
neering in Austria which was signed by 1.2 million people. At the same time, an 
amendment was enacted which allowed baker’s shops to supermarkets and 
petrol stations. For bakers, this was a severe intervention referring to the com-
petence of the baker’s profession. Since Karl Hager did not want to be a part of 
the food industry, these developments reinforced his future specialisation to 
produce organic pastries free from gene technology. Karl Hager has also 
implemented the Business Agenda 21 within his company.  

• Since she took over the company from her parents in 1992, for Heide Zeiringer, 
environmental protection and sustainability have always been important 
concerns. Her company has also implemented the Business Agenda 21. In 
2002, she decided to back out of fossil energy, and since 2005, the company 
refuses to assemble oil heatings in new buildings. At the beginning, the imple-
mentation of this decision was not easy because there were not enough 
producers of wood chips and wood log in the region. A great deal of convincing 
had to be done to arrive at an agreement with ‘Naturwärme St. Lambrecht’, a 
biomass energy heat plant which facilitates sustainable heating systems in the 
region. By and by, two other regional plumbing companies adopted the ideas of 
Heide Zeiringer. Together they form the ‘eco plumbers’ in the district Murau. As 
the sustainability approach of company Zeiringer is a clear business success, 
this was very important for the whole initiative and to motivate other enterprises. 
Other companies followed because they could perceive chances and 
opportunities for their business. 

• In 1993, the Wärmelieferungsgenossenschaft St. Lambrecht (engl. ‘heat supply 
co-operative St. Lambrecht’) has been established which is a co-operation bet-
ween St. Lambrecht’s Abbey, a Benedictine monastery, and forest farmers from 
St. Lambrecht and St. Blasen. Since its agreement with the eco plumbers of 
Murau, the co-operative is also referred to as Naturwärme St. Lambrecht (engl. 
‘natural energy St. Lambrecht’). 
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Since 2001, in order to achieve sensitisation and awareness raising of the people and 
companies in Murau and to have more companies involved in the then called ‘Bio-
region Murau’, the core group came into publicity by holding presentations, attending 
mayor conferences and doing public relations. The main objective of the initiative but 
also of the companies within the initiative is to create regional networks of companies 
in order to keep the value-added within the region, to safeguard jobs in the region and 
to reduce the out-migration of labour (especially youth labour). Companies which con-
tribute to the Bioregion Murau focus on social, economical and ecological sustainability: 
While social sustainability deals with creating and safeguarding jobs as well as 
preserving living space, economic sustainability deals with the long-term existence of 
companies and the question of how to secure the economic future of the business 
location. Ecologic sustainability means to act in an environmentally responsible way 
and to preserve natural resources. Several companies in Murau have also imple-
mented the Business Agenda 21 within their enterprises. 

Thus, the tasks of Bioregion Murau are to develop the entire regional economy and to 
stabilise agriculture in order to increase the regional value-added. Co-operation and 
networking between agriculture and tourism shall stimulate tourism as well as create 
and safeguard jobs. In more detail, the development objectives set by the initiative refer 
to:  

• Use of renewable energy (biomass, solar etc.) up to a level of 100 % until the 
year 2015 

• Raising the share of organic farming from 25 % to 30 % (average in Austria: 
11 %) 

• Maximum possible use of natural resources like wood 

• Preserving ecologically valuable living environment 

• Raising the supply of organic food in the Bioregion Murau in the framework of 
direct marketing up to 100 %  

• Informing and awareness raising of the local population regarding the origin of 
food 

• Establishment of value-added partnerships in the field of (organic) farming, 
economy and tourism through expedient co-operations 

• Protection of natural resources concerning all planning and implementation 

The main problems in the implementation process of Bioregion Murau dealt with getting 
enterprises, farmers and people engaged in the initiative and trying to convince them to 
implement the principles of sustainability and organic production in their business 
policy. By and by, the core group of Bioregion Murau succeeded in attracting new 
members through directly approaching eligible companies and farmers. Thus, the 
establishment of the consortium Bioregion Murau was time consuming and cost 
intensive. Additionally, the initiative has always been dependent on public funding, es-
pecially by the province of Styria (e.g. Economic Initiative Sustainability, Rural Develop-
ment Styria. 
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In the early days of the initiative, there also was the problem of a lacking distinction 
between organic and conventional agriculture and products which caused legal 
problems. After several workshops with the core group of Bioregion Murau and re-
searchers of the Mountain Agriculture Research Unit of the University of Innsbruck it 
was possible to define guiding principles and minimum standards for and to embed the 
whole initiative into in the model ‘Bioregions’. 

Characteristics of the practice 

The consortium Bioregion Murau consists of 3 working groups: 

• organic farming, processing and marketing of organic products 

• gastronomy, trade and tourism 

• energy 

Each working group consists of a manager (speaker) and approximately 7 - 10 mem-
bers such as (organic) farmers and representatives of agricultural organisations, 
tourism boards, enterprises, consortia or public organisations. The tasks of the working 
groups include the co-ordination of the implementation of measures and safeguarding 
continuity in terms of further development. Decisions are made with consensus bet-
ween the project manager Karl Hager, the speakers of the working groups and the 
external project consultant Harald Kraxner. 

Activities carried out within the framework of Bioregion Murau include co-operations 
with wholefood shops, inkeepers, the association of mountain farmers and the natural 
park ‘Grebenzen’ as well as the establishment of a platform for regional food and the 
creation of the brochure for direct marketing ‘Schmackhaftes und Natürliches’ (engl. 
‘Tasty and Natural’). Furthermore, the initiative founded several regional direct marke-
ting shops and established a co-ordinating centre for regional food and direct marketing 
which achieves particular success in the field of catering. 

A very important achievement is the development of an energy vision for the region 
(‘Energy Vision 2015’): The main objective is to make Murau energy self-sufficient by 
2015. The energy vision was initiated by the energy agency Judenburg-Knittelfeld-
Murau and implemented in collaboration with the process consultancy Wallner &  
Schauer. The vision originates in the fact that in Murau the natural resource of wood is 
available in abundance. Apart from Bioregion Murau, committed (organic) farmers, 
stakeholders from regional trade and the energy agency Judenburg promote this 
energy vision.  

Meanwhile, there are several wood chips co-operatives working closely with Bioregion 
Murau, with ‘Naturwärme St. Lambrecht’ leading the way and also making significant 
contributions to the energy vision. There is also a close collaboration between Natur-
wärme St. Lambrecht and 3 eco plumbing companies in the region (including Heide 
Zeiringers company) which are pushing forward renewable energy production from 
regional natural resources. The main ambition from Naturwärme St. Lambrecht is to 
produce energy on location and to use regional natural resources in order to create and 
safeguard jobs. One success of the Bioregion Murau is that Naturwärme St. Lambrecht 
is now able to provide wood chips and wood log in high and sufficient quantity during 
the whole year.  
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Furthermore, the co-operative is able to offer heat supply contracting: With the help of 
a special tank truck it is easily possible to deliver the wood material to the customer. 
Via a tube running out of the truck the wood chips are blown directly into the heating 
facilities at the customer’s location. With running an own dehumidification facility, a 
large amount of woodchips can be stored. 

The concept of Bioregion Murau is strongly dependent on the CSR activity of the 
involved enterprises as they are the driving force of the whole initiative. The companies 
bethink themselves of the natural resources the Murau region offers by observing the 
concept of sustainability and safeguarding jobs. Many farmers are engaged to produce 
organic products and market their regional products. There would have been no 
Bioregion Murau without committed enterprises. Bioregion Murau participates in events 
and fairs and presents its visions and tasks on an own website7. Furthermore, there 
have been several information events regarding processing of organic products and 
direct marketing. In order to get more (organic) farmers involved into direct marketing, 
a brochure was created. In 2005, in the framework of the TV programme ‘Aufgegabelt’ 
(engl. ‘taking a forkful’) two episodes were produced which were broadcasted several 
times in German speaking countries. Since 2005, the magazine ‘Aufleben’ (engl. ‘to 
liven up’) is published quarterly as Sunday supplement of the daily newspapers ‘Kleine 
Zeitung Steiermark’ (engl. ‘Small Newspaper Styria’) and ‘Presse’ (engl. ‘Press’) in 
Vienna. It is a co-operation between the Holiday Region Murau, the Timber World 
Murau and the Bioregion Murau. Every issue includes several stories and news about 
the Bioregion Murau.  

Bioregion Murau does not have an annual budget. As the project is dependent on 
project fundings, own resources and other public fundings, the budget varies year after 
year. In 2006, in the framework of a research project, Bioregion Murau was evaluated 
by the company Wallner & Schauer8 which also was involved in establishing the 
‘Energy vision 2015’ in 2003. In the course of the evaluation, it became clear that the 
main challenge of Bioregion Murau is that there have to be business opportunities for 
the involved firms. Otherwise, any idealism will end up soon. The challenge is to find 
advantages and benefits for the companies. The activities have to have financial 
results. 

Public attention is an important success factor to bring enterprises and other actors on 
board. Among others, the first activities received strong and positive response in the 
local media (e.g. via newspapers). Another factor is that firms have to see a benefit for 
their business in order to engage in an initiative. The business success of the company 
Zeiringer was very helpful in this respect. 

In terms of transferability of the initiative, the main point is to motivate firms to engage 
in regional development, mainly by getting directly in contact with eligible companies 
and farmers as well as by permanent public relations. The regional manager has to be 
aware of the landscape of firms in the region. It is important to know about the local 
enterprises’ strengths and potential. 

                                                 
7  http://www.bioregionmurau.at 
8  for details see http://www.zukunftsberater.at 
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Impact of the measure on the local labour market  

Bioregion Murau is broadly accepted by the people and enterprises. Especially in terms 
of superior decisions regarding the development and prospects of the Murau district, 
the sustainability philosophy behind the initiative is very helpful and is also borne 
actively by the people and enterprises of Murau. 

Bioregion Murau creates and safeguards jobs in agriculture, trade, energy, gastronomy 
and tourism. The formation of regional networks and the implementation of the concept 
‘Bioregion Murau’ strengthen competitiveness of the private businesses. Through 
establishing platforms for direct marketing, it is much easier for agricultural enterprises 
to market their products. Meanwhile, Bioregion Murau serves as hallmark for the whole 
district and is associated with high quality of resources (wood, water) and sustainability 
(bio-energy). Gastronomy and tourism also benefit from this special position: While 
gastronomy is in the position to offer high-quality regional (organic) products originating 
in the Bioregion, tourism can score with the sustainability concept and the label that the 
people of Bioregion Murau are living in harmony with nature. Bioregion Murau colla-
borates with well-known companies in the region like Murau Brewery (160 employees) 
which relies on the high quality of natural resources (clean water), although not mem-
ber of Bioregion Murau due to not producing organic beer. In 2006, Murau Brewery 
won the EMAS award (Eco-Management and Audit Scheme), the most important 
environment award in the European Union. The interaction between Bioregion Murau 
and the Murau Brewery further strengthens its respective success.  

The idea behind the establishment of Bioregion Murau was the creation of a brand 
which has influence and recognition throughout Austria. Participating enterprises shall 
identify with the aims of the initiative. An important factor is to capture the market by 
providing products which are non-exchangeable like high-quality organic products free 
from gene technology. 

Regarding the effects for the labour force and the involved businesses, accurate facts 
are hard to determine. However, there are positive sales effects for the firms which in 
turn safeguard jobs.  

Furthermore, through the establishment and further development of the biomass heat 
plant St. Lambrecht the wood farmers of Murau have the possibility to earn an 
additional income. To this date, there are already several producers of wood chips and 
wood log. A very important factor is that Bioregion Murau actively addresses eligible 
enterprises who may contribute to the initiative. 

The value-added created by the CSR aspect is that it facilitates the difficult task to 
motivate firms to engage in the initiative. The enterprises who founded Bioregion 
Murau act as a positive role model. 

Over the years, in the course of the plenty of implemented projects, the organisational 
structure of the initiative has not been adapted to the changing needs. It was hardly 
possible to advance in establishing a superior strategy and a concerted planning 
between the 3 core competences. For this reason, the consortium suffered from a lack 
of appropriate communication structures. Concerning the implementation of measures 
and initiatives, after a promising start, Bioregion Murau has entered a phase of 
stagnation which led to decreasing enthusiasm of the consortium members. In order to 
further develop Bioregion Murau, it is necessary to have a more professional approach 
in terms of a better work-flow organisation.  
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Future issues 

To this day, Bioregion Murau has rather acted as a loose platform for exchanging 
ideas, establishing new contacts and co-operations as well as planning and imple-
menting activities. Due to the fact that Bioregion Murau does not have a clear 
membership and organisation structure, the initiative faces the challenge to create a 
structure which safeguards long-term continuity and further development which is not 
dependent on exceptionally committed individuals who work on an honorary basis. In 
the year 2008, the consortium will be turned into an association in order to have a 
stronger organisation structure. Furthermore, it is planned to integrate Bioregion Murau 
into the LEADER region ‘Holzwelt Murau’ (engl. ‘timber world Murau’). 

In general, the stakeholders of Bioregion Murau want to motivate additional companies 
to join the initiative, especially those which are more passive and not so well-known. 
Especially in the field of organic farming or meat production, farmers are required to 
establish better collaborations with enterprises in gastronomy in order to increase the 
marketability of their products. This shall be reached by further development of the 
platform ‘Murauer Speis’ (engl. ‘Murau food’) including the creation of better organi-
sational and financial structures for this platform. The main focus will be on better 
marketing of organic and agricultural products, a better presentation of regional 
products and the provision of catering services. A further measure is to develop and 
market leading products and specialities from the Murau region.  

Until the year 2015, the district of Murau shall become energy self-sufficient by the use 
of biomass and solar energy (as specified in the ‘Energy Vision 2015’). To achieve this 
aim, the ‘Energy Vision’ shall be continually improved, e.g. through strengthening exis-
tent structures, further development of the collaboration between trade and producers, 
provision of contracting and the establishment of a platform responsible for the field of 
energy. 

According to the external consultant Harald Kraxner, it would be very helpful to have a 
system of financial support which allows high subsidies to firms to start innovative 
ideas and which also allows financial support for innovations of small company net-
works. This can help to motivate companies in the beginning of an initiative. It would 
also be good to have financial support for company activities benefiting the region. It is 
also planned to tap new financial resources such as LEADER, charging commissions 
or membership fees. 

The intention of the stakeholders within Bioregion Murau is the incorporation of the 
bioregion concept as label throughout Austria in order to stress the special position of 
such regions. The ‘bioregion’ label also should be approved by the government. For 
example, this could be expressed by support und funding programmes aiming at the 
special demands of bioregions as a whole and not only at single projects within a 
bioregion. Enterprise networks will gain in importance, as companies which are in the 
network can benefit from the advantages. 



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

216 

Contact information 

Organisation: Hager Naturbäckerei & Naturmühle 
Contact person: Karl Hager, project manager 
Postal address: Mühlengasse 4, 8850 Murau, Austria 
Telephone, Fax: 0043 (0)3532 2456, 0043 (0)3532 2456-6 
E-Mail: hager@naturbrot.at 
Webpage: http://www.naturbrot.at 
 
Organisation: Landentwicklung Steiermark 
Contact person: Harald Kraxner, external project consultant 
Postal address: St. Egidi 110, 8850 Murau, Austria 
Telephone, Fax: 0043 (0)3532 2168-5215, 0043 (0)3532 2168-5251 
E-Mail: harald.kraxner@landentwicklung.com 
Webpage: http://www.bioregionmurau.at 
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Pendelfietsen - Belgium  
(contributed by Johan Lambrecht, EHSAL) 

General information   

The name of the initiative is Pendelfietsen (in Dutch), translated in English as: 
Commuting by bike. The initiative was launched in 2005 by ColruytGroup, and is still 
operational. ColruytGroup is a Belgian stock-listed family company that over the past 
decades has grown to become an important discounter in food and non-food products. 
ColruytGroup is best known by its Colruyt, Okay, BioPlanet and Dreamland stores. 
ColruytGroup has around 200 stores in Belgium and employs approximately 18,000 
employees in Belgium and around 2,000 employees abroad. ColruytGroup has 
received wide recognition (from peers, press and professionals) for the way in which it 
incorporates CSR objectives in its business strategy.   

The initiative was initiated by ColruytGroup as a part of its overall CSR policy. The 
main objective of Pendelfietsen is motivating employees to use public transportation 
and bikes to come to work. Most employees that work at ColruytGroup’s corporate 
head office in Halle (city in the province of Flemish-Brabant, near the Brussels Capital 
Region) used to come by car, as the train station is a 20 minute walk away from the 
site and no public transportation is available. ColruytGroup, however, decided to 
provide their employees with bikes that are stalled under a shelter provided by 
ColruytGroup at the Halle train station and that can be used to reach the site. By doing 
so, some 200 employees have switched from car to train and bike to come to work.   

As a part of its overall CSR policy ColruytGroup aims to be CO² neutral by 2017 and 
therefore, invests in a wide variety of environmental initiatives. The ecological object-
tive, however, is not ColruytGroups’s only CSR objective. Its CSR policy combines 
environmental, social and mobility objectives. And so does the Pendelfietsen initiative. 

The bikes that are used in the project are maintained and repaired in a local bike 
workplace at the Jobhuis Halle-Vilvoorde employment-centre. This workplace is a 
training and education centre for vulnerable employment groups such as youth and 
people without qualifications. The project enables them to find their way back to the 
regular employment market. 

Jobhuis Halle-Vilvoorde is a regional not-for-profit organisation, active in a region that 
in past years was highly affected by collective redundancies due to delocalisation (VW-
Vorst and Renault-Vilvoorde) and bankruptcy (SABENA). The socio-economic situation 
of the area is closely intertwined with that of the Brussels Capital Region, 
notwithstanding the fact that it is somewhat less densely populated. Currently, due to 
intensified efforts in past years, unemployment in the region has been reduced to 
below 5 %. 

Implementation of the measure  

The initiative was initiated by ColruytGroup as a part of its overall CSR policy and has 
several objectives. For one of these objectives, local employment development, 
ColruytGroup works together with Jobhuis Halle-Vilvoorde. The initiative can be seen 
as a bottom-up initiative based on concrete opportunities and matching visions. 
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Jobhuis Halle-Viloorde is a regional not-for-profit organisation, functioning as a training 
centre for people that are considered to be vulnerable on the labour market. The 
organisation aims at enhancing these people’s changes in society as a whole and in 
the labour market in specific. Through training and experience, the organisation wants 
to make these people more apt for the labour market. The organisation focuses on 
working in groups and on the combination of practical skills with broader knowledge.   

ColruytGroup’s commuting initiative created the opportunity for Jobhuis Halle-Vilvoorde 
to develop a training that does not only respond to the trainees needs but that also 
offers an answer to a concrete business-need: the maintenance of bikes of an 
individual company. The trainees involved in the project are offered the opportunity to 
engage in a larger business project instead of in an abstract training.    

ColruytGroup clearly benefits from the positive image generated by its CSR 
commitments. Furthermore ColruytGroup’s CSR vision and mission are closely related 
to its overall vision, mission and strategy. CSR is not merely perceived as an end, but 
rather as a means to and end. ColruytGroup mainly focuses on providing quality 
products (popular brands) at the lowest price. With its CSR policy ColruytGroup aims at 
reducing costs in the medium and long run, thus enabling itself to guarantee the lowest 
price.  

The initiative is, rather informally, embedded within a wider policy context. Although 
originally initiated by a private actor, the initiative is implemented with the support of a 
not-for-profit organisation (Jobhuis Halle-Vilvoorde) that is closely connected to policy 
actors at different levels (Province of Flemish-Brabant, Flemish Region) and funded by 
ESF and regional means. Co-operation and communication between the involved 
partners, including regular meeting, happens rather informal. The personal contacts 
between the partners are of key importance.  

No formal monitoring of the initiative currently exists. The initiative has been evaluated 
by ColruytGroup as a success and is reported on in ColruytGroup’s CSR and 
sustainable development related publications. ColruytGroup currently has around 200 
bikes at its corporate headquarters in Halle that are maintained by Jobhuis Halle-
Viloorde. At Jobhuis Halle-Vilvoorde around 5 people are permanently trained within 
the bike project.       

Characteristics of the practice 

Communication and co-ordination between partners is rather informal. ColruytGroup 
engages itself to use the services of Jobhuis Halle-Vilvoorde for the maintenance of its 
200 bikes at the Halle site. Jobhuis Halle-Vilvoorde engages itself to actually maintain 
the bikes.   

The target group of the Jobhuis Halle-Vilvoorde are people that find themselves in a 
vulnerable labour market situation. These are mainly youth, low qualified people and 
people living form a guaranteed minimum income. The target group of Jobhuis Halle-
Vilvoorde is addressed through other employment policy actors such as the Flemish 
Public Employment Service (VDAB). Almost all trainees are recruited within the region.  

Jobhuis Halle-Vilvoorde aims at enhancing trainees’ changes in society as a whole and 
in the labour market in specific. Through training and experience, the organisation 
wants to make these people more apt for the labour market. It thereby focuses on 
working in groups and on the combination of practical skills with broader knowledge.   
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Impact of the measure on the local labour market  

Currently, 20 people are permanently enrolled in bike related trainings at Jobhuis Halle-
Vilvoorde. ColruytGroup relies on the initiative for the maintenance of around 200 
bikes. The initiative is considered to be successful by both parties. For Jobhuis Halle-
Vilvoorde it allows the trainees to establish the needed competencies and attitude to 
function in a business-like environment. For ColruytGroup the initiative further 
enhances its positive image established through its CSR policy.  

As the initiative is structured in a rather informal manner, the key success factor is the 
collaboration between the two involved organisations, ColruytGroup at the one hand, 
and Jobhuis Halle-Vilvoorde at the other. Such collaboration is not self-evident as the 
two organisations have, in the end, different objectives (profit at the one hand and 
employment development at the other). The initiative proves that a successful co-
operation between an individual enterprise and a not-for-profit organisation in the field 
of local employment development is in fact possible. The main precondition for success 
seems to be that both organisations share a same view. The fact that the different 
organisations in the end have a different objective does not seem to constitute 
problems that cannot be overcome.    

Future issues 

The coming years, the Pendelfietsen initiative will be continued. The initiative has 
become part of ColruytGroup’s CSR policy and of Jobhuis Halle-Vilvoorde’s 
functioning. There are no specific expectations towards policy makers.  

ColruytGroup will continue to broaden its commuting policy focussing not only on the 
corporate headquarter in Halle but also on the personnel working in stores throughout 
the country. For the maintenance of the bikes stalled at those stores ColruytGroup will 
rely on local independent bike shops, thus combining social economy (for the 
maintenance of bikes in Halle) with regular economy (for the maintenance of bikes 
elsewhere).  

Contact information 

Organisation: ColruytGroup 
Contact person: Koen Demaesschalck, Public Affairs Manager 
Postal address: Edingensesteenweg 196, 1500 Halle, Belgium 
Telephone, Fax: +32 (0) 02 360 10 40. 
E-Mail: koen.demaesschalck@colruyt.be 
Webpage: www.colruyt.be 

Organisation: Jobhuis Halle-Vilvoorde 
Contact person: Hans Bom, coordinator, 
Postal address: J. Degelaenstraat 3-5, 1501 Halle, Belgium 
Telephone, Fax: +32 (0)2 360 25 75 
E-Mail: hans.bom@groepintro.be 
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Cascades - Canada 
(contributed by Denis Harrison, Centre de recherche sur les innovations sociales - 
CRISES) 

General information  

Cascades operates in three regions (Canada, United States and Europe). It has units 
in rural, urban and mixed areas. Cascades set up its first mills at Kingsey Falls, a small 
town located in the MRC of Arthabasca in the Eastern Townships of the Province of 
Québec. The unemployment rate (2006) is of 7.4 %, the employment by sector is for 
the primary sector 4 %, manufacturing 29 %, trade 15 %, commercial services 34 % 
and non-commercial services 18 %. Cascades was founded in 1964 and since then 
has committed itself to social responsibility and sustainable development. Cascades 
has a residence policy for some types of positions. In addition, it is one of the largest 
employers in the region. 

Kingsey Falls is a small town of 2,000 inhabitants, founded in 1963 in an area of 70 
km². Cascades plays a major role in the development of the town. Cascades has 
integrated sustainable development in its business plan since the early stages and well 
before the notion of sustainable development became a major trend in business 
strategy. The company starts its activities in paper production with recycling fibres at 
the beginning of the 1960. Consequently, many other production activities influenced 
by the mission of sustainable development and social responsability have followed.  

Cascades is a prime mover of those trends and it is still the example that is cited for its 
policy of environmental respect, sustainable development and social responsibility. 
Cascades is built around three product groups: 

• Containerboard and boxboard 

• Tissue papers 

• Specialty papers 

About 14,000 men and women work for Cascades in more than 100 plants located in 
North America and Europe. The company is divided in eight divisions which are 
specialising in the production of kraft paper, cast pulp products, plastic, recovery, 
building material, paperboard made of recycled fibres and deinking activities. Corporate 
Social Responsibility is a true culture at Cascades, with all employees involved in it. 

Corporate departments, such as the Energy Action Group, communications, environ-
ment, human resources, research centre, training centre etc. provide considerable 
support in developing and disseminating this Corporate Social Responsibility. Most of 
these departments are located at the Cascades head office in Kingsey Falls. 

Cascades is a leader and a reference in that matter. Its experience of more than 40 
years has contributed to this corporate identity. It becomes a model and an example for 
any company that wants to include sustainable development and social responsability 
in its business planning. As a leader and an innovator, Cascades created a center of 
research which is the most important private institute of research on pulp and paper in 
Canada. Research on production and working process of paper made with the respect 
of the environnment are encouraged and supported.   
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The communications department officially provides its expertise to the groups at 
Cascades to distribute all information pertinent to development of the firm’s corporate 
responsibility. In particular, it co-ordinates the sustainable development in which all 
progress and projects in this area are recorded. In addition, it distributes the InfoComm 
bulletin which puts assorted information on Cascades into the same document and 
provides a daily press review. As well, a person was hired in 2007 to list and co-
ordinate the sustainable development initiatives. This person also takes care of 
managing the various environmental data used for marketing and communications 
purposes, ensuring their veracity and coherence. The Cascades Inc. board of directors 
regards quality corporate governance as essential to efficient operation of the 
company. The board consists of 13 directors, seven of whom are outside directors. The 
management committee holds a monthly meeting to examine the various projects and 
to set the company’s priorities. Cascades finances and subsidises itself all its operation 
which are all oriented toward sustainable development and social responsibility. 
Sustainable development and social responsibility are becoming initiatives more and 
more encouraged by the government of Québec. Through specific legislation, Bill 118 
about sustainable development, the government brings about the Green Funds in order 
to support the production of projects oriented towards sustainable development. 

Implementation of the measure  

In the field of sustainable development, 2007 was no doubt a pivotal year. Cascades is 
at the confluence of two fundamental shifts. 

First is its adhesions to the principles of sustainable development since its founding, 
long before this concept emerged in the collective conscience. Sustainability has 
always been closely linked to the business strategy and success of Cascades. Its 
nearly 50 years’ experience in recycling, its consistently forward-looking human 
resources management and its sustained research and development efforts are just 
part of it. This approach is recognised, appreciated and rewarded more than ever. 

Second is its vision, constantly renewed and increasingly stimulated. While just about 
everyone claims to be ‘green’, Cascades sees itself as having a duty to remain a 
reference as a credible and solid leader. 

In the last few years, Cascades has resolutely oriented its initiatives in donations and 
sponsorships toward the environmental sector which lies at the very heart of all its 
actions. Hence, many institutions, associations and community-based organisations 
figure among the beneficiaries of the donations and Cascades sponsorship.  

Among its new commitments, we should note its association with Équiterre, a well 
known ecological organisation to which it supplies the paper required for all its 
promotional tools. It also decided, in 2007, to carry its commitment to Québec Garbage 
Reduction Week further by soliciting the participation of its employees in a number of 
waste reduction activities, notably by encouraging them to get rid of the garbage can 
for the week and to recycle waste instead of throwing up in the bin, and by inviting 
them to participate in a vox pop organised at lunch time in order to share ideas and 
knowledge on different ways to reduce waste and garbage at home. 

Because the company makes it a point of honour to share its know-how in sustainable 
development and continuously seeks new ways of doing more in this area, Cascades 
has established a presence at many events devoted to this theme. In 2007, it proudly 
supported the Tremblant Forum on Corporate Social Responsibility and sustainability 
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organised in Montreal by Unisféra. Cascades has also collaborated in the University of 
Sherbrooke’s International Forum on Applied Sustainable Development. In its fourth 
edition in 2004, this forum gathered 140 participants coming from different companies 
interested by social responsibility, NGOs, govermental orgnisations as well as 
academics9.  

Along the same lines, Cascades has associated itself with Earth Day for a fifth 
consecutive year. This association has helped advance the ‘Porteurs d’espoir’ (Bearers 
of Hope) recognition programme aimed at rewarding a person who stands out through 
his or her environmental contribution. Cascades is also proud once again to support 
the work of the Fondation québécoise en environnement (Québec Environment 
Foundation) which has the mission of educating and informing the population and 
raising awareness of environmental issues while suggesting actions and tangible 
solutions in this regard. Conférence Entreprise et développement durable (Enterprise 
and Sustainable Development organised by Unisféra (an independant and non-profit 
center dedicated to the advancement of sustainable development) bring together many 
participants coming from different enterprises, academics and NGOs10.  

In August, the Espace Sedna-Cascades-Rebut global was inaugurated in Montreal. 
This is a building with an ecological purpose erected using materials recovered from 
such places as garbage dumps and scrap metal depots. Cascades has also been a 
partner in the Québec hotel industry’s sustainable development programme sponsored 
by the Association des hôteliers du Québec. This initiative aims to promote the 
development of socially responsible habits by hotels owners and managers. 

The reasons motivating the company’s social responsibility initiatives are, on the one 
hand, a matter of value, but they also satisfy the economic profitability necessary to 
and inherent in the existence of a business. 

Excerpt from an interview with senior management (Alain Lemaire): 

‘(…) sustainable development has never been just a matter of a slogan, a passing 
fashion or good conscience. When my father and brothers began investing in the mid-
1950s in recovery and recycling, it was due to necessity. It was imperative to find a way 
of doing more with less even if, unlike today, collecting waste was not at all glamorous. 

Later on, we understood the additional advantages we could gain as a company by 
applying this economic principle and the benefits generated for the entire community. 
The reputation of Cascades is largely connected to this value added which forms the 
basis of all our actions and enables us to stand apart.’ 

At Cascades, initiatives in Corporate Social Responsibility did not arise from any 
skilfully conceived co-ordination. They emerged as the result of an innovative corporate 
culture. Each Cascades unit has always been free to engage in various projects, and 
this has had the effect of involving local communities in a broad sense. 

                                                 
9  For more information visit : 

http://www.crsdd.uqam.ca/Pages/docs/pdfAccueil/Communique_tremblant.pdf 
10  More details on: http://cedd.ca/modules/smartcontent/page.php?pageid=3&sel_lang=english 
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The mission of Cascades put sustainable development and Corporate Social Respon-
sability to the front as main components of their philosophy which is transfered wihtin 
the general business strategy of the company. It consists of drawing from the internal 
resources of the company and let the innovation process freely getting over in order to 
promote sustainable development. Different projects are initiated by the employees or 
are implemented following some positive research outcomes of the R&D department. 
The support of shareholders is a motivating factor. 

Cascades is thinking more seriously today about bringing all the activities related to 
Corporate Social Responsibility into a more fully articulated strategy while still intending 
to draw upon the innovative strength of its 14,000 employees. As Cascades projects 
are oriented towards the improvement of the well-being of the population through 
activities that include social, environmental and economic dimensions in one and only 
concern, all these factors contribute to the making up of those initiatives. The avant-
garde mind set of Cascades leaders and the lack of legislation and rules about those 
matters open the way to initiatives and innovation. 

Characteristics of the practice 

Since Cascades is a publicly traded company, its target groups are consumers and 
shareholders. The company managers are convinced that the employees form the 
basis of all the successes, and they also lie at the heart of the company’s concerns. 
They are the people who, year in and year out, enable to advance. They thus always 
take care to improve the safety of the workplaces, pay attention to the health and well-
being, try to offer them competitive working conditions and fringe benefits, and 
celebrate successes with them. As an example, profit sharing has existed since the 
founding of Cascades. This way of applying the employees’ contribution to the 
company’s success remains a sign of recognition far beyond what is represented by 
any financial benefit. Moreover, all Canadian employees have an opportunity to 
become shareholders by taking part in the Cascades employee share plan. In addition 
to competitive remuneration with traditional fringe benefits such as a complementary 
retirement plan, a full group insurance plan and an advantageous vacation system, 
Cascades employees can enjoy one or more of the following benefits: 

• Phased retirement 

• Study grants 

• Continuing education allowances 

• Sporting memberships 

• An employee assistance programme 

• Inter-company sporting tournaments 

• Summer jobs for students who are children of employees 

• A recognition programme emphasising seniority  

In 2007, investments in training totalled CAN$ 13 million, representing 2 % of payroll 
and far exceeding government requirements. 

Cascades has set up a succession plan intended for employees who show an ability 
and interest in moving up to new responsibilities. Focusing on a series of key positions, 
this plan aims first to identify potential candidates and then to assess their skills and 
devise personalised development programmes for them.  
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Cascades also continues to promote the hiring of trainees and students. In 2007, 822 
young people thus had the opportunity to acquire their first real work experience with a 
big company. 

Even in this period of austerity for the industry, Cascades insists on being involved in 
the communities that host. This year, Cascades has resolutely oriented its donations 
and sponsorships to the environment and sustainable development. Moving beyond 
sponsorships, these initiatives become true partnerships derived from exchanges of 
knowledge, full of discoveries and good ideas. They do not neglect the commitments to 
social and community organisations, educational institutions or amateur athletes. At 
Kingsey Falls, Cascades participates actively to the local development of employment. 
A strong proportion of the population works for the company. 

Cascades remains among the companies that invest most heavily in research and 
development. A true system to manage innovation was developed at a symposium 
mentioned above. Strengthened by the employees’ boldness and know-how, the 
products stand out as the environmental choice par excellence. The initiatives taken by 
Cascades over the years can be referred to as sustainable development and Corporate 
Social Responsibility. 

In the 1960s, recovery was a key activity of the Lemaire family through the recycling of 
industrial and domestic waste. In 1964, the Lemaire family established the first paper 
mills which produces paper with recycle fiber. In the 1970s, the first pulp and paper 
mills made of 100 % of recycled fibres is founded. In 1976, the Lemaire brothers 
opened a mills of paper board in another region of Québec, Cabano located in Lower 
St-Lawrence River, a region in the North East of Québec. In the 1980s, the company 
started on the production of kraft paper by the acquisition of another mill of paper 
board. In 1985, the company spread its influence by an expansion in Europe where 
they bought mills in France, Belgium and Sweden. The same year, Cascades opened 
the most important centre of research and development on pulp and paper in Canada. 
In the 1990s, Cascades Énergie was created. It owns and operates the first Canadian 
power plant of cogeneration powered by natural gas that supplies the paper mills of 
Kingsey Falls. After that, many other acquisitions are made by Cascades who 
diversifies its activities. Consequently, the company is now structured in five distinct 
groups wich are operating mills in five fields: industrial and commercial packaging, 
container board, tissue paper, fine paper, box board. In the 2000s, expansion 
continues in Europe and United States. Cascades concentrates its operations in the 
sectors of packaging and tissue. The company never departs from the principles that 
are still the same since the beginning: products are made of recycled fibres, 
biodegradable and compostable, and Cascades is distancing itself from its competitors 
while they still respect the principles of sustainable development which form the basics 
of the company mission. The initiatives taken by Cascades are promoted internally 
through the Cascadeur, a quarterly newspaper intended for all employees. They are 
published externally through TV advertising spots, sponsorships and the company’s 
highly developed website. 
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Impact of the measure on the local labour market  

Social responsibility and sustainable development as management philosophy com-
ponents are translated through relations between employees based on proximity, 
respect and trust, marking the way to transparency, accountabilty, consultation and 
quality of the work done. Management at Cascades is based on tangible as well as 
informal aspects putting the well being of the employees at the front, their development 
in an organisational context promoting over their integration and supporting their 
empowerment. The small town of Kingsey Falls is well known through the country by its 
dynamism based on social, environmental and economic development. By maintaining 
a good corporate image, backed by tangible actions, Cascades has become a com-
pany that is referred to in the field of sustainable development and more particularly in 
the area of the environment. Among the effects of Corporate Social Responsibility can 
be noted a sense of belonging among company employees, even at times of crisis. 
Growing loyalty can also be perceived among consumers who prefer to obtain tissue 
products and printing paper from a company that has solidly established responsible 
supply principles, especially in recycled fibre. Another sign of the positive effects of the 
company’s social responsibility initiatives is the many invitations Cascades has 
received to take part in forums and groups dealing with themes of Corporate Social 
Responsibility (sustainable business initiatives in Québec, responsible supply circles 
etc.). Although the Corporate Social Responsibility initiatives taken by Cascades are 
not co-ordinated strategically, the company has created a good impression among its 
various stakeholders. This seems in particular due to an excellent communications 
network, an extraordinary sense of belonging among employees, and closeness 
between senior management and employees, despite their large number (more than 
14,000). The economic context for the pulp and paper sector is extremely unfavourable 
at the moment, which sometimes means holding back on certain new projects. 
Considering the difficulty of calculating the payback on sustainable development 
projects, some people see them as initiatives that constitute spending rather than 
investment or that have only a very long-term payback. The priority in pursuing these 
initiatives is to rely on effective mobilisation of the players involved and to explain the 
projects in clear and simple terms. 

Future issues 

It is clear that everyone involved in the pulp and paper industry is hoping for govern-
ment measures to improve a highly worrisome situation. Nonetheless, it is imperative 
for Cascades to maintain its reputation as a good corporate citizen, even in an 
unfavourable context. Currently, the strategy being planned is to target priority actions 
based on what is most tangibly profitable for the various Cascades units. Put very 
simply, emphasis will be placed for a certain time on actions that bring rapidly visible 
results, with large-scale development projects coming next, after the crisis is over. The 
transferability of this Corporate Social Responsibility initiative is relatively limited since 
it finds its origins largely in the long history of Cascades. Well ahead of their time, the 
company’s founders have acted since 1964 according to principles of sustainable 
development that were set out many years later, and they conveyed their way of doing 
things as the company grew. It would be very difficult to bring this way of doing things 
into a company that has already achieved a large size, wherever it may be located. 
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Contact information 

Organisation: Cascades Inc. (head office) 
Contact person: Alain Lemaine, CEO 
Postal address: 404, boul. Marie-Victorin, P.O. Box 30 

Kingsey Falls, Québec, Canada  J0A 1B0 
Telephone: 819 363-5100 
Fax: 819 363-5155 
E-Mail: info@cascades.com 
Webpage: http://www.cascades.com/home.php?page=509 
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Desjardins - Canada 
(contributed by Denis Harrisson, Centre de recherche sur les innovations sociales - 
CRISES) 

General information  

Desjardins is a financial services cooperative. Its cooperative nature sets it apart 
clearly from Canada’s other large banking institutions, with their purely financial 
vocation. The Desjardins network covers many towns and regions in Canada. For the 
purposes of this study, we have chosen the Desjardins Caisse in Matane.  

Matane is a town located in the regional county municipality (RCM) of Matane. The 
RCM consists of 13 rural municipalities in addition to an urban sector, namely the town 
of Matane, which forms the core of the RCM. The town accounts for: 1) more than half 
the inhabitants in the RCM; 2) a majority of jobs in the region; 3) a majority of the 
private establishments serving the entire regional municipality (shopping centres, 
financial and insurance services, etc.) as well as public services (health care, social 
services, higher education etc.).  

The town of Matane is located 636 km from Montreal and 400 km from Québec City, 
the population is of 14,978 inhabitants in an area of 219,930 km². It is a strategic pole 
in the region’s economic development in the administrative region of Bas-Saint-
Laurent. Matane accounts for more than half of the population of the RCM and most of 
its facilities, public services and industrial establishments. This is why the town’s 
Desjardins Caisse was chosen for this case study, to show the community assistance 
actions and programmes that have been set up to revitalise the region’s economy by 
creating employment and applying the principles of Corporate Social Responsibility. 

Industry in Matane is diversified. Its geographic location alongside the estuary of the St. 
Lawrence River favours the development of marine industries such as shipbuilding. In 
addition, other industries characterise this town, especially the food sector and the pulp 
and paper sector as well as emerging industries such as wind energy and diamond 
cutting. 

The Matane RCM has nearly 1,000 businesses that generate more than 8,900 jobs. 
The town of Matane alone has 639 businesses employing 7,043 persons. These jobs 
are divided as follows: 70.5 % in the tertiary sector, 22.0 % in the secondary sector and 
7.5 % in the primary sector. The tertiary sector is thus a significant lever that plays an 
active role in the growth of the town’s economy.  

The Caisse populaire Desjardins Matane was founded on 20 August 1911. Of the 
10,372 member-owners of the Caisse populaire Desjardins de Matane, 14 officers are 
elected at the annual meeting form the board of directors and the supervisory board. In 
addition, four managers head the Caisse populaire Desjardins de Matane, which has 
58 employees. 
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Implementation of the measure  

In 2001, the Desjardins Caisse populaire in the Matane area created the Centre 
financier aux entreprises Desjardins du Bas-St-Laurent (Desjardins Business Centre - 
Lower St. Lawrence), Matane office, bringing all employees involved in the business 
sector together under one roof to serve the region’s economy more effectively. In 2002, 
a merger occurred with the Desjardins Caisse populaire in Saint-Ulric, a village located 
15 km from the town of Matane. The Caisse populaire Desjardins de Matane thus has 
two service locations - its head office and a service centre. 

The community development assistance fund of the Caisse populaire Desjardins de 
Matane is among various measures instituted by the Mouvement Desjardins to aid 
local development by having the community take control. The various policies instituted 
to promote local development in the Matane area are: 1) the Matane RCM’s local 
development centre (CLD), which helps businesses in the area through professional 
services and financing programmes; 2) the Matane region’s community development 
assistance corporation (SADC), which has the mission of supporting businesses in the 
region through a number of funds and programmes, in particular: a) an investment fund 
to help in the creation of new businesses and new jobs; b) the youth strategy fund to 
keep young people in the region by providing funds to start up projects; c) the rural 
business programme which helps companies set up innovative activities based on 
technology; and d) the local corporation for investment in job development (SOLIDE), 
which has the mission of helping new and existing businesses create and maintain 
jobs. The Matane CLD has the vocation of mobilising all local actors in a common 
action-oriented approach to promote economic development and job creation on the 
territory of the Matane region. 

The Caisse populaire Desjardins de Matane concurs with this regional promotion 
philosophy, supporting local development initiatives taken by people in the community. 
The Town of Matane, in partnership with the Matane RCM’s local development centre, 
the Matane region’s community development assistance corporation, and the Emploi 
Québec local employment centre for the Matane region, has instituted a development 
strategy based on three main focuses: renewable resources, mainly wind energy, 
diamond cutting and new economy businesses (multimedia and digital imaging). The 
growth of wind project is an especially promising area for the development of Corporate 
Social Responsibility. 

Wind energy companies have experienced an enormous growth in Matane. In 2006, for 
example, the town saw three plants installed, one to manufacture towers, another to 
assemble turbines, and a third to make nacelle envelopes. These three plants created 
more than 240 jobs held by people living across the region and not just in the town of 
Matane. In addition, the entire region benefits from spinoffs in the form of goods and 
services purchased by companies with plants in Matane. Based on a proposal from the 
board of directors, efforts by the Caisse populaire Desjardins de Matane to support the 
town’s economic, social and community development culminated in 2002 with the 
creation of the Fonds d’aide au développement du milieu (community development 
assistance fund). This originates in the various measures to redistribute part of the 
surpluses earned by the Caisse to the community. The local development of 
employment is a priority for private companies that set up at Matane. For example, 
wind energy companies established in the region lead to the implementation of many 
plants involved in the manufacture of towers, nacelle envelopes and blades. More, 
many jobs are created for the construction of the towers, the creation of the parks and 
their maintenance. A stipulation in the contract and a clause in the invitation to tender 
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indicate that the instigators are in the obligation to set a vision of social responsibility 
and a regional content of 40 % to 60 % in their offer. A variety of actors is involved in 
the development of social responsibility such as the CLD (local center for employment), 
the SADC, the Society for the assistance to the collectivity development in the Matane 
region. As much as it can, the Caisse attempts to co-ordinate its commitment with the 
organisations in Matane that are called upon to support the region in similar ways 
through donations or sponsorships. This co-ordination allows for greater sharing of the 
information needed to make decisions. The engagement to social responsibility is 
included into the management philosophy of Desjardins. As a cooperative, the 
commitment towards the community in which Desjardins settles is confirmed since 
every Caisse Desjardins has its own governing board. Consequently, donations and 
sponsorships are deeply integrated to the mission of Desjardins wich is consisting of 
the assistance to the development of social and economic well-being of the community. 
In the case of Caisse de Matane, the commitment towards the community is done 
through its involvement and assistance in a variety of areas such as economic 
development, culture, education, humanitarian assistance, social commitment, environ-
ment, sports. Therefore, through the move of the local governance board at the annual 
meeting of the members, they make a decision about the part of the surplus made by 
the cooperative that will be returned to the collectivity. They decide also what project 
will benefit of donations and sponsorship. 

The aim of this fund is to favour the growth of projects with structural and catalytic 
effects on the region, in other words, projects that promote sustainable development 
and social responsibility. The initiative to create the community development 
assistance fund was proposed in 2002 by the board of directors of the Caisse populaire 
Desjardins de Matane and adopted by the members present at the 91st annual general 
meeting. The Community development assistance fund is a financial measure that 
allows the members of every Caisse to democratically speak out for the projects they 
want to support in their region. This reflects the commitment policy of Desjardins wich 
consists of allowing every administrative unit to develop the means of concrete actions 
that are completely transparent to the local partners. Indeed the Québec legislation on 
financial cooperatives is allowing the credit unions such as Desjardins to constitute and 
to keep a development assistance fund from the annual surplus.  

The initiative to create the community development assistance fund was proposed in 
2002 by the board of directors of the Caisse populaire Desjardins de Matane and 
adopted by the members present at the 91st annual general meeting. From the creation 
of the community development assistance fund in mid-2002 up to June 2008, the 
Caisse populaire Desjardins de Matane gave nearly CAN$ 750,000 to 85 different 
organisations in the region to promote projects with a promising outlook for the 
community in the Matane area. The making of the Community development assistance 
fund is the result of: a) the approval of the annual general assembly of the members; b) 
this approval means that the members get away totally or partly of their dividends in 
order to finance the projects for the development of their community; 3) the direction 
board manages the fund and controls the disbursement; 4) interested firms have to 
apply to the funding by a presentation of their project, the members of the assembly 
make a decision about the projects that will be supported as well as the amount of 
money that will be allocated, after an analysis of each project that is presented. Every 
factor is favourable to the institution of this initiative, especially considering that the 
Matane region is experiencing strong economic growth and that innovation lies at the 
heart of these projects. It is the responsibility of the members of the Caisse de Matane 
to plan its partner role in the development of the community and consequently to select 
the projects they wish to promote through financial assistance.  
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The Community development assistance fund has been an initiative dedicated to the 
promotion of dynamism and the prosperity of the region through projects oriented 
towards economic and social well-being. Those projects have been strongly supported 
by the citizens of Matane.  

Like other cooperatives, the Caisse populaire Desjardins de Matane lets its members 
receive individual member dividends which are unique to the cooperative model. 
During the annual general meeting, the member-owners who are present adopt a 
proposal for part of the surplus to be paid in individual and collective dividends, with 
some of it going to the community development assistance fund, thereby supporting 
projects of a structural and catalytic nature that add to the social, economic and 
community well-being of people in the region. 

Characteristics of the practice 

As stated on the website of the Caisse populaire Desjardins de Matane, the target 
groups are diverse: young people, the elderly, ecological and environmental projects, 
and various economic, social and community stakeholders in the region. The areas of 
activity are greatly varied: education, sports and leisure, heritage, health and social 
services, cooperative and community development, and arts and culture. ‘During the 
2006 annual general meeting held on 17 April 2007 in St. Ulric, the members present 
agreed to an amount of CAN$ 250,000 for the community development assistance 
fund, with CAN$ 100,000 of this held in reserve for later use, CAN$ 50,000 fully 
committed to the youth category, CAN$ 50,000 to be bid on starting in the spring of 
2007 and intended for the elderly and ecological and environmental projects, and finally 
CAN$ 50,000 granted following consultations with various economic, community and 
social stakeholders in the region in the course of 2007.’11 The projects subsidised 
through the Community development assistance fund must be used to the purpose of 
cooperative development, mutual aid, development of the community and support of 
community-based associations. The role of the caisse is being reflected into the 
measures put in place to manage this fund. There are the three parts of those 
measures: 1) A detailed diagnosis of the the nature and the orientations of the proposal 
and a measurement of the socio-economic spillover; 2) the selection of the most 
promising proposals for the regional community; 3) The allocation of the grant that 
cannot be higher than 75 % of the total cost of the project, excluding the operating 
budget.  

In compensation, the projects granted by the fund must show a sustainable possibility 
in the short term, create full time jobs, show a prospective in the market and engage 
themselves to sign a contract confirming the visibility of the caisse for the follow-up. All 
projects financed by the community development assistance fund have a Corporate 
Social Responsibility orientation. The necessary condition for the right to this fund is 
having a CSR project that creates local development.  

Projects are submitted for final analysis to the members of the board of directors who 
make the investment decisions. Project selection is done based on the eligibility criteria 
established beforehand in the financial assistance document from the community 
development assistance fund (in particular for the CSR aspect mentioned above). 

                                                 
11  Source http://www.caissepopmatane.com/fonds-d’aide-au-developpement-du-milieu/ 
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A process is established to organise disbursements from the community development 
assistance fund. The eligibility of a project depends on its nature as well as the ideal 
that it promotes such as cooperative, financial and economic education, mutual 
assistance, development of the region, support to the community-based organisations. 

Documents that must be submitted with the application: 

• A detailed project plan, including a timeline and a calendar of activities. 

• Documents identifying the various partners as well as the percentage financial 
interest that each has taken in the overall project. 

• A document setting out the various elements of considerations from which the 
Caisse populaire Desjardins de Matane will benefit. 

Visibility agreement 

The visibility provided as a consideration must be specified prior to the signing of the 
memorandum of agreement. A press review must be submitted following fulfilment of 
the project. 

Publicity  

Applicants who are selected agree that the Caisse populaire Desjardins de Matane 
may publicise its financial contribution as it finds appropriate, including presentation in 
its annual report and at the general meeting. 

Exclusivity  

The financial support may be used to back a project in partnership with other parties, 
unless these are competitors to the Caisse (financial services sector). 

Beneficiary organisations agree to provide financial statements as well as all 
supporting documents or other documents showing the use of the funds received. 

Impact of the measure on the local labour market 

A number of projects got started and others were able to expand thanks to the 
community development assistance fund. Sustainable development and social 
responsibility have been two key concepts that have marked all initiatives financed by 
this fund. 

Over a six-year period, many organisations have benefited from donations from the 
fund: 

• in 2002: CAN$ 90,000 was issued to 19 organisations in the Matane region; 

• in 2003: CAN$ 99,110 was issued to 13 organisations in the Matane region; 

• in 2004: CAN$ 100,000 was issued to 18 organisations in the Matane region;  

• in 2005: CAN$ 100,000 was issued to 24 organisations in the Matane region; 

• spring 2006 period: CAN$ 50,000 was issued to 18 organisations in the Matane 
region;  
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• spring 2007 period: CAN$ 50,000 was issued to 14 organisations in the Matane 
region;  

• spring 2008 period: CAN$ 50,000 was issued to 17 organisations in the Matane 
region; 

Projects that have benefited from the fund have contributed to the economic and social 
dynamism of the region. They are integrated into the local economy and contribute to 
create jobs. They also weigh into the stimulation of the economy by the support on 
local initiatives that aim the well-being of the community12.  

The fund is viewed as an initiative to support the economy of the Matane region in 
general through donations and sponsorships for projects that look promising. Many 
applications are submitted each year, and those that meet the established criteria are 
selected. The Caisse populaire Desjardins de Matane, through its community develop-
ment assistance fund, supports the region’s social, economic and community develop-
ment as well as mutual assistance and a spirit of association within the community. 
Given the success that the community development assistance fund has achieved 
since its creation, the Caisse populaire Desjardins de Matane is continuing in the same 
way to encourage local initiatives for assisting development of Matane region. For 
Desjardins, the human factor is the core of the management philosophy oriented 
towards the commitment of local collectivity and their development. The economic 
boom and the dynamism of Matane region are still a priority for the caisse. This 
objective comes from the early statement of the cooperative movement. 

The Caisse favours assistance to organisations that are driven by a social mission and 
that will generate positive spinoffs for the Matane region. Accordingly, the three CSR 
pillars are strongly recommended for a project to receive support from the community 
development assistance fund. Moreover, this results from the Caisse’s cooperative 
nature. All initiatives financed under the fund are seen as successes because many 
jobs have been created or protected and a growing number of young people are no 
longer thinking of leaving the region to head for the big cities. There are no quantitative 
data on factors of success, but the reality of Matane since the local development 
programmes were implemented leads to these conclusions. The reasons for the 
success of the Community development assistance fund are related to dynamism of 
the economy of the region and the potential for creating jobs. Matane is then an 
attractive region for its inahabitants and it helps to prevent the young adults from the 
attraction of larger cities. The process created to organise operation of the community 
development assistance fund helps control all threats or barriers that could block it. 
Because the conditions of this initiatives are clear and its operating measures are 
transparent: a) the creation of the Community development assistance fund meets the 
desire of the assembly to support and encourage local economy; b) the members of 
the Caisse choose democratically the projects granted according to the capacity of 
being advantageous for the local community; c) the proposals submitted to the 
diagnosis of the fund meet the selection criteria; d) the cooperative philosophy of 
Desjardins is well known by the population and it put down roots into the Québec 
culture. Then the collectivity of Matane has welcomed with pride and joy the initiative of 
Desjardins and every effort has been made to implant the Community development 

                                                 

12  For more information about the projects supported in 2008 :  
http://www.caissepopmatane.com/pdfTelecharge/FADM2008.pdf 
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assistance fund. Despite the highly competitive environment in which Desjardins 
operates, the excellent financial results obtained year after year by the Caisse 
populaire Desjardins de Matane indicate the performance of the cooperative model in 
financial services. These results assure the Caisse of the room for manoeuvre needed 
to provide the best products and services, and also to help the Caisse continue its 
development and play a decisive role in the community’s sustainable development. 
Community development assistance funds exist at many Desjardins Caisses 
populaires in every region of Québec. 

Future issues 

For the near future, the community development assistance fund will remain an active 
initiative. There is no change expected in the programme apart from the amount of 
money that the Caisse wishes to increase year after year with a more efficient 
management of the member assets. Community development assistance funds exist at 
many Desjardins Caisses populaires in every region of Québec. Indeed Desjardins is 
more than just another banking institution; it is a credit and saving union deeply 
embedded in the community. The social responsibility and local development of 
employment are priorities that fit well with initiatives launched by the movement. The 
Community development assistance fund is fed by those priorities and the evaluation of 
the programme shows that the objectives are reached and the initiative is a success. 

Contact information 

Organisation: Caisse populaire Desjardins de Matane 
Contact person: Elaine Deschênes Director of cooperation and communications, 

marketing  
Postal address: 300, rue du Bon-Pasteur, P.O. Box 248 Matane, Québec G4W 3N2 
Telephone: 418 562.2646 ext. 118  
toll-free 877 562.2646  
Fax: 418 562.6232  
Webpage: www.caissepopmatane.com 
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TESCO STORES A.S. - Czech Republic  
(contributed by Juraj Poledna, PERITUS) 

General information  

Tesco Stores a.s. is a retail chain that entered the Czech Republic in 1996. Currently, 6 
department stores, 49 hypermarkets and 37 supermarkets are run by Tesco throughout 
the country. The company principles draw on the standards of the parent company 
Tesco PLC, which is located in the United Kingdom, based on an effort to provide the 
highest values for customers and thus, gain their lasting loyalty. With its 13,000 
employees Tesco belongs to the largest employers in the Czech Republic. 

Tesco since its establishing in the Czech Republic is strongly focused on meeting the 
needs of its customers. Tesco has gradually become one of the most popular retail 
chains thanks to its ability to understand social changes and to respond to them 
flexibly. Listening to employees and customers is still getting more important for the 
company. Tesco is aware that its future success depends not only on work with prices, 
scale of offers and services, but also on how Tesco behaves responsibly, fair and 
honestly in all its activities, how it tackles hot public issues, e.g. food quality, environ-
ment issues and others. 

Corporate Social Responsibility represents a natural part of company's business that 
brings satisfaction to employees and helps the whole society. Since the beginning of its 
operation on the Czech market, Tesco strives to behave according to principles of 
Corporate Social Responsibility and to voluntarily contribute to the creation of a better 
society and better environment. Besides co-operation with government institutions and 
local authorities, Tesco further emphasises its employees' welfare, observes the 
principles of equal job opportunities, offers its employees lifelong learning, helps to 
improve the surroundings of its stores, and co-operates with the non-profit sector as 
CSR partners. Tesco has always observed 3 main principles in the CSR area: First of 
all, it prefers long-term co-operation accompanied by educating and informing the 
public. Secondly, it expects active participation of partners and takes permanent 
interest in the supported areas. Each Tesco store operating in the Czech Republic has 
its non-profit partner whom it continually supports.  

Due to the Tesco permanent commitment to quality, a part of company’s CSR activities 
has been co-operation with and support of government projects that have been 
focusing on local food producers and supporting the Czech Quality Programme. These 
activities have developed according actual situation on market and needs of 
customers. They must be considered in the whole complexity in this context. 

The Czech Quality Programme was approved by the government decree No. 685 in 
2002 to support supply of quality products and services on the Czech market. The main 
aim has been to improve knowledge of customers and orient them to quality on market. 
It introduced the system of quality marks and made quality assessment consistent. It 
has supported competitiveness of Czech companies with high quality products and 
services. 
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In 2003, products of the Tesco home-brand have been officially recognised for their 
quality and the Tesco quality-control system. Thus, Tesco became a part of the 
government's programme aiming at supporting good quality local goods called ‘Czech 
Quality’. Its goal has been to create a unified system that enables to present trust-
worthy and independent Czech trademarks, based on objective examination of the 
quality of the products or services by a third party. Tesco has also participated in this 
quality assessment. Trademarks admitted to the programme have the right to use, 
together with their own logo, also the logo of ‘Czech Quality’ that has became an 
orientation point for the customers and a proof of the trustworthiness of the particular 
trademark. 

Implementation of the measure  

Tesco has participated actively in the ‘Czech Quality’ programme, namely by eva-
luating new products that aspire to be admitted under the Tesco trademark. These 
products have been checked for all required quality criteria - the Tesco trademark has 
been granted only if all the quality criteria were met. These activities have been 
permanently developed and modified according to the actual situation and needs, 
particularly of the community and consumers. In this way local producers were 
supported to increase their competitiveness. 

The Czech programme for quality of food products was also marketed as KlasA. Tesco 
together with the Ministry of Agriculture of the Czech Republic helped to conduct an 
information campaign with the goal to improve consumers’ awareness of the KlasA 
programme, focusing on the support of Czech products. KlasA label designates high-
quality food and agriculture products manufactured in the Czech Republic that have 
been awarded within the National programme for the support of local food production of 
the Ministry of Agriculture. The KlasA label has served mainly the purposes of better 
customers' orientation, identification of typical national food products and 
representation of high-quality and safe food. The joint project of Tesco and the Ministry 
of Agriculture was initiated by launching information stands about the KlasA pro-
gramme in the Tesco hypermarket in several large towns. Within one month, the stand 
travelled through all Tesco hypermarkets and department stores in the Czech Republic. 

The customers of Tesco hypermarkets had the opportunity to find all products with the 
KlasA label nicely gathered in one place. In selected shops, KlasA Islands were 
created where all products with the KlasA label, included in the range of products sold 
in the shops, were concentrated. Thus, it was possible to buy goods from shelves as 
well as from refrigerators and freezers in a single place. 

On a KlasA Island, a flag with the logo of the KlasA label was raised so that the 
shoppers could easily find it in the shop and could head directly for the Island of high-
quality food. The logo of the KlasA label was a guidepost for consumers in their 
shopping. 

During 2006, the KlasA Islands were certainly welcomed by consumers who wanted to 
participate in the contest ‘Dine for Free All Year’. In this contest, in which packaging, 
labels or caps of products with the KlasA label were collected, one could win a 
complete range of products with the KlasA label which comprised more than 1,300 
products. For mere 10 pieces of packaging, the first 60,000 contestants got a wooden 
breadboard with a kitchen knife. 
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Characteristics of the practice 

Tesco’s aim to sell high quality products means to closely co-operate with its local 
suppliers and support their ability to manufacture quality products. On the other hand 
consumers should be convinced to demand and appreciate quality products. This long 
term effort is realised through activities that are taking into account effectiveness and 
are continually tailored to the current situation, what is also the main success factor. 

To help its partners, Tesco has contributed to publish an information brochure about 
the food industry. The brochure, published by the Chamber of Food Industry of The 
Czech Republic, summarised the main features of the Czech food industry as 
compared to the EU food industry. Its main goal was to inform Czech producers about 
the opportunities the integration to the EU offers them and about factors that can 
influence their enterprise on the single market. The brochure was published and 
distributed as a part of the government information campaign. 

In April 2007, Tesco’s CEO has announced a long-term plan which obliged the 
company to be a good neighbour for communities where Tesco operates and 
introduced its activities. The plan has been named Community Plan. The public and 
media have been familiarised that Tesco is going to lead customers to a healthy life 
through quality food products, to be active in protecting the environment, to support 
charity and to be more local than before. Internally the plan has been integrated into an 
internal tool used by Tesco for performance management of the company, and even 
has became an additional segment which was named the Community. The CSR 
strategy has been implemented as a regular part into the Tesco business plan. Within 
the Community Plan, 4 projects have been elaborated dealing with the 4 above 
mentioned areas where Tesco wants to be active. The projects have focused on these 
topics in a very complex way. E.g. the project ‘To lead customers to healthy life’ 
launches new especially developed products, leads customers to become more active 
in sports by creating a new programme for employees and customers and supports 
consuming more fruits and vegetables by developing a new promotion campaign. In 
the process of project implementation there is an attempt to join all Tesco stakeholders. 

Each project has been led by a head person and managed by its own manager. All of 
them have their own key performance indicators reflecting declared goals and 
simultaneously economic performance. They are monitored and analysed quarterly by 
the Corporate Responsibility Committee created from representatives of different 
Tesco departments. The main goal of the committee is to ensure smooth CSR strategy 
implementation, including the Community Plan embedding in Tesco activities and to 
solve its eventual failures in particular business sectors, to guarantee a correct 
performance. Each project has its own project team having one member of senior 
management from each local store. This senior manager acts as a link of the 
Community Plan to the local community and safeguards its implementation at local 
level. 

There are several constraints of such a new form of CSR strategy implementation as 
the Community Plan. First of all, the plan is a new element of Tesco business and 
needs time to anchor strongly in company’s structure. The second constraint relates to 
the CSR nature itself. It is a secondary element in relation to the core business. 
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The Tesco CSR strategy has been implemented in the Tesco business plan, which has 
a big impact on its performance. All business areas are actively involved into CSR 
practicing and particularly strongly and clearly defined parts of CSR strategy are more 
complexly solved within all Tesco business organisation structures. It is an integral part 
of the company management. 

Impact of the measure on the local labour market  

The idea and contribution of the project for supporting local suppliers in quality 
production have aimed at increasing their competitiveness and providing good quality 
products for Tesco customers. Retail is a bilateral process - on the one hand, it 
satisfies consumers' needs and offers them constantly improving services and goods, 
and on the other hand it provides opportunities for many companies employing 
hundreds or thousands of people. 

Supporting competent local suppliers enables these companies to introduce new, 
improved products on the market and to generate job opportunities and profits. Tesco 
seeks to support local suppliers as with their development Tesco develops as well. 
Thanks to such mutual co-operation, Tesco is able to improve its supply for customers. 

There are direct suppliers, ranging from very small companies offering one product 
delivered directly to a few stores, to multinationals supplying lots of goods to all stores 
in the country. Only fair prices and terms on suppliers - especially smaller ones - and 
building long-term relationships which allow them to plan adequately and invest in their 
businesses can ensure the quality, reliability and product development that customers 
demand. Tesco favours long-term relationships over short-term deals. It seeks to get 
the best value from its suppliers so that it can pass this on to customers, but it seeks to 
do this in a fair way which reflects the costs suppliers face. Supermarkets have made 
good quality and good value available to everyone, whether for food, clothes, TVs or 
home furnishings. Consumers have more choice and shop around more than ever 
before, making Tesco marketplaces competitive. At the same time, awareness of 
issues such as health and nutrition, the environment and ethical trade is growing and 
customers increasingly want products and information that help them with these issues. 

Future issues 

Engagement of Tesco Stores in the quality issue should be considered from the long 
term perspective and changing environment. The governmental programme KlasA has 
been focused on the support of domestic food production and Tesco has actively 
contributed to its implementation. After the accession of the Czech Republic to EU, the 
specific support of domestic producers is restricted from the single market viewpoint. 
The European market has become more unified and national aspects are not so 
important. Therefore, Tesco is permanently looking for new, more effective forms. 
Global problems such as environmental protection or healthy living style appear to be 
more challenging. The company focuses in its long term prospects on these 
fundamental problems and allocates its effort and financial resources to development 
of technologies and solutions for retail trade with lower environmental impact, support 
of environment friendly agriculture and nutrition categorised food products. 

Tesco issued a promise for 2008 concerning its suppliers. It wants to continue to 
develop and maintain strong relationships with all its suppliers, based on the 
company’s core values - 'treating people how it likes to be treated' and being 'fair, res-
ponsible and honest' in all activities.  
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Customers increasingly want products that contribute to the local economy and help 
local suppliers. Tesco suppliers provide thousands of products which customers want, 
from fresh products to ready meals, clothing, furniture and electronic equipment. Tesco 
relies on an efficient, complex supply chain to deliver these products reliably, meeting 
high quality standards and giving customers value for money.  

Contact information 

Organisation: Tesco Stores ČR a.s. 
Contact person: Vesselin Barliev 
Postal address: Vršovická 1527/68B, 100 00 Praha 10 
Telephone: +420 272 087 248 
E-Mail: vbarliev@cz.tesco-europe.com 
Webpage: www.itesco.cz, www.tesco.com 
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WABE - Germany 
(contributed by Frank Maass, Institut für Mittelstandsforschung (IfM) Bonn) 

General information  

The WABE initiative is an example on how different regional players join their forces, 
combine their means and skills to improve the societal and employment conditions in 
their community. As an organisation WABE was created by owners of private 
businesses, representatives of the municipality of Waldkirch and a registered non-profit 
organisation (NPO) founded by individual residents to support the WABE initiative. The 
aim of the founders was to build a partnership for the benefit of job-seekers in the area. 
Operating for almost 10 years now, the initiators can look back on a substantial 
contribution they made to the employment development in their hometown. This 
initiative generated both positive societal benefits and opportunities for growth of local 
companies. It is extraordinary that the involved players were able to establish orga-
nisational structures to systemise and optimise their charity work and to guarantee its 
continuation in the long run. This good practice case proves that bottom-up-initiatives 
of the civil society can contribute substantially to the employment development at the 
local level.  

Waldkirch is a small town of approximately 20,000 inhabitants located in the Black 
Forest (rural district of Emmendingen, Federal State of Baden-Württemberg). This 
region, sited in the southwest of Germany, belongs to the more prosperous areas of 
the country with a balanced economic structure (high tech industry firms and services 
especially in the tourism sector) and a low rate of unemployment (3.6 % in 2007). 10 
years before, when the WABE initiative was established, the rate of unemployment had 
been significantly higher (8.0 %). Growing unemployment and the negative effects of 
social decline (vandalism etc.) were the main drivers at that time for the initiators of the 
WABE project to develop a concept in order to improve the social conditions in 
Waldkirch. Their aim was to broaden the skills of the unemployed and to develop 
individual solutions for their problems in all aspects of life. Improving the conditions for 
employment and personal guidance was perceived to be the most effective way to 
provide new impulses for personal development, improved employability and as a 
consequence for further economic prosperity in the community.  

Two enterprises are associates of the WABE initiative. One of them is the SICK AG13, a 
public limited company founded in 1946 currently employing around 4,300 persons 
worldwide and achieving a turnover of approx. € 700 million (2007). The Sick AG 
provides products and solutions for logistics and process automation. The second 
company associated to WABE is the August-Faller KG14, a system supplier of 
secondary packaging material founded in 1882 with a total of 794 employees and an 
annual turnover of € 87 million (2007). Furthermore, the City of Waldkirch became 
partner of the WABE initiative, being represented by the office for youth, family and 
social welfare. The role of the fourth partner, a registered association of civil society, 
will be highlighted in the following, when the history of the WABE initiative is described.  

                                                 
13  Sick AG, Erwin-Sick-Strasse 1, D-79183 Waldkirch, Tel.: 0049-7681-2020, http://www.sick.de 
14  August Faller KG, Freiburger Strasse 25, D-79183 Waldkirch AG, Tel.: 0049-7681-4050, 

http://www.august-faller.de 
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Implementation of the measure  

The WABE project originates in a citizens' initiative, launched in the mid 1990s. As the 
potential of this initiative became apparent, an incorporated society – the ‘WABE e. V.’ 
(engl.: ‘WABE registered association’) - was founded in 1999. The term ‘WABE’ is an 
abbreviation for ‘Waldkircher Beschäftigungs- und Qualifizierungsgesellschaft’ (engl.: 
‘Waldkirch Initiative for Job Creation and Training’). With this society the founders 
aimed at establishing a network of partners with different skills to jointly develop 
concepts for LED initiatives on a private basis. From the beginning, WABE e. V. was 
supported by enterprises and thereby combined voluntary work of private citizens with 
the CSR policy of these firms in co-operation with the local administration. The 
members of WABE e. V. had been able to provide employment opportunities for long-
term job-seekers and internships (ger.: ‘Praktika’) for hard-to-place youngsters.  

In order to improve the effectiveness and financial capability of the initiative, a NPO 
was established in 2005 as a spin-off from WABE e. V. (registered association). This 
corporation was given the same name in order to follow the successful tradition of this 
project: the so called WABE gGmbH (engl.: ‘WABE non-profit limited company’). The 
two firms mentioned before (the Sick AG and August-Faller KG) along with the society 
WABE e. V. and the municipality of Waldkirch became partners of this new incur-
porated WABE gGmbH. The purpose of the company remained the same, but the new 
organisation offered various advantages in comparison to the WABE e. V.: New invest-
ments were made and a more business-oriented management was implemented. The 
business concept of WABE gGmbH is characterised by the combination of social work 
and training to improve the employability of jobless persons.  

The foundation of the company WABE gGmbH offered various advantages for all 
parties involved: From the viewpoint of the municipality and its administrative bodies 
the WABE gGmbH provided the opportunity to invest in firm-owned training entities. 
The intention was to further professionalise and to improve the productivity of the LED 
projects, explained Mr. Müller, the head of the office for education and social affairs. 
The foundation of WABE gGmbH became an instrument of the social policy and active 
labour policy of the local municipality. According to Mr. Müller one intention was to 
improve and systemise the dialogue between the public and private sector, to facilitate 
the exchange of knowledge and experience and to find new and collaborative solutions 
to integrate the so called hard-to-place job-seekers into the primary labour market.  

For the involved enterprises, the WABE gGmbH became a training unit and a shared 
tool of their human resource strategy. Being asked about the motivation for their 
involvement, the representatives of both firms brought up similar arguments: one 
argument was to attract and retain staff. Mr. Herterich, honorary staff member of WABE 
gGmbH and former head of the personnel department of August-Faller KG (now 
retired) recognises the main business advantage of the foundation of WABE gGmbH in 
getting access to new and highly motivated employees. By offering hard-to-place job-
seekers help to solve personal problems (e.g. alcoholism, indebtedness etc.) and 
providing training to improve their skills, the involved firms can profit from motivated 
and loyal new staff members. According to Mr. Herterich, the WABE initiative functions 
as a contact point as well as a training device where a larger pool of potential job 
aspirants can be assessed according to their skills and their potential for further 
development. And the business effects go beyond these workplace issues. By 
contributing to social welfare in the community, a positive publicity can be achieved, 
explained Mr. Herterich. CSR gives firms the opportunity to interact with their external 
stakeholders. As a LED oriented CSR strategy, WABE is recognised as an investment 
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into new staff members and good community relations. But not only the business 
benefits were a driver to start the WABE project. Economic and ethical considerations 
led both firms to the decision to join the initiative. Advancing broader societal objectives 
is from the point of view of Mr. Herterich a necessary step to ensure the growth and 
stability of their own business operations. 

The creation of the WABE gGmbH had been an organisational challenge for all parties 
involved. But none of the partners could recall major hindering factors in this founding 
process. They all agreed that management experience (organisational capital) and the 
existence of good network contacts (social capital) played a decisive role in the 
formation of WABE gGmbH. The process was primarily promoted by the heads of the 
two companies SICK AG and August-Faller KG - Dr. Jochum and Mr. Kast - and Mr. 
Müller from the office for education and social affairs. By concentrating the response-
bilities on these protagonists and by relying on their specific economic and social 
competences, the founding process of the WABE gGmbH was professionalised, 
facilitated and accelerated. Decisions were made by mutual consent and under the 
supervision of a business consultant and a solicitor. 

Characteristics of the practice 

To introduce job-seekers successfully into the regular labour market, the WABE 
gGmbH follows an integrated approach, simultaneously addressing and resolving 
social issues and developing the individual skills to raise the employability of its clients. 
Stable human conditions and skill development are understood to be critical 
preconditions for employment. In order to insure both requirements, WABE gGmbH 
provides practical support and guidance in all aspects of life and offers educational 
services to shape the individual skills of the job-seekers.  

Target groups and range of activities of WABE gGmbH 

Target groups: 

Other groups with… 
rather high rather low 

 
 
Range of 
activity: 

Young 
job-seekers 

(until age 25) 

Elderly  
job-seekers 

(58 and older) vocational skills 

social work e.g. job applica-
tion training  

e.g. motivation 
training 

e.g. coaching for 
single parents 

e.g. social-work 
assistance  

training/ 
placement 

Study workshops 
for young adults 

Local alliance for 
jobs for the  
long-term 
unemployed 

5-stage-
methology for 
qualification and 
placement 

Preparatory 
classes, e.g. 
language skills, 
social skills etc.  

 

The WABE gGmbH distinguishes and focuses its services on 4 target groups: The 
young and the elderly job-seekers form separate target groups because of their stage 
of life and the age-related problems to enter and re-enter the labour market. A third 
group is formed by the job-seekers with relatively limited vocational skills regardless of 
their age. And the fourth group is made up of job-seekers who carry substantial skills 
but had been hindered in their career because of personal circumstances such as a 
longer lasting maternity break etc. For each group specific training opportunities and 
support measures have been developed. An individual concept is designed for each 
participant according to her or his personal skills and capabilities. External partners 
(e.g. the office for education and social affairs, the local employment office etc.) co-



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

242 

operate with members of WABE gGmbH to find individual solutions for each jobless 
person. The close co-operation with the local employment office also ensures that 
members of the target groups are easily made aware of WABE's extensive training and 
support measures. Indeed, almost all participants have been advised by the employ-
ment office to get in touch with WABE. 

Internships are primarily provided for young job-seekers whereas unemployed people 
with longer job history before becoming unemployed primarily ask for advanced training 
courses. An individual combined strategy can thereby be provided for those persons 
who fall into more than one of these categories. Motivational, social and legal services 
are provided as well. This includes job application training, financial aid for advanced 
learning and measures to support work-life-balance etc. In order to accompany each 
person into her or his new job, a 5-stage methodology was developed, beginning with 
practical courses and ending with the job placement in a firm. The following steps are 
distinguished:  

0.  Preparatory classes 

1. Skill classes 

2. Provision of temporary jobs on the basis of combined wages (jointly financed by the 
company and the local employment office). 

3. Vocational training (qualification as Office Management Assistant etc.)  

4. Longer-term placements 

5. Permanent employment 

The 5-stage methodology was at last put into practice within the ‘Kolipri’-project, 
initiated and accomplished by WABE gGmbH in co-operation with the local employ-
ment office. The project (run from 1.10.2006 till 31.3.2008) was designed to provide 
career advancement for the long-term unemployed (ger.: ‘Alg-II-Empfänger’). The 
project combined social aid with training on the job classes to improve the skills of 
these job-seekers and to prepare them for re-entering the primary labour market.  

To offer in-house training classes, WABE gGmbH has opened two training plants: one 
is a department store called ‘Kaufhaus’ (engl.: ‘mall’), a shop that offers second-hand 
goods and fair-trade goods. The shop serves as a training entity in which jobless 
people can find temporary work. And secondly, WABE gGmbH has opened a workshop 
providing job opportunities and apprenticeships in which skills can be acquired and 
working experience can be obtained. The management of WABE gGmbH together with 
the managers of the two WABE-owned plants make joint decisions regarding the 
placement of the individuals in the various training measures. Besides these WABE-
owned entities, the initiative can benefit from the personal development programmes 
and measures implemented by the two enterprises that are associates of WABE 
gGmbH. Furthermore, various partnerships with external enterprises have been 
established to extend the training opportunities. And finally, a network of honorary 
coaches has been established. The coaches use their personal and professional 
experiences and contacts to assist the participants (e.g. when composing a job 
application letter, dealing with administrative offices, developing their language skills or 
when starting-up their own company).  
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Whereas the first three steps of the 5-stage methodology are mostly carried out by the 
self-owned entities of WABE, the fourth stage is accomplished mainly by (internal and 
external) enterprises. WABE gGmbH also co-operates with NGOs such as ‘Rotes 
Haus’ (engl.: ‘red house’)15, a meeting point for local citizens. In total, 20 enterprises 
and around 10 semi-public partners are currently involved as (external) partners of 
WABE gGmbH.  

Providing further education is not the only measure WABE gGmbH puts into practice to 
improve the employability of the jobless. For the elderly job-seekers the main barrier to 
re-enter the regular job market is their advanced age and not in the first place their lack 
of skills and experience. In order to provide employment also for this group of job-
seekers, WABE gGmbH addressed various local businesses to build a local alliance for 
the creation of new and governmentally subsidised jobs.  

The mix of associates that run the WABE gGmbH and (external) network partners 
provides various opportunities for different forms of education and skill development. In 
fact, the WABE gGmbH became a key link between partners from different sectors 
enabling them to better communicate, interact and collaborate. Collaboration enables 
companies and organisations of civil society to better achieve their own individual 
objectives through leveraging, combining and capitalising their complementary 
strengths and capabilities. This support network is based primarily on personal 
relations and contacts. It is the social competence of the individuals, explained Mr. 
Müller, that makes this network approach successful.  

The success of WABE gGmbH can be attributed to the composition of the associates 
who run this initiative, their commitment to their hometown and their ability to activate 
local players from all backgrounds and professions to co-operate. To follow such a 
holistic approach, communication plays a decisive role. Informal contacts based on 
social cohesion as well as the strong commitment of the persons involved are 
considered to be important pre-conditions for the success of the WABE initiative. 
Communication is furthermore provided through a webpage16 and various reports in the 
local newspaper on the WABE initiative. Besides that, the support from the mayor and 
prominent people from the local economy is of great importance for the success of the 
project. The combined management of high-ranking representatives of the municipality 
and the local economy does not only increase the legitimacy of the project. By bringing 
together different players, competences were combined and bridging effects were 
achieved between the private and the public sector. All parties involved control and 
evaluate constantly the effectiveness of the WABE services. Furthermore, the quality of 
the services of WABE gGmbH is guaranteed by the highly skilled staff (in total 32), 
among them 4 social workers and 12 trainers (spring 2008).  

WABE gGmbH is financed jointly by public subsidies and private means from the 
involved enterprises on the one side (50 %) and by self-generated revenues on the 
other side (50 %). As such, WABE is a cross-sector initiative being financially 
supported and governed both by private and public bodies. The ‘Kaufhaus’-project as 
well as the ‘Kolipri’-projet were accomplished with financial support from the European 
Social Fund (ESF).  

                                                 
15 See http://www.stadt-waldkirch.de/bildung/soziales/rotes-haus.htm 
16  See http://www.wabe-waldkirch.de 
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Impact of the measure on the local labour market  

According to Mr. Herterich (member of WABE e.V.), who analysed the employment 
development in Waldkirch, the reduction of the rate of unemployment from 8 % in 1997 
to less than 4 % in present times (2007) can be attributed at least partly on the WABE 
initiative as such. Through WABE gGmbH significant employment effects have been 
achieved. As stated by Mrs. Ben Slimane, a project manager of WABE gGmbH, the 
number of young job-seekers (up to the age of 25) who had been advised and 
accompanied by WABE in 2006 (in 2007) amounts to 126 (112). Among them, the 
majority of 105 (103) joined WABE without having received any vocational education 
before. In 2006, 24 (30 in 2007) joined the workshop and made use of the offered 
services such as skill classes (internships, language classes etc.) or had been given 
the chance to achieve their school certificate in advance. The other job-seekers, being 
26 and older, that had been provided with apprenticeships and subsidies work 
according to the 5-stage-methology, have been at last guided within the Kolipri-project. 
Here a total number of 67 job-seekers went at least partly through the 5-stage-process. 
52 found a new job in the regular labour market after having finished the programme. 
Among them, the majority (31) found a job in private enterprises. The two associated 
enterprises (Sick AG and August-Faller KG) alone employed 16 of these job-seekers 
after having participated in the classes and measures. The others (21) found a regular 
job within the WABE gGmbH.  

Besides the societal impact of the WABE initiative the benefits on the involved parties 
themselves can be highlighted. According to Mr. Müller, the head of the social welfare 
office of the city of Waldkirch, the municipality benefited significantly from the 
management skills provided by the involved private businesses. But this know-how 
exchange was not unilateral: also the firms profited from the contacts and the expertise 
of the municipality. The enterprises were able to arrange contacts between public 
bodies and their staff members in case they needed support, e.g. for debt counselling 
or crisis intervention etc. 

The success of the training programmes and means provided by WABE gGmbH is 
constantly monitored and evaluated by the authorities and decision-makers of this 
initiative. Comprehensive statistical data are regularly gathered in order to analyse the 
progress of the project. Furthermore, stakeholder meetings are held twice a year to 
discuss and monitor the latest developments. In 2006, an external evaluation of the 
WABE-project was conducted by ‘Zentrum für zivilgesellschaftliche Entwicklung’ (ZZE, 
Centre for Developments in Civil Society).17 The evaluation came to the conclusion that 
WABE was an extraordinary example of Good Practice as the scope, systematic 
implementation and success of its activities really do stand out. 

The concept of the WABE initiative is of exemplary quality and transferable especially 
to those regions with high growth potential, healthy firms that are eager to improve the 
employability among the local work force and a strong civil society as well an effective 
municipality. The existing network structures within the Waldkirch community had been 
an important prerequisite for the WABE initiative to become successful.  

                                                 
17 See Wegner, Martina, Zimmermann (2006): Unternehmen BE. Corporate Citizenship – Modellregion 

Südbaden. Abschlussbericht der Untersuchung zum bürgerschaftlichen Engagement von Unter-
nehmen in der Stadt Waldkirch, provided by Zentrum für zivilgesellschaftliche Entwicklung (ZZE), 
download available under www.zze-freiburg.de (in German only).  
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The co-operation on the local level which resulted from WABE provided mutual benefits 
for the public and the private sector and has led to a substantial reduction of the 
unemployment rate so far. 

Future issues 

According to the estimation of Mr. Müller, the WABE gGmbH will realise a total turnover 
of approx. € 1,092,000 in 2008. Grants from European and national sources will 
amount to around € 684,000 which leaves a small profit of approx. € 4,000 in the 
ongoing year. Substantial investments are not planned in the coming years. The 
administration of WABE plans to impose new training measures to provide a wider 
range of vocational education and in-service training. Another aim of WABE gGmbH is 
to expand the network of honorary coaches who function as mentors for those 
unemployed starting their own business and for those participating in WABE's training 
measures. 

Contact information 

Organisation: WABE gGmbH 
Contact person: Mr. Martin Müller (Youth, family and social welfare office)  
Postal address: Mauermattenstrasse 8, D-79183 Waldkirch-Kollnau  
Telephone, Fax: 0049-477999-41 / 0049-7681-477999-49 
E-Mail: info@wabe-waldkirch.de 
Webpage: www.wabe-waldkirch.de 
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Danish Crown - Denmark 
(contributed by Kim Moeller, Oxford Research A/S) 

General information  

Projekt Jobindslusning – Danish Crown i Grindsted, which in English means “Induction 
to new jobs - at Danish Crown in Grindsted” started in February 2003 and ended in 
January 2007 when the factory in Grindsted closed down. However, since the time of 
its culmination, the project has been carried on by the local municipal as a part of their 
initiatives for the re-training of the unemployed. Several private and public companies 
in the local area have therefore used the retraining programme from Danish Crown as 
a good practice case. So far, five companies have used the model (3 private and 2 
public), but have not offered the long-term unemployed people a job guarantee after 
the training period. In addition to this, Danish Crown has used the experiences from 
Grindsted to improve some of their other factories in Denmark. In 2007, they used the 
experiences to attract a new team of employees to the factory in Esbjerg.  

The project was a partnership between the local authorities of Horsens, the factory and 
the local unemployment agency. Since several of the participants had criminal records 
and extensive economic problems, co-operation from the local authorities was 
necessary in order to assist the participants in sorting out unsolved problems prior to 
starting the job.  A social worker was also appointed to organise the programme which, 
in addition to teaching factory cutting techniques and anatomy lessons, included 
subjects such as personal hygiene and interaction, regular exercise, and language 
training. The Danish Crown factory provided the actual work and job environment for 
the participants, as well as providing the guarantee of employment to people who 
successfully completed the programme. The existence of a tangible goal was important 
in providing motivation for the unemployed to join the programme, as it provided them 
with an incentive that was entirely non-abstract. Lastly, the local unemployment office 
assisted in providing volunteers by notifying its patrons of the programme and 
encouraging them to participate. The project was conducted by voluntary collective 
agreements between the participating parties that were created with the common goal 
of sustainable job creation.  

The project fits well within the government’s overall priority of securing employment for 
the long-term unemployed. In 2003, the Government launched the “Act on an active 
employment effort - bringing more people into work” (Flere i arbejde, 2003). This reform 
is the latest revision of the original ‘Act on an active labour market police’ from 1993. 
The labour market reform, ‘More people into work’ (2003) has also merged parts of the 
original ‘Act on an active social policy’. It is a main issue in the reform that unemployed 
are offered activation at an early stage. For insured unemployed this takes place after 6 
months - for uninsured after 3 months. In Denmark, the employment efforts in general 
have a two-string character: efforts directed towards the insured unemployed on the 
one hand and the uninsured unemployed on the other. This division also includes 
efforts in relation to long-term unemployed persons.  

The project was originally situated in the small town of Grindsted right outside Horsens. 
Horsens lies at the end of Horsens fjord in eastern Jutland. The city is situated 50 km 
(31 miles) south of Aarhus and 30 km (19 miles) north of Vejle with approximately 200 
km (125 miles) to Copenhagen.  
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The city is currently undergoing positive development with new industry moving to 
Horsens, or expanding their activities already there. Additionally, lot of electronics and 
graphical companies are already based there. However, the area is still located in a 
somewhat remote part of Denmark, and this makes it hard for companies to attract 
workers. 

Implementation of the measure  

In 2003, Danish Crown opened a new slaughterhouse in the small Danish town of 
Grindsted right outside Horsens. In February of the same year, Danish Crown  
launched the project, ‘Induction to new jobs - at Danish Crown in Grindsted.’ While the 
project was a product of the Danish Crown administration, the day-to-day activities of 
the programme itself were under the control of the factory in Grinsted due to the need 
for a local environment and co-operation from the public sector. 

The overall purpose of the project was to integrate long unemployed people into 
regular employment. However, there were two significant sub-reasons for launching the 
project as well: 

• The first reason was the desire to enhance the qualifications of the long-term 
unemployed people in Horsens in order to promote their self-sufficiency.   

• The second reason was that Danish Crown had a real need for workers and 
therefore wanted to attract a new and well-motivated team of employees to the 
company.   

Danish Crown initiated the project and subsequently approached the local authorities, 
the local unemployment agency, the adult education centre and the local language-
training centre, gaining all of their co-operation. 

Danish Crown is a cooperative pig slaughterhouse with approximately 23,000 
employees worldwide. Danish Crown is a cooperative jointly owned by more than 
15,000 farmers, and is the fourth largest company in Denmark. These farmers have 
two major interests in the company. Firstly, they supply the livestock to Danish Crown’s 
many slaughterhouses and for further meat processing. Secondly, as previously stated 
they are the owners of the company and therefore, have an interest in generating 
maximum profits. The company primarily deals in the processing of pork and beef. 
Through its subsidiaries, known as the Danish Crown Group, it is also involved in a 
significant amount of other food products. Danish Crown is Europe’s largest pork 
processing company and Denmark’s largest beef processing company, as well as its 
single largest agricultural exporter. Danish Crown was originally formed in 1970 when 
Sydøstjyske Andelsslagterier in Kolding and Vojens merged, but later in 1986 Danish 
Crown was itself merged into Tulip. In 1990 when Wenbo, Tulip and Østjyske 
Andelsslagterier merged they revived the name Danish Crown. Danish Crown has 
since overtaken every major slaughterhouse in Denmark. 

The project has contributed to integrating long unemployed people in Horsens into 
regular employment. The project focused on some of the most difficult clients including 
long-term unemployed people who had received social welfare for more than 15 years. 
As a result, Danish Crown’s employment programme has contributed to fighting 
unemployment and social exclusion by preparing the long-term unemployed people for 
a self-supporting life in the future.  
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Danish Crown had several interests in engaging in partnerships concerning social 
labour market initiatives. First, the company faced persistent recruitment problems 
because the factory’s location in a somewhat remote part of Denmark made it hard for 
it to attract workers. Through close co-operation with the local municipality they were 
able to launch comprehensive training programmes that served their needs. They were 
able to reintegrate long-term unemployed persons who had nearly been given up by 
the social system. Furthermore, they proved to be a both loyal and stable workforce. 
Another reason for engaging in the project was a sense of obligation towards 
employees as well as the local community. It was important to them that the Danish 
Crown workforce reflected the surrounding society. Finally, is was important for Danish 
Crown to communicate both internally and externally to customers that they, as the 
fourth largest company in Denmark, were a socially responsible company.  

Although recruitment problems and voluntarism were key concepts of Danish Crown’s 
efforts towards reintegrating long-term unemployed persons into ordinary jobs, an 
active role of public authorities was important in the decision to participate. The CSR 
activity was therefore, established on the initiative of both a social worker in the local 
municipalities and representatives from Danish Crown. Although the initiative came 
from a number of different individuals, the successful partnership very much depended 
on close co-operation with - and support from - the municipality. In general, 
administrative barriers constitute potential ‘show stoppers’. Therefore, it is a central 
task for public authorities in general and municipalities in particular to adapt to the 
needs of companies and to guide them past those barriers. 

The objectives of the measure ‘Induction to new jobs - at Danish Crown in Grindsted’ 
was to create:  

• Strong personal involvement by the social worker and by Danish Crown  

• Close co-operation between the local authorities and Danish Crown  

• Close co-operation with the police, doctors, banks and local housing 
association   

• A place in the factory with the possibility of slow induction to the new job 

• Development of the participant’s self-esteem  

• Clear rules and a great deal of consistency towards the participants  

• Honesty and candour about abuse  

• Participation of some of the most difficult social clients in the community 

• A possibility of contacting a social worker 24 hours per day  

• The possibility of seeing a psychologist or a physiotherapist  

These objectives were also important as factors of success, and after the culmination 
of the project they were viewed as the reason for the positive achievement of the 
initiative. 

The programme was run on a voluntary basis and therefore, all participating actors 
actively made the choice to be part of the project and thus wanted it to succeed. Due to 
the fact that they all had the best interest of the project in mind, and were all striving 
towards a common goal, the delegating of tasks and decision making processes were 
completed in unity and without notable conflict.  
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The project participants consisted of some of the most difficult clients in the community 
including people with criminal records, mental problems, or problems with alcohol and 
substance abuse. The fact that the project dealt with such difficult clients meant that 
there were several challenges that had to be overcome in the implementation process. 
Since several of the participants had criminal records and extensive economic 
problems, at the start of the project the social worker had to call a meeting with the 
local police department and the relevant banks in order to help the participants sort out 
unsolved problems prior to starting the job. Another barrier in the project was that the 
participants in the beginning of the project did not always show up for work every 
morning. It was however a part of the project that the participants were required to 
show up for work every day and if they did not arrive, the social worker would pick them 
up at home. Furthermore, a rule was implemented that if a person was absent twice, 
the social worker had the option of cutting off their social welfare check. This approach 
was called ‘no hands, no cookies.’ 

Characteristics of the practice 

As mentioned earlier, the project was a partnership between the local authorities of 
Horsens, Danish Crown, the local unemployment agency and additional actors such as 
the local language training centre, banks and police. Initially, the local municipality was 
in charge of renting an office at Danish Crown for a social worker and to pay her salary. 
The social worker was in charge of organising the programme, which in addition to 
teaching factory cutting techniques and anatomy lessons, included subjects such as 
personal hygiene and personal interaction, regular exercise, and language training. 
The project consisted of 8 weeks of introduction and 26 weeks of job training with a 
wage subsidy. The local municipality paid for the initial salary for 26 weeks and 
additional training for up to a year. 

Danish Crown engaged in the partnership because they had a real need for workers 
and did not have to pay for their training but was free eventually to pick whom they 
would like to hire after the programme ended. However, the company would not have 
embarked on this new employment strategy, if the local municipality had not provided 
funds to cover the first 26 weeks of work and training at Danish Crown. In order for 
Danish Crown to get involved in the project, the company required government 
subsidies.  

The CSR focuses on voluntary participation, using persuasion and economic incentives 
rather than regulations and sanctions. By focusing on the voluntary participation of the 
enterprises, and social partners, the CSR stays true to the principles of the Danish 
industrial relations system. In this case, the local municipality stood to gain from the 
increased number of employed citizens that would be produced by the programme, and 
therefore, there was no need for persuasion. 

During the project other municipalities had the possibility of buying a seat in the project 
for the amount of DKK 25,000. Because Danish Crown provided a job guarantee after 
the culmination of the programme with which was provided a subsidy of DKK 30,000,  
participation in the project often resulted in neutrality of cost for the community.  
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The target group for the project consisted of the long-term unemployed people in 
Horsens. The project participants included of some of the most difficult clients in the 
Danish social system including: 

• People with criminal records 

• People with mental problems 

• People with severe problems with alcohol and substance abuse.  

• People with disabilities  

• People who receive rehabilitation for social reasons  

Prior to the project about 50 % of the group were long-term unemployed people for up 
to 20 years. In addition, 25 % of the group was immigrants or refugees. The local Job 
Center assisted in spreading the word about the programme and encouraging its 
patrons to join, as it naturally dealt frequently with the majority of the area’s 
unemployed. The theory was that once the first few people agreed to participate it 
would open the door and the others would follow. After a while, it became a matter of 
pride and prestige for people to be able to say they were a part of the programme. 
Furthermore, the inhabitants of Grindsted discovered a new sense of optimism and 
pride in their town as a whole, as well as belief in future opportunities. 

On the part of the local municipalities the project was aimed at streamlining and 
improving the framework conditions for public-private partnerships. The initiative in-
cluded development of service functions and counselling of private partners and 
elimination of administrative burdens. On the part of Danish Crown the project included 
internal restructuring and improvement of the supportive functions and upgrading of 
knowledge and professional competences concerning implementation of initiatives to 
help long-term unemployed people to get in to ordinary job. 

The project began with an 8-week introduction to the work at the factory. During this 
time the long-term unemployed people were separated from the other workers and the 
training took place in a separate room. The idea behind this separation was to create a 
small factory within the ordinary factory, where the long-term unemployed people could 
get a ‘gentle introduction’ to working life. It was believed that this would reduce the 
shock factor and thus create a more comfortable environment, and an elevated 
willingness to work. In addition to this, the project consisted of 26 weeks of job training 
with a wage subsidy. This training consisted of classes in factory cutting techniques as 
well as anatomy lessons. Furthermore, it included subjects such as first aid, personal 
hygiene and personal interaction, regular exercise and language training. After the 
initial 26 weeks Danish Crown put up a job guarantee, if it felt that the participants had 
contributed to the project in a manner they felt was satisfactory. 

It is a distinctive feature of this project that public financial support has been 
substantial. Therefore, the initiative had most likely not been implemented without that 
support. From this point of view the initiative is to a less extent dependant is on the 
CSR activity. However, the real life situation of job training at Danish Crown provided 
the project with a real life workplace which seems to have been an important factor in 
the efficiency of the programme. The employer participation, therefore, seems crucial 
when it comes to fighting unemployment and social exclusion in Grindsted, because 
private sector training with a wage subsidy is on average more successful than public 
sector training or public sector subsidised jobs.  
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Overall there is no contradiction between the company's competitiveness and its 
sustainability. On the contrary, the project in Grindsted seems like a perfect example of 
a project that is capable of embracing the idea of sustainability and competitiveness in 
its business. 

The project has been evaluated in two different reports: 

• ‘From public support to farmhouse, used car and budget account’ May 2005 
[Fra bistand til bondegård, brugt bil og budgetkonto, maj 2005] conducted as a 
semester project, by Den Sociale Højskole i Esbjerg. 

• ‘Project at a slaughterhouse in Grindsted’ June 2007 [Slagteriprojektet i 
Grindsted, juni 2007] conducted as exam project for counsellor education, Ribe 
Statsseminarium. 

The two evaluations have not been published but can be commissioned from Danish 
Crown.  

There were no new or innovative financing instruments used in connection with this 
project. The project was publicly funded and makes use of the Danish public funding 
schemes such as flexible working arrangements, social rehabilitation and wage supple-
ments18. In doing so, the project fits well within the government’s overall priority of 
securing employment for long-term unemployed.  

The project has experienced a development over time because there have occurred 
some changes in the framework conditions of the project. In January 2007, the Danish 
Crown slaughterhouse in Grindsted closed down, which meant the simultaneous 
termination of project for long-term unemployed people at the factory. However, the 
local municipal has carried on the project as a part of their initiative for the retraining of 
the unemployed. The project has proven great ability to respond to changes in the 
framework conditions which has been demonstrated by the fact that several private and 
public companies in the local area have used the retraining programme on Danish 
Crown as a case of Good Practice. So far, five companies have used the model (3 
private and 2 public). However, these companies have not offered the long-term 
unemployed people a job guarantee after the training period. If the experience and 
knowledge from the project was to be transferred to another region or to completely 
different framework conditions, it would be necessary to establish a similar public-
private partnership in the local area, as this is crucial for the success of the project.  

Prior to the project several necessary factors for success were established: 

• That the qualifications of the long-term unemployed people in Horsens enhance 
substantially 

• That a close co-oporation between the social worker, the administration of 
Danish Crown and the local Job Center be established  

• That a minimum of 200 people go through the programme  

• That 50 % of this group receive a regular job afterwards  

• That 50 % of this group become self-supporting after the project  

• That Danish Crown attracts a new and well motivated team of employees to the 
company   

                                                 
18  Se http://www.jobnet.dk/blanketter 
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To make it possible to implement the measure in a successful way elsewhere, several 
pre-conditions need to exist. One of the most important pre-conditions for a successful 
implementation of the measure elsewhere is public funding. Public funding was one of 
the main reasons for Danish Crown to engage in the project because it meant that the 
company did not have to pay for the training of the long-term unemployed people in 
Horsens but was free to pick whom they would like to hire after the programme ended. 
This was due to the fact that the job guarantee was based on the condition that the 
participants successfully complete the programme to the satisfaction of Danish Crown. 
Of those who did not, most found work elsewhere or continued their education.  

It is a typical feature of the CSR initiatives in Denmark that public financial support has 
been substantial. A significant amount of the initiatives would most likely not have been 
implemented without that support. Economic sustainability is obtained by substantial 
public financial support and is seen as very important to the survival of CSR initiatives.  

Another important pre-condition is the need for a partnership between all actors who 
are involved in the effort of getting long-term unemployed people into regular jobs. The 
co-operation between the local authorities of Horsens, the factory, local unemployment 
agency and a number of additional actors such as the local language training centre, 
banks and police was successful because all concerned benefited from teamwork. The 
local authorities gained increased safety and security due to the fact that many of the 
town’s criminals, alcoholics, and other outcasts of society were given new purpose and 
positive direction. Danish Crown gained economically, as they had been experiencing a 
labour shortage and the project helped to boost their number of employees. 
Furthermore, the fall in unemployment benefited the community as a whole, from fewer 
criminals on the streets for the police, to a higher rate of tax income. Partnerships 
between local governments and employers are important in Denmark because active 
social policies largely rely on private sector training and subsidised jobs for their 
implementation. In general, Danish firms have high participation rates in active social 
and labour market policies because protected jobs and training programmes in 
Denmark are available to companies’ own workers as well as long-term unemployed. 

Impact of the measure on the local labour market  

From the beginning of the project there has been a great acceptance of the target 
group. The factory experienced a high participation rate because the project was 
available to all potential workers, including long-term unemployed people with severe 
problems with abuse, criminal records or mental problems. As mentioned earlier, 
people were made aware of the programme by the local unemployment office that 
notified the unemployed about the opportunity. The unemployment office distributed 
welfare, and therefore was the logical gateway to communication with the long-term 
unemployed, as the majority of them had been receiving aide for many years. The job 
training at Danish Crown and the offer of concrete job opportunities provided the 
participants with the real life job situation. This turned out to be much more efficient 
than programmes run by e.g. the municipalities exclusively. The real life job situation 
resulted in a team of employees who were proud of being employed at Danish Crown 
and of the fact that they were needed19.  

                                                 

19  From the evaluation: ‘From public support to farmhouse, used car and budget account’ May 2005 [Fra 
bistand til bondegård, brugt bil og budgetkonto, maj 2005]  
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The result was that 72 % out of the 354 people who went through the programme 
‘Induction to new jobs - at Danish Crown in Grindsted’ received a regular job afterwards 
and are now self-supporting. If you look at the participants with different ethnical 
backgrounds isolated, around 82 % got an ordinary job. In general, the main part of the 
participants stayed at Danish Crown after the initial 26 weeks. Others have found jobs 
elsewhere, went back to school, or fund flexible work. The failure rate was approxi-
mately 12 %, meaning that 12 % of the unemployed who partook in the programme did 
not complete it to Danish Crown’s saticfaction and were, therefore, not offered a job. 
Overall, the project has contributed to integrate long-term unemployed people into 
regular employment and to enhance the qualifications of the long-term unemployed 
people in Horsens. . 

Overall, the project has contributed to attracting a new and well-motivated team of 
employees to the Danish Crown factory in Grindsted. According to the statistics, 70 % 
of the participants got a job at Danish Crown at the end of the project. Another bonus 
for the company was that in 2003 they were awarded a prize by the Danish National 
Network of Business Leaders. The Network Award acknowledges outstanding CSR 
initiatives and seeks to make them publicly known as an inspiration to others. Danish 
Crown in Grindsted won the award because of its successful integration of long-term 
unemployed people into real employment.  

The value-added created by the ‘CSR aspect’ included in the LED initiative is the fact 
that the project is a partnership between the local authorities of Horsens and a private 
company. In explaining the successful integration of people into the labour market in 
Grindsted, Danish Crown pointed to an important feature of the integration initiatives 
that might be labelled as ‘workplace realism’. The real life situation of job training and 
integration programmes provided through public-private partnerships at real life work-
places is perceived as much more efficient than programmes run by e.g. the munici-
palities exclusively. From the perspective of both the social workers and Danish Crown 
interference is more legitimate at a real life workplace in particular when trainees are 
offered concrete job opportunities. Apart from this, ‘workplace realism’ simply means 
that people are ‘socialised’ into being part of an ordinary working community instead of 
being isolated in ‘artificial’ activation projects by local municipalities.  

Taking into account the time period and the fostering and hindering factors, the project 
‘Induction to new jobs - at Danish Crown in Grindsted’ has overall been a great 
success for both for the company and for society in general. For Danish Crown the 
project was an inexpensive way to recruit new employees. The company had a real 
need for workers and the project succeeded in attracting a new and well motivated 
team of employees to the company. For the local authorities the project was an 
affordable way to activate long-termed unemployed people, because the project made 
use of the ordinary system for public funding. Furthermore, Danish Crown’s job 
guarantee meant that participation in the project in most cases has been a good 
bargain for the local authority. Taken as a whole, the project has succeeded in 
integrating some of the most difficult clients who had received social welfare for more 
than 15 years into regular employment and helping them to become self-supporting.  

There have been no experiences of the project causing any ‘lock-in’ effects that would 
have prevented economic and social progress within the local area. On the contrary, 
the local area experienced both economic and social progress in connection with the 
project. This is due to the fact that the project has succeeded in integrating long-termed 
unemployed people who before received social welfare into regular employment. In this 
way the project has contributed to fighting both unemployment and social exclusion in 
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the local area. In addition, the project has improved the employer’s attitude towards 
employing long-termed unemployed persons. Also, the project has provided the oppor-
tunity for employees to further develop their skills and thus maintain their connections 
to the labour market. 

This job creation initiative represents a unique and enterprising project, and its success 
is undoubted. However, it is not the only stand-alone example of job creation. The 
initiative reflects some of the normal procedures with regard to job creation. In other 
words, it is part of the requirements that the local labour market authorities, the local 
Job Centers and the company’s management should be involved in the search for new 
jobs and continuing training for workers. The success of the initiative can also be 
attributed to the fact that there is a shortage of workers in Denmark at the present 
moment, particularly in industrial sectors. Indeed, according to the Confederation of 
Danish Industries (Dansk Industri, DI), Denmark’s economic growth could be slowed 
down due to a shortage of around 100,000 employees in trade and industry sectors. 

Future issues 

Both the local authorities of Grindsted and Danish Crown have plans for engaging in 
projects that focus on integration of long-termed unemployed people into regular jobs 
the coming years. The local authorities of Grindsted have, as a part of their initiatives 
for the retraining of the unemployed, carried on with the experiences from the project at 
Danish Crown. During the last year and a half they have engaged in several 
partnerships with local companies. Currently they are planning on engaging in a new 
partnership with Danforel A/S, which is a local producer of hot smoked trout products. 
The customers of the company include supermarkets, discount chains, specialist stores 
and the catering sector. In the same way, Danish Crown has carried on with the 
experiences from the project at some of their other factories in Denmark. In 2007, they 
engaged in a public-private partnership with the local authorities of Esbjerg about a 
project called ‘Danish Crowns projekt X-forløb’, which in English means ‘Danish Crown 
project X-process’. The purpose of the project is to overcome barriers like economic 
problems, housing or language problems so that people can get an ordinary job. So far 
they have succeeded in recruiting around 250 new employees.  

Both, the local authorities of Grindsted and Danish Crown find it hard to account for 
their expectations towards policy makers at different levels. The lack of expectation 
towards the policy makers is primary due to the fact that the local authorities of 
Grindsted as well as Danish Crown are quite content with the current legislative 
framework for public-private partnerships. In Denmark, there is a strong tradition of 
decentralised government structure. Because of this, the municipalities and regions run 
the day-to-day delivery of public services and are responsible for the majority of the 
public spending. Due to their wide decision and tax collection powers, the local and 
regional decision makers already play an important role for the local companies. 
Therefore, the idea of public-private partnerships is not completely new in Denmark. 
However, Danish Crown and the local authorities both believe that they require more 
knowledge about the extent to which public-private partnerships have been successful 
in Denmark. They point out that the regulatory framework in some ways is uncertain.   
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In general, it is concluded by the actors that more empirical research is needed for the 
assessment of the various risk factors involved in using public-private partnership. 
Even though in Denmark there is a long tradition of various types of collaboration 
between public and private actors in, the evidence on performance and broader 
governance issues is only just emerging. The local authorities of Grindsted points out 
that such assessment, ideally, should include comparisons with a purely public 
alternative. 

Contact information 

Organisation: Billund Job Center  
Contact person: Mette Roed 
Postal address: Jorden Rundt 1, 7200 Grindsted  
Telephone, Fax: 79727777 
E-Mail: jobcenter@billund.dk 
Webpage: http://www.jobnet.dk/dit+lokale+jobcenter/syddanmark/billund 

Organisation: Billund Kommune  
Contact person: Susanne Klausen 
Postal address: Jorden Rundt 1, 7200 Grindsted  
Telephone, Fax: 7972 7272 
E-Mail: kommunen@billund.dk 
Webpage: http://www.billund-grindsted.dk/cms/site.aspx?p=23 

Organisation: Danish Crown, Randers  
Contact person: Lotte Lindholm 
Postal address: Marsvej 43, 8900 Randers 
Telephone, Fax: 89191919 
E-Mail: dc@danishcrown.dk  
Webpage: http://www.danishcrown.dk/ 

Organisation: Danish Crown, Esbjerg 
Contact person: Bjarne Sandbjerg 
Postal address: Gammelby Ringvej 1, 6701 Esbjerg 
Telephone, Fax: 89193204 
E-Mail: dc@danishcrown.dk  
Webpage: http://www.danishcrown.dk/ 

Sources 

All relevant information has been collected from the following websites: 

http://www.danishcrown.dk/page2389.aspx 

http://www.billund-grindsted.dk/cms/site.aspx?p=23 

http://www.cabiweb.dk/sw3034.asp 

http://www.statsrevisorerne.dk/samling/20051/almdel/AMU/Bilag/172/255760.HTM 
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Youth to School - Estonia  
(contributed by Alf Vanags, Baltic International centre for Economic Policy Studies 
(BICEPS)) 

General information  

‘Noored Kooli’/‘Youth to School’ commenced activity on 6th of February, 2007. The first 
participants found themselves in a teacher’s position already by September 2007. 
Currently, there is no end date set for the programme. It is expected that approximately 
10 - 20 new young teachers will start the programme every year. The subjects for 
teaching are chosen in accordance with the preferences of participants and the school 
itself. The survival of the initiative depends mostly on funding as the programme is 
currently fully financed by private companies. ‘Youth to School’ is a non-profit 
foundation which was established on the initiative of the Good Deed foundation in co-
operation with Hansapank (financial institution, large company). The Good Deed 
Foundation approached Hansapank with a project that promised to improve the 
Estonian education system because of earlier successful co-operation. As Hansapank 
was willing to donate a substantial amount of funding, it also wished to be involved in 
the programme (be present on the board, be present in the selection process of new 
candidates etc). According to the Foundation it was much easier to find sponsors and 
allies after signing the contract with Hansapank as this partnership enhanced credibility 
of the programme. Hansapank‘s contribution guaranteed a duration of at least 2 years 
for the programme. Besides Hansapank, funding comes also from Eesti Päevaleht 
(newapaper, SME), Elion (telecommunication, large), Estonian Air (transportation, large 
company), Pärnu Konverentsid (professional conference organiser, SME), Ragn-Sells 
(waste disposal, large company), Arco Vara (real estate, large company), Ecoprint 
(computer services and trainings, large company), Eesti Ekspress (newspaper, SME), 
PricewaterhouseCoopers Estonia (consulting, SME in Estonia) and Tallinna Vesi 
(utilities, large company). Among the strategic partners are Fontes PMP (recruiting, 
SME), Ministry of Education, Hill&Knowlton Estonia (PR, SME in Estonia), Teach First 
UK and Velvet (design company, SME in Estonia). AIESEC Estonia, AKEN (youth 
newsletter), Open Mind Institute, BEST Estonia (Board of European Students of 
Technology), Network of Estonian Non-profit Organisations, Koolitused.ee (internet 
news portal for youth), Library of Tartu University, Üliõpilasleht (news portal for 
university students) support the initiative as allies. It has to be noted that all the 
financial sponsors have proven to be active during the lifetime of the project. They are 
involved in the support system for the new teachers by organising and lecturing in 
leadership and motivational training sessions. They are always available to provide 
know-how for project managers and for mentoring young teachers. The strategic 
partners and allies are mostly involved during the promotion process in order to attract 
new participants. Strategic partners contribute by helping with design, printing and 
other services. The main role of the allies is to distribute information about the 
programme and attract young intelligent people to participate. 

The board of the foundation ‘Youth to School’ consists of members from supporters 
(the head of the Baltic business operations division in Hansapank, the head of 
Hansapank PR department, manager of Good Deed foundation) and relevant 
institutions (the chairman of the board of the School of Rocca al Mare, the counsellor of 
Ministry of Education, professor from University of Tallinn). Although currently all the 
funding originates from private companies, starting from autumn 2008 the Ministry of 
Education has agreed to make a regular substantial financial contribution. This 
agreement is a result of a long term negotiation which was initiated by the Good Deed 
Foundation at the start of the project. Partnership with Ministry of Education enables 
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the involvement of more schools by giving ‘Youth to School’ official approval. In the 
past, the fact that the programme sent people without full education qualifications to 
basic and high schools generated criticism and suspicion. It should be noted that at the 
beginning of the project the Ministry of Education was also rather sceptical. Today they 
have become strong supporters of the project. Currently, there is also no support from 
EU funds as the application process for the current years was over when the 
programme started its activities. The foundation is planning to apply for EU support in 
the upcoming years, when the application process is opened again. The budget in 
2007 was around € 250,000. The annual report has not been published yet. 

‘Youth to School’ programme is open to all schools in Estonia. The aim is to improve 
the reputation of the teaching profession, decrease the drop out rate from basic and 
high schools, provide schools with more teachers as there is currently a lack of 
teachers in nearly all schools. The programme is in accordance with the national 
employment strategy which aims to increase the quality of education and decrease the 
dropout rate from basic and high schools.  

Implementation of the measure  

The programme ‘Youth to School’ has been inspired by successful examples from the 
United Kindom (‘Teach First’) and the United States of America (‘Teach for America’). 
The idea is to bring more young and enthusiastic teachers to Estonian schools, where 
the shortage of teachers is currently dramatic. Through the direct experience of active 
youth the problems of the education system are more likely to be brought up. 
Therefore, the end product of this initiative would be an improvement in the current 
education system in Estonia. 

The initiative came from the representatives of the foundation of Good Deed which 
approached Hansapank for financial support. Although Hansapank is a multinational 
company, all the branches have different philanthropical objectives and therefore, their 
sponsorship programmes differ a lot across the countries. Interestingly, the Latvian 
office has currently taken over the same project and launches it in 2008. A similar 
project has also been launched in Lithuania, but at the initiative of a different bank 
(SEB Group). It took approximately 6 months before the programme was assigned to a 
project manager within the Good Deed organisation who co-ordinated the develop-
ment. In February 2007, the project was ready to be launched. After the Hansapank 
agreement to support the initiative, ‘Youth to School’ attracted more private companies 
to fund the programme. As all the supporters provide funding, their involvement in the 
programme is of a high degree. The representatives of initiators (Hansapank and Good 
Deed Foundation) are present in the board of the ‘Youth to School’ foundation. 
Contributions from the supporters include also communication, consulting and 
recruiting new participants. All members of the board are involved in the selection 
process of the young teachers. The companies also exchange know-how and provide 
mentoring to the participants (have regular meetings, e.g. leadership trainings).  
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After 2 years of teaching experience in schools participants will have a free choice to 
carry on in the field of their own interest or to finish their masters degree as a teacher 
(2 years of teaching and training gives them 40 AP20 which makes up half the points 
needed for Masters degree). As the supporters have been following the success and 
developing process of the participants, it provides them with a great chance to recruit 
among the best available workforce.  

The core decisions are taken by the board members of the programme. The board is 
responsible for setting the budget, mission etc. 5 key people from the Good Deed 
Foundation who have been involved with the project from the beginning are also 
present during the meetings. Meetings take place approximately 5 times a year. The 
board consists mainly of the initial founders of ‘Youth to School’, therefore disagree-
ments are minor, and the decision making process is currently reasonably fast. In 
addition, it is too early to implement radical changes as the programme has not yet 
been subject to thorough analysis and evaluation.  

The main problems faced during the implementation process were convincing schools 
and universities to participate in the programme. As the young participants did not have 
appropriate education before the programme, schools were sceptical about participa-
tion. The teacher shortage in schools and support from highly respective organisations 
proved to be crucial for basic and high-schools when going along with the project. 
Convincing the universities to co-operate was more difficult. After a long negotiation 
period an agreement to provide private curricula to the participants was established. 
Furthermore, it was agreed that these private courses would lead to credits for half of 
the Master’s degree (= 40 AP) at the end of the 2 year period. In Estonia a person is 
allowed to work as a teacher only after receiving a bachelor degree and at least 40 AP 
in a Master’s programme in teaching. Therefore, after the 2 year period a participant 
would have the choice of continuing working as a teacher and/or completing the 
master’s degree in teaching (taking a specialisation and writing a  master’s thesis) or 
continue working in any other sphere. 

Supporters of the initiative do not compete among each other. There are no restrictions 
about the new sponsors introduced by any of the supporters at the moment. This 
implies that firms are supporting the initiative in order to improve the education system 
in Estonia rather to compete with each other for a better reputation or for new 
employees. 

Characteristics of the practice 

Prospective young teachers are sent to schools with the biggest deficit of teachers. 
Nevertheless, the school is chosen in accordance with the preferences of the 
participants. Furthermore, most of the time 2 participants are sent to one school. The 
participants are paid salary according to the Law of Estonian Republic and an 
additional scholarship in both of the years (€ 1,600 per year). 

As there is lack of teachers in most of the schools, due to relatively low salary and bad 
reputation of the profession, the initiative tries to attract more young people to the 
schools. The participants are welcome to apply, if they have or will have by the starting 
point of the programme a bachelor degree, are less than 30 years old, have no 

                                                 
20  AP is the credit pont system in Estonian higher education institutions,and corresponds to ECTS. 80 AP 

are neccessary in order to get a Master’s degree. 



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

259 

Master’s degree in teaching, have not worked in a school as a teacher for more than 6 
months. The programme is created to attract young intelligent people who have not yet 
chosen to become teachers. Most preferred are people with bachelors in sciences 
(mathematics, economics, physics etc). It must be noted that there is no bachelor’s 
degree in teaching in Estonia. It is possible to acquire a degree in different fields and 
then proceed with Master’s degree in teaching. Currently half of the students who start 
their Master in teaching in university quit the programme. Frequently students find the 
the teaching career inappropriate after they start teaching in schools. 

As participants do not have the appropriate education for teaching a thorough training 
programme is conducted before they start working in schools. The training starts with 
observations in schools and 2 months long preparation courses. Throughout the entire 
2 year period support programmes, additional teaching courses, leadership training 
and social meetings are held in order to ensure good teaching quality for students in 
the participating schools. At the end of each academic year (9 months in Estonia), the 
participants are obliged to take necessary exams in accordance with the masters 
programme in teaching.  

In short, the aim of the project is to attract young, enthusiastic people who have an 
interest in working as a teacher for 2 years or more. The emphasis is put on finding 
people who have not chosen to become teachers, but may find it acceptable after 2 
years of practice. Nevertheless, it must be noted that a person who has gone through 
the programme has no obligation to continue working as a teacher. Neither is there 
obligation to continue pursuing a Master’s degree in teaching. In fact, most of the 
graduates of the ‘Youth to School’ programme are seen in the future as filling leading 
positions in private companies. 

As the only funding today comes from private companies the initiative is highly 
dependent on CSR activities. 

As the initiative is rather young a monitoring process has been developed. In order to 
evaluate the success and importance of the initiative, regular interaction with schools 
and universities is carried out. No communication and evaluation among the students 
has been implemented yet. 

As it was previously mentioned the idea was taken from similar successful programmes 
from UK and USA. The model was adjusted to the Estonian environment and economic 
situation. For example, in the U.S. young teachers are sent to schools where the 
performance of the students is the lowest. In the UK young teachers are sent to 
schools populated mostly by immigrants. In Estonia the teachers are sent to schools 
where the deficit of teachers is highest. Of course the scale of the programme cannot 
be compared: In USA there are about 3,000 people joining the programme per year 
corresponding to about 15 in Estonia. Furthermore, the subjects in Estonia are 
predetermined (mathematics, physics, chemistry, Estonian and English). While in the 
USA the subjects depend more on the assigned school. As the programme is rather 
new, no radical changes are planned for the nearest future. The main aim today is to 
keep the programme funded after the initial 3 years. If the programme survives, deeper 
analysis can be carried out. Currently, the main emphasis is on attracting the best 
university graduates. For that, new promotion programmes are to be launched every 
year. They are also analysed and improved according to applicants` feedback. 
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The major success factors of the programme are currently the fact that companies and 
governmental institutions have faith in the programme and support it both financially 
and strategically (providing know-how through free consulting, helping to design the 
promotional materials etc). It can be considered as a good sign that the number of 
applicants has increased already after one year. Nevertheless, it cannot be seen as a 
trend yet. Currently, the attitude from schools, students, parents and governmental 
institutions towards the programme is very positive. The initially sceptical attitude has 
been overcome due to the positive results young teachers have managed to deliver. 

Before launching the project it faced lot of difficulties in convincing schools and 
universities to participate in the programme. As the participants have no official 
education in teaching, headmasters were reluctant to employ teachers with only 
observational experience and unknown training methods. Due to the lack of teachers in 
Estonia the Good Deed Foundation managed to involve more than 20 schools already 
from the beginning. Secondly, many problems were faced when it was realised that it is 
impossible to take the UK example of a similar project and follow it precisely. The 
Estonian education system can be considered rather conservative compared to the UK 
and many changes in the system had to be introduced (e.g in Estonia there are many 
more official requirements to become a teacher than in UK). Today, basic and high 
schools wait in line to receive teachers from the programme. The biggest drawback so 
far comes from the fact that the programme is very recent. Hence, there are no 
teachers who have finished the 2-year plan yet. Therefore, there are no results to be 
displayed in order to increase the credibility of the scheme. Secondly, the uncertainty of 
funding creates problems. It is impossible to increase the take-in as there is no 
guarantee for the funds.  

Impact of the measure on the local labour market  

Currently, the second intake is preparing to start teaching from September 2008. 
Compared to last year the awareness of the programme has increased. It has also led 
to an increase in the number of applicants (in 2007 there were 75 applications, in 2008 
the corresponding number was 115). 10 young people were chosen in 2007 to be 
engaged in teacher education for 2 years. The corresponding number for 2008 was 13. 
The number of new teachers will remain rather low also if the programme survives its 
early state as the idea is not to train as many people as possible, but rather to improve 
the reputation of the teaching profession, provide insight for young potential leaders of 
the future who will then be better placed to reform the education system. 

It is not possible to measure the impact on the stakeholders as the programme is too 
young. The first detailed results are likely to come after the first cohort finish their 
programme and enter the labour market. Follow up research with participants is 
planned after the end of their programme. 

As the programme has not produced even the first graduates it is currently impossible 
to determine the effect for the involved companies. There has been some positive 
impact on reputation, but it can not be considered remarkable as the project itself has 
not gone through major promotional campaigns. Campaigns are held only for the 
purpose of attracting new participants. 
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Future issues 

As the programme is young the future is unknown. The first participants (10 young 
teachers) will end their programme in August 2009. The next 13 teachers will end their 
programme in 2010. There is no intention to increase the number of participants per 
year dramatically as the idea is not to produce new teachers, but to improve the 
education system in general. It is too early to create radical changes as the programme 
is still in an early stage. The survival of the programme is of high importance as the 
programme will provide results only in future. Currently, the funding is guaranteed for 
the next 2 years. 

The main initiators hope the programme will last.  

The Good Deed foundation sees the full results of the programme as accruing only in 
the long run. Hansapank sees its contribution as being able to start the project. Their 
aim was to provide the basis of the funding in 2007 in order to improve the situation of 
education in Estonia. They do not see themselves supporting the project as much 
during the upcoming year. Their aim was to get the project running and they believe 
that the programme has enough financial support. 

The Ministry of Education is now providing support. 

Contact information 

Organisation: Sihtasutus Noored Kooli /Foundation “Youth to School” 
Contact person: Triin Noorkõiv 
Postal address: Pärnu mnt 139 /Pärnu street 139, 11317 Tallinn, Estonia 
Telephone: + 372 628 3660 
Fax: + 372 628 3664 
E-Mail: info@nooredkooli.ee 
Webpage: www.nooredkooli.ee 
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Les rendez-vous égalité et compétences (SNCF)- France 
(contributed by Arielle Feuillas, Citia) 

General information  

‘Les rendez-vous égalité et compétences’ (equality and skills meetings) is a private 
initiative of SNCF (industrial and commercial public company of rail transports) in 
France, launched in 2006. SNCF is the European leader in its sector of activity. SNCF 
accounts for 168,000 employees and, together with its 49 subsidiaries, the SNCF 
group accounts for 233,000 employees. On average, 5,500 new employees are 
recruited each year in 150 different job categories. Due to the pyramid of ages, SNCF 
will have to renew half of its workforce between 2006 and 2016. 

This initiative aims at increasing the recruitment of employees originating from so-
called sensitive areas of urban suburbs (ZUS). There exist 751 such sensitive areas in 
France where the unemployment rate, among other handicaps, is far higher than the 
French average, especially the unemployment rate of young people. The initiative 
consists of organising ‘recruitment forums’ in ZUS. The objective is to restore equal 
employment opportunities for inhabitants of ZUS. 

‘Les rendez-vous égalité et compétences’ have been conceived by SNCF Presidency. 
It is implemented in co-operation with municipalities, local bureau of ANPE (public 
employment service) and local NGOs in charge of re-inclusion, sports, culture, 
educational aid etc. 

All organisation costs of the forums are totally financed by SNCF, municipalities 
supplying free of charge the premises where the forums take place. The local bureau of 
ANPE and local NGOs are in charge of the pre-selection of the attendants of the forum 
on the basis of the terms of references defined by SNCF. 

Implementation of the measure  

SNCF has been one of the first enterprises that signed the ‘Charte de la diversité’ 
(Diversity Chart) in 2004. This means that SNCF commits itself to: 

• Inform and train its employees involved in recruitment and human resources 
management to the stakes of diversity and non-discrimination; 

• Respect and promote the principle of non-discrimination; 

• Look for and reflect the ethnic and cultural diversity of the French community in 
its manpower; 

• Inform all employees about this commitment and its practical results; 

• Implement a dialogue with employees’ representatives as regards the con-
ception and implementation of the diversity policy; 

• Include in the annual report a chapter describing this commitment, its imple-
mentation, the practical actions conducted and their results. 

During 2005, 350 employees in charge of recruitment were trained in diversity and non-
discrimination issues. 
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Important riots took place in suburbs of large cities in the Paris region and elsewhere in 
France in November 2005, and lasted several weeks. An important message of these 
events was the feeling of inhabitants of these areas, and especially of young people, 
that they were set apart from the French community as regards jobs and economic 
growth notably. They felt as being discriminated due to their ethic origin and/or due to 
the place they live.  

Louis Gallois, who was at this time the President of SNCF, decided therefore that as a 
major public company SNCF should commit itself to an ambitious and pragmatic policy 
to fulfil expectations of inhabitants of those sensitive suburbs. As a major French 
economic player, SNCF workforce must be the exact reflection of the diversity of the 
French society and of its clients. The President set an objective of 15 % of recruitment 
of new employees originated from sensitive areas of suburbs for 2006. The president of 
SNCF named a councillor especially in charge of equal opportunities issues on 
February 2006 and asked him to design and implement such a policy.  

The following specificities were, therefore, proposed to be shared by all employees of 
the enterprise: 

• To restore equal opportunities for all, which is one of the cornerstones of the 
French republican model; 

• There won’t be implemented no quota policy nor ‘positive discrimination’ policy; 

• To implement a performance method, i.e. it is no question to implement a 
‘discount recruitment policy’ (recruitees have to satisfy the same level of 
capabilities as other new employees). 

It is clear that SNCF does not commit itself to an altruistic policy but acts on a business 
base. Employees’ diversity must be a factor of performance. It is no question to make a 
favour to anyone but to recruit people with requested competences that do not apply 
for jobs at SNCF. Therefore, it is necessary to implement new methods to reach these 
potential candidates. As they, in most cases, do not go towards SNCF, SNCF will come 
to them. 

It was then decided to organise recruitment forums at the very heart of ZUS. In order to 
reach a real efficiency on one hand and not to generate useless frustration, these 
forums should not be of an ‘open to every one type’ but on the opposite reserved to 
people that meet the pre-required needs to apply for the jobs proposed. This 
demonstrated to be an important success factor of this initiative. 

As SNCF has no vocation, nor the resources to identify potential candidates in ZUS, it 
was decided that the pre-selection phase will be taken in charge by professional actors 
having a real knowledge and close contacts with them: the local bureau of ANPE, 
employment missions of municipalities and local NGOs.  

It must be stressed that these local actors have never shown any reluctance towards 
this initiative, on the contrary. 

In fact, the main reluctance vis-à-vis the initiative came from SNCF employees. It must 
be explained that SNCF is a company with strong enterprise culture, including a ‘family’ 
aspect. This means that many SNCF employees (railwaymen) are son, grand son, 
nephew, brother of SNCF employees.  
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Therefore, there was a real fear of employees that youngsters from ZUS will take the 
jobs of their children. It has been necessary to explain them and reassure them about 
the fact that the same criteria as regards abilities and competences will be applied for 
these recruitments as like for any other recruitment taking place at SNCF. 

Characteristics of the practice 

4 weeks before the date the forum is planned in a ZUS, human resources managers of 
SNCF organise a meeting with local actors (municipality, local bureau of ANPE and 
local NGOs) in order to present them the type of jobs that will be proposed as well as 
the profiles required in terms of competences and experiences. On this basis, local 
actors identify potential applicants that are invited to the forum. The co-operation 
between the various stakeholders is co-ordinated by SNCF. 

The D day the forum is organised only the selected applicants are allowed to attend it. 
During the morning, the forum is introduced by the President of SNCF or a high-level 
manager and the SNCF Group and the jobs are presented with testimonies of 
employees. During the afternoon, applicants have a face-to-face interview of 15 to 25 
minutes with a recruitment responsible (phase 1 of the recruitment process). They 
immediately know, if they are selected for the phase 2 of the recruitment process and if 
so, an appointment for in-depth interview is fixed. If this phase 2 is successful, the 
phase 3 consists in passing tests. 

12 forums took place in 2006 and 11 in 2007. 8,080 persons attended these forums, 
out of which 6,300 applied for a job at SNCF Group. 2 forums already took place in 
2008. In total, 12 forums will take place in 2008. 

On average, a forum gathers from 300 to 500 attendants and 50 % to 75 % of them 
pass the first phase. The fact that forums are very precisely prepared in terms of 
profiles required together with organisations that know very well their local situation 
explains this high success rate. Another important success factor is of course that 
SNCF has real recruiting needs. 

Since 2007, a week for equal opportunities is organised in December. A forum is taking 
place each day of this week. Also since 2007, specific forums are organised for the 
recruitment of managers, targeted at postgraduates.  

In 2008, SNCF has furthermore organised an additional initiative named ‘Train pour 
l’emploi et l’égalité des chances’ (train for employment and equal opportunities). This 
train travelled in France from March 4 to April 18 and stopped in 12 cities (Paris South, 
Marseille, Toulouse, Bordeaux, Lyon, Nantes, Rennes, Metz, Mulhouse, Lille and Paris 
North) whereby recruitment sessions are organised aboard the train according the 
same rules as those prevailing for the forums. 

In this case, the initiative has been opened to other potential employers and in fact 10 
enterprises and public administrations participated: ACCENTURE, AXA, BNP 
PARIBAS, LA DÉFENSE NATIONALE ( Armée de Terre, Armée de l’Air, Marine 
Nationale), GROUPE LA POSTE, ORANGE, THE BODY SHOP, KEOLIS, SNCF et 
TLF. In total, 15,000 jobs and training periods were proposed. 22,000 applicants have 
been welcome on board, and 40 % of them are actually involved in a recruitment 
process. 
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Impact of the measure on the local labour market  

1,034 employees originating from sensitive areas have been recruited by SNCF Group 
between March 2006 and December 2007, that is to say more or less 20 % of all 
recruitments by SNCF during this time period. 

From 7 % to 10 % of attendants of a forum are finally recruited (i.e. 30 to 50 recruit-
ments per forum), a rate that is comparable with the average recruitment rate of SNCF.  

The initiative proved to be relevant for ZUS as the results a poll conducted at 
attendants of the forums demonstrate it. To the question ‘did you ever consider to apply 
for a job at SNCF? And if no, why?’, 98 % of respondents said ‘no, because I thought it 
was not an enterprise for me’. This shows that prejudices are not only on the side of 
employers. 

SNCF benefits from the initiative in terms of succeeding to have a workforce that re-
flects the diversity of the French society as well as to find new reservoirs of recruitment. 

The experience proved to be successful for all stakeholders. Local actors promote it 
very actively. Municipalities now ‘queue up’ in order that a forum is organised in their 
ZUS. Quite positively, Mayors are now ready to assume towards their population (and 
electors) that ‘only’ 10 % of attendants will be finally recruited. The SNCF employees 
that participate in the forums are also very much convinced of their efficiency and of the 
real potential and qualities of applicants. Nevertheless, it can be deplored that the 
project is not yet fully shared by all SNCF employees. It seems that the initiative is still 
better known outside SNCF than inside. Furthermore, as regards the different cate-
gories of employees, it seems that managers are still lagging behind. 

As shown by the success of the initiative ‘Train pour l’emploi et l’égalité des chances’, 
this kind of programme proved to be transferable. Also, ACCENTURE and SOCIETE 
GENERALE reflect about developing such forums. Of course, the success factors 
should not be neglected: real jobs and real recruitment process, close co-operation 
with local actors that know their population, strong implication of the very top-
management and of employees. The costs also are not negligible. Would smaller 
enterprises wish to commit themselves in such a practise, they could group to share 
logistics costs. 

Future issues 

12 forums will be again organised in 2009. 

Now that diversity policy proves to be successful at the level of recruitment, it is time for 
SNCF to develop a real policy of the day to day management of diversity in order to get 
the full benefits of it. A training session ‘Managing the diversity’ has been implemented 
for middle-scale managers in 2007. 

It is quite important also that upper managers now really commit themselves to the 
diversity policy. Due to the specific organisation of superior education in France, top 
managers most often are issued from the same universities or ‘grandes écoles’. Their 
resistance rate to diversity finally proves to be higher than it could be expected.  
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The President‘s councillor in charge of equal opportunities issues would also like to 
extend the initiative to rural underdeveloped areas. The fact is that young people living 
there finally face the same handicaps than in ZUS: lack of opportunities, absence of 
personal network. They are even more faraway the ‘recruitment decisions centres’. The 
problem is there that whereas ZUS are very clearly identified by the French national 
public policy (definition and statistical monitoring), these areas have for the moment 
been poorly taken into account by State authorities. It should be the responsibility of 
public authorities to define and identify the cartography of such areas. 

Contact information 

Organisation: SNCF 
Contact person: Mr Karim ZERIBI (Conseiller du Président chargé des questions 

d’égalité des chances) 
Postal address: 34 rue du Commandant Mouchotte – F-75014 PARIS 
Telephone: 33 1 53256082 
E-Mail: karim.zeribi@sncf.fr 
Webpage: http://www.sncf.fr 
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‘Marks & Start’ (Marks & Spencer Ireland) - Ireland 
(contributed by Tom Martin, Tom Martin&Associates) 

General information  

This case study describes the Irish dimension of multinational retail giant Marks & 
Spencer’s flagship CSR-LED initiative ‘Marks & Start.’ The Irish initiative is administer-
ed by Marks & Spencer Ireland in co-operation with two principal Irish partners, Busi-
ness in the Community Ireland (BITCI) and One Family. In Ireland, ‘Marks & Start’ 
targets two particularly disadvantaged cohorts, homeless persons and one family 
members, both hugely under-represented in the labour force (employers are under-
standably wary of employing ‘homeless’ applicants, and a 2004 EU SILC study showed 
that a person is 3 times more likely to live in poverty if she/he is a member of a one-
parent family). 

Actors 

Marks & Spencer (M&S) is a British clothing and food retail giant, with 760 stores in 
more than 30 countries around the world. M&S opened its first Irish store in Dublin's 
Mary Street in 1979. A second Dublin store opened in Grafton Street in 1988. There 
are now 18 stores in the Republic of Ireland and 19 stores in the North of Ireland. 

Business in the Community Ireland (BITCI) is a non-profit organisation specialising 
in advice and guidance to leading Irish companies on corporate social responsibility 
and corporate community involvement. Founded in January 2000, BITCI works with 
hundreds of companies nationwide through its innovative social inclusion programmes 
which are designed to assist marginalised people in finding employment, training and 
education. 

One such programme is BITCI’s ‘Ready for Work (RfW)’ programme which offers a 
bridge between the world of business and the homeless services sector. BITCI 
attributes the success of RfW to the strong partnerships with Marks & Spencer, its lead 
placement provider, and with the Homeless Agency (www.homelessagency.ie), a 
partnership structure bringing together the voluntary and statutory agencies 
responsible for planning, funding and delivery of services to people experiencing 
homelessness in Dublin. BITCI also acknowledges the financial support of its main 
sponsors, Anglo Irish Bank, FÁS (the national statutory agency for training and 
employment) and the ESB (the national electricity utility company). 

One Family is a leading national organisation for one-parent families in Ireland. One 
Family began life as Cherish in 1972, set up to provide services to single mothers and 
their children and to campaign for change. When developing its Strategic Plan for 2004 
– 2006, it became clear that the society had become very different and that one-parent 
families existed in many forms in Ireland; in recognition of these changes services were 
extended to all members of all one-parent families, and Cherish was renamed as One 
Family. 

One Family is completely autonomous from the corresponding UK organisation, One 
Parent Family/Gingerbread, but the two organisations work closely to fulfil their similar 
mandates - One Parent Family/Gingerbread contracts One Family Ireland to carry out 
its work for the Marks & Start initiative in the Republic of Ireland. 
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Timeline 

The ‘Ready for Work’ initiative was first launched in the UK in 2001 arising from the 
operation of the Business Action on Homelessness (BAOH) programme by the UK 
organisation, Business in the Community (BITC). BAOH had been launched in 
December 1998 and Marks & Spencer was a founding member. ‘Ready for Work’ 
commenced in Ireland in 2002. 

Marks & Spencer then launched its extended ‘Marks & Start’ initiative in 2004 as its 
flagship community employability programme for homeless people, disabled people, 
young unemployed and lone parents. 

The Marks & Start initiative is now firmly established on an ongoing footing in Ireland. 

Co-ordination of the initiative 

Top level co-ordination of the ‘Marks & Start’ initiative takes place in the UK between 
the three parent organisations, Marks & Spencer, BITC and One Parent 
Family/Gingerbread. Annual work plans and budgets are formally agreed. The Marks & 
Start co-ordinators in the Irish organisations take their instructions from their parent UK 
organisations and proceed to implement the work using both formal and informal 
communications with their Irish colleagues. 

Funding 

The principal funder of the ‘Marks & Start’ initiative is the host business organisation, 
Marks & Spencer. 

Expenditure on the initiative represents 50 % of the parent company's total community 
cash spend. It involves investment of employee time devoted to recruitment, buddying 
(involving over 1,000 employees) and other supports. Marks & Spencer’s contribution 
to ‘Marks & Start’ for the UK and Ireland is in the region of 73,021 employee hours 
annually (1,000 buddies, each contributing 2 weeks to the Marks & Start initiative), 
estimated to be worth UK£ 1.4 million in London Benchmarking Group (LBG) terms. 

Each individual store in the UK and Republic of Ireland is given a modest budget. It 
typically receives far more requests than it is able to support. 

BITCI’s ‘Ready for Work’ programme is supported financially by FÁS, Anglo Irish Bank 
and the ESB. As a voluntary organisation and registered charity, One Family relies 
heavily on a range of funders and donors to deliver its services. 

The ‘Marks & Start’ initiative also benefits from EU funding in so far as the tributary 
organisations supplying candidates to both BITCI and One Family comprise voluntary 
and community groups and local area partnerships who seek out funds from diverse 
sources including EU sponsored initiatives such as URBAN and LEADER. 
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Embeddedness 

The Marks & Start initiative is deeply embedded in the social inclusion programme of 
the Dublin area as it serves the employability efforts of statutory and voluntary 
organisations involved with two disadvantaged groups, the homeless and lone parents. 
The work experience initiative has the full support and backing of FÁS which co-
ordinates the Local Employment Service (LES) operating mainly through Local Area 
Partnership Companies to provide services to the most disadvantaged in the labour 
market. 

Though the initiative is not formally nominated within the Social Inclusion suite of 
initiatives, it is clearly serving Irish Social Inclusion objectives. BITCI are trying to 
persuade FÁS to take an even greater role in the Ready for Work programme and are 
anxious to have it mainstreamed with other social inclusion initiatives 

Geographic Coverage: Economic Context and Labour Market 

The Marks & Start initiative is run in the Greater Dublin City Area. In this prominent 
region the economic and labour market trajectories mirror the national situation which 
we now briefly profile. 

The unprecedented growth of the Irish economy during the ‘Celtic Tiger’ period from 
1995 to 2000 saw the number in employment almost double from 1.2 million to 
2 million, representing a rise in the employment rate from 54 % to 66 %. The unem-
ployent rate fell from 15 % in 1994 to 3.5 % (‘virtual full employment’) in 2001. 

In these early boom years growth was driven by strong export performance in high tech 
manufacturing sectors and, notably, in business & financial services (Ireland’s 
comparative advantage on world markets is increasingly shifting to these areas, and 
future employment growth is expected to concentrate in occupations requiring third-
level qualifications and high skill levels). 

The Celtic boom resulted in wages moving substantially above the EU average, 
particularly in the Dublin region. Disposable income soared to record levels, enabling a 
huge rise in consumer spending. This attracted an inflow of international retail 
businesses as well as inducing an expansion in incumbent operations such as Marks & 
Spencer Ireland. 

Following a global slowdown in 2001 and 2002, Ireland enjoyed a second economic 
boom from 2003 - 2006. But, behind this second ‘specious’ boom - driven primarily by 
increases in domestic consumption and government spending on construction activity - 
Ireland’s competitiveness was being eroded by cumulative inflation from rising wages 
and other business costs. Its World Economic Forum ranking in 2007 was 11 places 
beneath its 2001 ranking with the result that new members in the enlarged European 
Union together with Asian competitors were posing serious threats to the continued 
competitiveness and sustained growth of the Irish economy. These pressures initially 
affected unskilled, semi-skilled, and manufacturing jobs, but outsourcing of professional 
services jobs was soon to follow. 
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The current turbulence in world financial markets has caused a sharp contraction in the 
domestic construction sector and put a severe dent in consumer sentiment. The 
appreciating Euro has exacerbated the unfavourable trade competitiveness. The result 
of all this economic adversity is stagnating Irish employment levels and a significant 
resurgence in the unemployment rate, currently broaching 5 % and forecast to reach 
6 % in the medium term. 

This economic downturn will inevitably mean a decrease in employment opportunities 
for disadvantaged groups who will have to compete with the new entrants to the 
unemployment ranks. 

Implementation of the measure  

Background and Initiators 

Marks & Spencer launched the fully-fledged ‘Marks & Start’ initiative in 2004 as its 
flagship community employability programme serving homeless people, disabled 
people, young unemployed and lone parents. As described above, this followed on 
from Marks & Spencer’s involvement as a founding member of the 1998 BITC 
Business Action on Homelessness (BAOH) programme which introduced its ‘Ready for 
Work’ initiative in the UK in 2001. 

Business CSR 

The CSR contribution of Marks & Spencer constitutes the critical element of the Marks 
& Start initiative. 

This contribution comprises: 

• a work experience placement in their retail stores which runs for 2 or 3 weeks 
and gives the participant an exposure to real-life customer-facing work 
situations. Specially trained Marks & Spencer employee volunteers act as 
‘buddies’ or mentors to the candidates; 

• the Marks & Spencer offer also includes an induction course offered by the 
Marks & Spencer human resources department and typically covers confidence 
building, employability skills, communication and work-life balance skills. 

Not only does the company provide the key resource of the initiative, viz. the ‘buddied’ 
work experience, but it also funds the cost of the initiative in terms of own staff 
administration and ‘buddy’ time together with sundry expenses incurred by the 
candidates. 

Moreover, as a founding member of BITC’s BAOH programme M&S has provided 
resources to enable BITC to build up the necessary infrastructure for the long-term 
success of that programme. Equally M&S is a bulwark of the One Family employment 
mission for lone parents. 



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

271 

Business Motivations 

Marks & Spencer’s motivation for the initiative is predominantly altruistic - M&S Ireland 
are inundated with job applications and are in no way dependent on extending their 
recruitment drive to ‘marginal groups’ such as the ‘Marks & Start’ streams; indeed, they 
are to be particularly commended for accommodating the homeless candidates, a 
cohort that is guaranteed to receive short shrift from most employers. 

However, M&S does benefit marginally from expanding its pool of potential employees 
as a result of the ‘Marks & Start’ initiative, and, much more so, from the favourable 
public relations it engenders. 

Objectives of the Marks & Starts initiative 

For both BITCI and One Family the Marks & Start initiative addresses a specific local 
challenge. Both homelessness and one family membership tend to be concentrated in 
major population centres where the social fabric may be less supportive. 

BITCI’s Objectives 

The objective of BITCI’s ‘Ready for Work’ programme is to break the cycle of 
homelessness and social isolation by enabling its candidates to enter (or return to) the 
labour force. Providing training and, ultimately, longer-term, sustainable employment 
will help them to develop a sense of importance and belonging, reduce reliance on 
state supports, and provide a route to independent living. 

One Family’s Objectives 

The objectives of the One Family ‘Lone Parents Back to Work’ programme is to help 
lone parents make an informed decision about whether returning to work is right for 
them at this point in their life; for those who feel it is the right move the goal is to 
provide further support to seek sustainable employment or further training opportuni-
ties. 

Description of the Implementation and Decision Processes 

In essence the ‘Marks & Start’ process comprises: 

• A 3 day preparation training course typically covering confidence building, 
employability skills, communication and work-life balance skills; 

• a work experience placement phase which runs for 2 or 3 weeks and gives the 
candidate an exposure to real-life, customer-facing work situations. 

Initially these mechanisms were highly innovative, particularly the recruitment and 
training of voluntary ‘buddies’ to mentor the candidates. 

BITCI’s ‘Ready for Work’ implementation process 

The ‘Ready for Work’ component of the ‘Marks & Start’ initiative is managed by BITCI 
for its homeless candidates. The typical throughput has been 4 candidates per 
programme and, with three programmes per year (pretty much fixed as January, May & 
October), serves 12 candidates per year. 
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• Referral 
The BITCI Ready for Work Coordinator and her Ready for Work team liaise with 
the Homeless Agency to assemble a group of appropriate candidates. 

• Registration Day  
Registration Day provides an opportunity for candidates to learn what Ready for 
Work offers and for the BITCI team to assess their readiness for the 
programme. If unsuccessful they are directed to pre-Ready for Work 
training/support options and invited to apply at a later date. 

• 2 1/2 Days Ready for Work Training  
Elements include change management, communication skills, exploring limiting 
beliefs, how to compile a C.V., preparation for the workplace, role-play and 
mock interviews. 

• 2 Weeks Work Placement  
The Coordinator liaises with Marks & Spencer to arrange work experience 
placements - with ‘buddies’ in the business who volunteer to act as a support. 
Candidates do not receive pay (they retain their state welfare payments) but the 
company provides uniforms and covers the costs of meals and travel. 

• 1/2 Day Action Day  
At the 1/2 Day Action Day, references and certificates of completion are handed 
out. The training and placements are reviewed and representatives from 
businesses, FÁS, and other work-related agencies may attend to present 
potential next steps towards employment. 

• Access to Training & Employment Officer  
Introduced in 2003, a BITCI Training and Employment Officer (TEO) works one 
to one with each participant and conducts an assessment of their experience 
and skills to develop an Action Plan for Employment or referral for further 
training. The TEO utilises links with employment/training agencies and 
employers to facilitate the candidates’ job search. 

• Support & guidance in job search - referral to Job Coaches  
Job Coaching was introduced in 2005 to supplement the TEO’s role. Business 
volunteers are trained by BITCI specifically in Task Coaching to provide 
candidates with practical support in job seeking over a six month period. 

• Evaluation 
Evaluations are performed at the end of each programme, drawing from feed-
back from the companies, individuals and services involved. These reports 
inform future Ready for Work programmes. 

One Family’s ‘Lone Parents Returning to Work’ implementation process 

The implementation process for One Family’s ‘Lone Parents Returning to Work’ 
operates along similar lines: 

• Potential candidates are recruited from One Family’s flagship training pro-
gramme ‘New Futures’ which runs 3 mornings per week over 10 weeks for 
people ‘close to employment.’ 

• The One Family co-ordinator then liaises with Marks & Spencer to arrange work 
experience placements. Typical group size is 10 – 15 candidates per pro-
gramme; programmes are run twice a year yielding an average number of 25 
candidates per year. 
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• The co-ordinator delivers 3 days pre-work experience training in an M&S store 
to demonstrate the practicalities of working and to enable bonding and con-
fidence building of the candidates. 

• [M&S offer their own 3-day work preparation training course covering con-
fidence building, employability skills, communication and work-life balance, but 
One Family have already covered many of these developmental topics in its 
New Futures programme.] 

• Candidates are then teamed with a ‘buddy’ for their 2 weeks work experience 
programme which includes a first day induction. 

• Following completion of the work placement phase One Family provide a 
tracking service, contacting the candidate to monitor progress and give advice: 

o in first 4 weeks; 

o again after 12 weeks; 

o again after 9 months. 

Barriers & Challenges 

The major problem encountered in the ‘Marks & Start’ initiative is synchronising the 
timing of the programmes to meet the specific needs of the different stakeholders. 
Hindering factors include the time constraints on the lone parent stream due to their 
child-care pressures and other personal commitments. 

Clearly, the most suitable time for Marks & Spencer to run its Marks & Start programme 
is during quiet trading periods, e.g. the summer holiday season. The BITCI co-ordinator 
can accommodate Marks & Spencer in regard to slack trading periods; the ‘Ready for 
Work’ component of the Marks & Start initiative is organised into three programmes per 
year, pretty much fixed as late January, May & October. But the One Family co-
ordinator is circumscribed by the time constraints on the lone parent cohort due to 
child-care pressures which are at their most intense during school holiday periods. 
Accordingly, this co-ordinator arranges two sessions per year with the Marks & 
Spencer contact before and after the peak summer holiday season. 

Other challenges include occasional defaulters among ‘Marks & Start’ participants in 
terms of absenteeism, and the odd occasion when the whole experience overwhelms 
the participant. Such problems are addressed by co-ordinated effort on the part of M&S 
and the principal partners. 

In terms of challenges it has been suggested by some that the work experience would 
be even more realistic for the candidates, if they received some remuneration; the 
challenge is finding a mechanism to build in some pay element without endangering 
the candidate’s welfare entitlement, and, of course, funding the additional cost burden. 

Characteristics of the practice 

The roles/duties of actors 

The local timing of the programmes requires close and flexible liaison between the Irish 
partners. There are window-of-opportunity considerations for Marks & Spencer who 
decides when its employees are less pressured and will have time to ‘buddy’. 
Involvement of BITCI and One Family partners will be dictated by the flow of suitable 
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candidates from their ‘tributary’ organisations; the One Family partner is also 
constrained by the need to accommodate its clients in ‘term time’ (i.e. during the school 
year). 

Target groups 

In Ireland the ‘Marks & Start’ initiative targets homeless and one family candidates, two 
particularly vulnerable cohorts in terms of social inclusion and labour market 
participation. 

Local relevance of the measure to the Labour Market 

Impact of the BITCI ‘Ready for Work’ programmes: 

Over the three RfW programmes run in 2007, 59 people were assessed by BITCI, 39 of 
these went on to start the programme and 24 completed. Out of these completing 
candidates, 14 (58 %) went on to start employment. 

Overall, since 2002, 239 candidates have been assessed, 115 completed and 80 
(69 %) started employment. 

Impact of the ‘Lone Parents back to Work’ programmes: 

On average 95 % of candidates complete the 2 weeks (all these receive a completion 
certificate from Marks & Spencer). For 2007, 45 % of completing candidates moved 
into sustainable employment within 13 weeks of completing the Marks & Start initiative. 

Social capital 

As a voluntary organisation and registered charity, One Family relies heavily on social 
capital to mobilise a range of funders and donors to cover the costs of its various 
services. 

The success of BITCI’s RfW programme relies heavily on the Homeless Agency, a 
partnership structure bringing together the voluntary and statutory agencies 
responsible for planning, funding and delivery of services to people experiencing 
homelessness in Dublin. 

At corporate level in M&S social capital is also at play; the social commitment of the 
staff, particularly the buddy volunteers, extends well beyond what their normal work 
duties entail. 

Dependency of initiative on the CSR activity 

The ‘Marks & Start’ initiative is totally dependent on the CSR contribution of Marks & 
Spencer. 

Not only does the company provide the key resource of the initiative, viz. the work 
experience, but it also funds the cost of the initiative in terms of own staff administration 
and ‘buddy’ time together with sundry expenses incurred by the candidates. 
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Perhaps the ‘magic factor’ in the whole project is the commitment of the M&S ‘buddies’. 
‘Buddies’ are Marks & Spencer employees who volunteer to act as escorts for the 
participants on the Mark & Start programme, showing them the ropes in the world of 
retail. It is important to note that these volunteers are given specific training by the M&S 
human resources department on how to perform as effective buddies; among the 
important mentoring skills imparted is pre-sensitising the buddies to the specific 
personal and professional challenges perceived by the Mark & Start trainees, many of 
whom presumably come from ‘difficult backgrounds’. The trainees are allowed to work 
alongside their buddies and sample all aspects of a shop assistant’s duties (with the 
exception of using the money till). 

The impact of the buddying experience for the volunteer employees is hugely positive. 
Buddies questioned about their involvement in the scheme say that they feel it makes 
M&S a better place to work in: 

‘I've definitely gained an insight into the lives of people from different backgrounds, and 
it's good to realise that you have some sound business knowledge to pass on.’ 

‘I've seen people who aren't sure of themselves when they first join the programme 
grow more confident, and it gives me great personal satisfaction to see people 
achieving new goals. It's amazing to be part of something that is actually changing 
people's lives.’ 

‘We're very aware that going out on the floor and interacting with customers can be 
intimidating, especially if you've never had a customer-facing position before. So the 
buddy scheme is supposed to make sure there is always someone looking out for them 
on the floor.’ 

Contradictions between competitiveness and sustainability 

Top management at M&S dismiss the apparent contradictions between the costs of this 
CSR-LED activities and competitiveness objectives and place their trust in the good 
public relations flowing from the ‘Marks & Start’ initiative which they confidently expect 
to be reflected in consumer loyalty. 

Measuring/monitoring/evaluation system, quality assurance 

Evaluation 

All three principal partners are constantly monitoring the impacts of the initiative on 
their respective stakeholders to explore how things might be streamlined and what new 
services could be added. 

The fundamental indicator is the number of candidates who proceed to access 
sustainable employment as a result of the initiative. 

Candidate feedback is used to fine-tune the initiative process, e.g. refinements in 
‘buddy’ training, awareness training of other M&S staff members, most useful business 
areas to provide work experience, and, very importantly, after-initiative services 
(tracking, guidance and job placement). 

Partners hope that this constant scrutiny of impacts and consequent efforts to upgrade 
the programme should protect stakeholders from the dangers of lock-in. 
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M&S Evaluation 

An M&S Participant Evaluation form is processed for M&S records and is completed by 
the candidate with help from the buddy on the final day of placement. 

BITCI Evaluation 

BITCI administers an additional RfW Candidate Feedback form to be completed by the 
candidate on Action Day (the follow up day after the placement finishes) with help from 
the RFW staff. There is substantial overlap between this and the M&S Participant 
Evaluation form. 

BITCI encourages group discussion about the placements to identify highlights, 
challenges and lessons learned. Specific topics covered include: 

• Feedback on the high points and low points of the 2 day RfW training (provided 
before they start their work placement); 

• How friendly and welcoming the company staff were; 

• The quality of tasks set out; 

• Communication between staff and the candidate regarding what was expected 
of them in the role; 

• The extent to which new skills were acquired; 

• The extent to which it motivated them to seek employment; 

• Grading the placement company in marks out of 10 as a place to work; 

• Whether or not candidates felt supported by their key worker and by RfW staff 
during the programme; 

• If candidates would agree to their stories (and photos) being used in case 
studies to help develop the programme so that more people can benefit. 

All the BITCI feedback - from candidates, key workers and companies - is compiled by 
the co-ordinator into an evaluation report and ‘lessons learned’ are set out so that 
BITCI can fine-tune their procedures. 

Quality Assurance (QA) 

M&S Quality Assurance 

M&S only considers projects which fit the following criteria: 

• Does the project support employability directly or indirectly? 

• Does the work help others to help themselves? 

• Can you measure the results? 

• Can you show a lasting impact? 

QA in BITCI and One Family 

For both candidate streams the partner organisations (BITCI and One Family) operate 
a rigorous vetting process to ensure that candidates are ‘placement ready’. 
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In the case of BITCI candidates are checked for: 

• Motivation; 

• Where relevant, proof that any addiction is stabilised for 12 weeks and can-
didate is accessing counselling; 

• Stable accommodation arrangements; 

• Stable mindset; 

• No criminal record - especially for shoplifting. 

One Family checks that candidates are: 

• Genuinely ‘work-experience ready’; 

• Child care is organised and sustainable; 

• The course is right for them (they are at a sufficiently ‘developed’ stage, e.g. 
emerging from the One Family ‘New Futures’ programme). 

Communication and reporting 

The three principal partners (Marks & Spencer, BITCI and One Family) use their 
various media channels to disseminate information and promote awareness of the 
initiative. The BITCI and One Family partners accept the extra onus on them to reach 
out to their tributary organisation. 

Financial aspects 

The principal funder of the ‘Marks & Start’ initiative is the host business organisation, 
Marks & Spencer. 

BITCI’s ‘Ready for Work’ programme is also supported financially by FÁS, Anglo Irish 
Bank and the ESB. As a voluntary organisation and registered charity, One Family 
relies heavily on a range of funders and donors to deliver its services. The ‘Marks & 
Start’ initiative also benefits from EU funding in so far as the tributary organisations 
supplying candidates to both BITCI and One Family comprise voluntary and community 
groups and local area partnerships who seek out funds from diverse sources including 
EU sponsored initiatives such as URBAN and LEADER. 

The innovativeness of the ‘Marks & Start’ initiative rests not in the use of any novel 
financial instruments but in its implementation processes, particularly in the recruitment 
and training of voluntary ‘buddies’ to mentor the candidates. 

Developments 

BITC has managed successfully to have the frequency of the Ready for Work initiative 
increased from two to three programmes per year, and they have also succeeded in 
expanding the programme duration from two to three weeks of work experience. The 
expansion request was triggered by candidate feedback that two weeks was 
insufficient - it took a week to become comfortable with the surroundings and only then 
did true learning begin. 

One Family, too, would favour an expanded programme, but their candidates are 
finding it hard to get even two weeks free from childcare and personal duties. 
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So far, the initiative is only available to candidates in the greater Dublin area, but there 
are plans to roll out the initiative to other Irish cities. 

Barriers and bottlenecks include constraints on Marks & Spencer’s time availability, 
and on the flow of suitable candidates. The time constraint problem and its resolution 
have been discussed above. The flow of suitable candidates is more an issue for BITCI 
than for One Family (the volatile lifestyle histories of homeless candidates can make 
commitment to a fixed regular programme problematic for some) and M&S has 
accommodated BITCI by accepting smaller group sizes. 

Flexibility to respond to changes in the framework conditions 

M&S in both the UK and Ireland have shown themselves quite flexible in 
accommodating emerging demands from the two principal partner organisations. Its 
core business imperative must hold sway, but the Marks & Start administrator has a 
good deal of latitude in responding to innovative suggestions from the partners. 

Success factors of the initiative 

Success factors include the goodwill of the staff of all the partners involved in the 
initiative, particularly the Marks & Spencer store champions and volunteer ‘buddies’ 
whose personal satisfaction from the programme provides the enthusiastic mentoring 
that makes the initiative meaningful and memorable for the candidates. Training of the 
‘buddies’ is thus a key factor so that they are in tune with the sensitivities and 
perspectives of their candidates. 

Maintenance of close working relationships between the co-ordinators from the three 
principal partners is also vital. Each must be clear about the work pressures on her/his 
colleagues and the implications of any changes to the programme. 

Transferability 

The two key constituents for a successful programme are willing private business 
sponsors (generous in both ‘buddying’ and underwriting commitments) and efficient 
support organisations to manage the recruitment and preparation of the marginalised 
clients. 

M&S UK has encouraged other companies such as BarclayCard and Carillon to 
develop similar schemes to ‘Marks & Start’. BITCI is seeking to persuade other Irish 
businesses to act as placement providers. It is particularly interested in securing Small 
and Medium Enterprises and businesses operating in outdoor/manual labour 
environments. 

Impact of the measure on the local labour market  

Overall Impact 

The Marks & Start initiative is a win-win situation for all partners. Clearly the clients of 
BITCI and One Family are beneficiaries, but Marks & Spencer also derives significant 
benefits from the exercise - a chance to assess the candidates as potential employees; 
motivation, training and assessment of ‘buddy’ staff; goodwill in the local community 
and with the general public which will help attract customers and future employees. 
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Acceptance of the target group 

Access to meaningful work experiences in a realistic yet supportive environment is 
reported by homeless candidates as the highlight of the placement. The real-life, 
customer-facing experiences prove hugely beneficial in challenging their perceptions 
and employability issues and can provide the trigger to end the cycle of homelessness 
and social isolation. 

The programme helps lone parents make an informed decision about whether returning 
to work is right for them at this point in their life. For those who feel it is right they will 
receive references for jobs or further training opportunities. 

Candidates in both ‘Marks & Start’ streams express delight with the experience and are 
amazed how well they are looked after. 

Ready for Work candidates: 

‘It had been so long since I last worked - it’s got rid of my worries and fears. People 
acted natural around us.’ 

‘It’s made me feel alive, to get up and do something meaningful - real work with normal 
people.’ 

‘I felt respected, I feel like I’m back on the winning side.’ 

‘I loved that Friday feeling - walking home with the working people.’ 

Homeless service provider: 

‘Ready for Work offers a great opportunity for the homeless; it challenges their 
prejudice about the job market … it helps people to move on and take a step in the 
right direction.’ 

Lone Parent: 

‘I can fit in a part-time job around my child care duties if I get my act together.’ 

Effects for the involved businesses 

Firstly, the Marks & Spencer staff enjoy the direct success of the initiative in helping the 
target groups get their lives back on track: 

‘We were able to integrate someone into our company, show them new skills and 
watch them develop over a short period of time to become a real asset to us.’ 

But the initiative also helps Marks & Spencer unlock the potential of its existing staff. 
Mark and Start ‘buddies’ develop team building and interpersonal skills, and their eyes 
are opened to important social issues. New skills include greater patience and 
understanding and skills in mentoring, communication and leadership. The initiative 
allows the company to assess the development potential of these staff. 
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But, in addition to employees becoming more motivated and more skilled, the company 
improves its profile with its customers and the general public through its involvement 
with community issues. By sponsoring the Marks & Start initiative Marks & Spencer are 
seen to be directly and actively involved in addressing two of Ireland’s key social 
issues. 

In 2004, the Mark and Start initiative received the BUPA Healthy Communities Award 
supported by the UK Department of Health. In 2006, the Ready for Work programme 
was recommended by the British Quality Foundation, endorsed by the Department for 
Trade and Industry, and received the BITC ‘Big Tick’. 

Value-added created by the ‘CSR aspect’ included in the LED initiative 

The work experience afforded by the Marks & Start initiative provides the vital spur to 
these marginalised client groups to re-enter the labour market. The exposure to a real 
retail environment and customer-facing situations is far more valuable than any role-
playing simulation offered by the training arms of the client support organisations. An 
added bonus is the fact that the widespread learning from the many Marks & Start 
programmes implemented across the UK and Ireland can be co-ordinated by the 
parent organisations and quickly disseminated to benefit future programmes. 

Preventing ‘lock-in’ effects 

The principal actors - M&S, BITCI and One Family - are alive to the very real danger of 
succumbing to ‘lock-in’ to established practices of the local network. Efforts to avoid 
this pitfall are expended on several fronts, both in Ireland and at HQ level in the UK. 
For example, M&S are constantly on the lookout for new partners; they are now 
extending the Marks & Start initiative to disabled clients through partnership with 
DisabledGo, a UK internet service organisation for disabled persons. The BITCI and 
One Family organisations are actively canvassing other sponsoring businesses to 
replicate the Marks & Start initiative. They are also lobbying policy makers to improve 
the statutory services for their clients, and scrutinising emerging EU social policy for 
potential new supports. 

Lessons learned and the messages for the policy audience 

The principal lesson learned from the Irish Marks & Start initiative is that the two 
‘marginalised’ cohorts, the homeless and the one family members, can be too readily 
neglected by Irish labour market policies. The message for the policy audience is that, 
with thoughtful confidence-building measures and mentored exposure to real job 
situations, persons from these two groups can be redeemed from a life of hopeless 
dependence and transformed into positive contributors to the Irish economy. 

Future issues 

BITCI are looking into the possibility of further increasing the frequency to four 
programmes per year. 

One Family are an active partner in the growing lobby to increase the supply of 
affordable childcare facilities so that their clients could attend an extended three week 
Marks & Start programme. 
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Expectations of actors towards policy makers 

Both BITCI and One Family are pursuing an ongoing agenda with policy makers to 
increase the effectiveness of government services for their respective clients. 

• BITCI are trying to persuade FÁS, the national training and employment 
agency, to take an even greater role in the Ready for Work programme and are 
anxious to have it mainstreamed with other social inclusion initiatives; 

• One Family is actively involved with Government Departments, relevant State 
agencies and other NGOs in agreeing proposals for fundamental changes in 
state supports for lone parents - in 2006 the government proposed that the 
One-Parent Family Payment (OPFP) be replaced by a Parental Allowance (PA) 
at the same rate and conditions, payable until the youngest child reaches the 
age of eight (the OPFP applies until the youngest child reaches 18 years). 

Contact information 

Organisation: Marks & Spencer 
Contact person: Donna Harris, Recruitment Section Manager 
Postal Address: 24–29 Mary Street, Dublin 2, Ireland 
Telephone: (01) 872 8833 
E-Mail: Donna.harris@marks-and-spencer.com 
Web: www.marks-and-spencer.com 

Organisation: Business in the Community Ireland (BITCI) 
Contact person: Anna Greenhalgh, Co-ordinator of ‘Ready for Work’ programme 
Postal Address: 32 Lower O'Connell Street, Dublin 1, Ireland 
Telephone:  (01) 874 7232 
E-Mail: agreenhalgh@bitc.ie  
Web: www.bitc.ie 

Organisation: One Family 
Contact person: Elizabeth Harrington, Co-ordinator of ‘Ready for Work’ programme 
Postal Address: Cherish House, 2 Lower Pembroke Street, Dublin 2, Ireland 
Telephone:  (01) 6629212 
E-Mail: eharrington@onefamily.ie 
Web: www.onefamily.ie 
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Tremplin pour l’emploi (KNEIP)- Luxembourg 
(contributed by Arielle Feuillas, Citia) 

General information  

The pilot programme ‘Tremplin pour l’emploi’ (stepping stone to employment pilot 
programme) is a private initiative of KNEIP Communication in Luxembourg. Fund 
companies and administrators transmit information on a daily basis, whether to satisfy 
legal and regulatory requirements, to promote name awareness or for purely 
operational reasons. Managing these information flows between multiple parties and 
from multiple sources can be a time-consuming and costly business. Founded in 1993, 
KNEIP is an administrative support to the fund industry and acts as an agent for 
administrators, promoters and asset management companies, ensuring the timely, 
efficient and accurate transmission of their dynamic and static fund data. It delivers 
integrated services for the publishing of net asset values and financial notices, as well 
as the generation of financial reports. As the trusted international partner for more than 
9,000 funds and sub-funds from 16 jurisdictions, KNEIP manages information flows to 
over 1,200 information channels in 44 countries worldwide. KNEIP Communication has 
115 employees in Luxembourg and Switzerland. 

This pilot programme was developed and funded in co-operation between the private 
and the public sector: KNEIP communication SA, investments funds and banks, IFBL, 
GRETA Moselle Nord (in Lorraine, France), the Ministry in charge of labour and 
employment and ADEM (the public service for employment).  

IFBL is a foundation, created by the Association des Banques et Banquiers (Banks and 
bankers association) which is in charge of supplying vocational training for the industry.  

GRETA Moselle Nord is the member of the GRETA network in the département of 
Moselle (Lorraine region). GRETA’s are establishments of the French public national 
education system in charge of vocational training for adults. 

This pilot programme was prepared in 2007. It took place from September 2007 till 
February 2008. ‘Tremplin pour l’emploi’ aims at bridging the gap between the un-
employed and the vacancies in jobs affecting the fund industry by supplying a 
customised training programme for unemployed leading to a professional certificate 
internationally recognised. 

The programme was conceived in co-operation between KNEIP and IFBL. ADEM was 
in charge of the pre-selection of candidates whereas KNEIP CSR team and IFBL 
‘recruited’ participating banks and investment funds. IFBL supplied the training courses 
leading towards the professional certificates of Junior UCI accountant and Transfer 
Agent and was also in charge of the logistics and of the management of financial 
aspects. GRETA supplied Excel, English and soft skills training. KNEIP CSR team was 
in charge of the overall co-ordination of the programme. The programme is funded by 
investment funds and the Ministry in charge of labour and employment. 

Luxembourg is the world leading place for investments funds. This economic sector 
has recorded a constant growth during the last 15 years and needs to recruit many 
significantly qualified people. It actually faces a workforce shortage, especially for so-
called junior jobs. On the other hand, although the unemployment rate is rather low in 
Luxembourg (4.2 %), there exist unemployed in Luxembourg, and furthermore in the 
so-called ‘Grande Région’ (Grand Duché du Luxembourg, Saarland, Rheinland-Pfalz, 



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

283 

Lorraine, Région wallone, Deutschsprachige Gemeinschaft Belgiens), with good initial 
education or professional experience and whishing to turn to a sector supplying real 
perspectives.  

An important characteristic of the local labour market is that Luxembourg does not 
supply job opportunities for people with university diploma in such domains as biology, 
physics etc. Furthermore, these people (most of them being foreigners or non-native 
Luxembourgish) do neither speak Luxembourg’s language nor German in most cases, 
additional barriers to find a job in many sectors in Luxembourg. 

On the other hand, investment funds do not find enough graduates in economics, 
accountancy or management to be hired and trained to their needs. Furthermore, 
workforce shortages result in a high turn-over rate of young recruited. 

The possibility for investment funds to recruit well trained employees, either living in 
Luxembourg or commuting from border regions, should contribute to prevent them to 
transfer their activities outside Luxembourg. 

Implementation of the measure  

At the end of 2006, Mr. Kneip, CSO of KNEIP Communication SA, participated in a 
conference in which workforce shortages in investments funds, KNEIP’s clients, were 
highlighted. At the same time, the number of (long-term) unemployed in Luxembourg, 
but also in the Grande Region, is known as important. Mr. Kneip then had the idea that 
KNEIP, whose CSR activities’ main axe is educational aid, should develop an action to 
match the labour demand and supply. This also meets the idea of IFBL that thought 
that it was possible to adapt the training courses it developed in 2006 for the 
professional certificates of Junior UCI accountant and Transfer Agent to unemployed. 
The certificates were developed originally for young graduates in economics, 
accountancy or management hired by investment funds. This programme is supplied in 
French only. 

Therefore, Bob Kneip requested the CSR team of KNEIP Communication SA to 
conceive such an initiative targeted at unemployed with no initial qualification in 
accountancy, economics or management or experience in investment funds. 

The CSR team (2 persons) first got in touch with a couple of investment funds in order 
to ‘test’ their acceptance of such an idea and make them define what intrinsic abilities 
(pre-required competences) the applicants to Junior ACI accountant and/or Transfer 
agent jobs should satisfy. These were the following: an initial education level or 
professional experience equivalent to BAC (A level) + 2 years at least, basic know-
ledge of English and computer skills, being at ease with figures. These core com-
petences have then been ratified by the training commission of ALFI (professional 
organisation of investments funds in Luxembourg), although some reluctance towards 
the feasibility of the programme still were to be noticed. This barrier was indeed 
overcome by the dissemination of a CSR culture: Can investment funds that develop 
so successfully in Luxembourg stay indifferent to the situation of the environment to 
which they belong, especially if they can in the end benefit from it by reducing their 
workforce shortage? 
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Due to their knowledge of the sector and of the training programme leading to Junior 
UCI accountant and Transfer Agent certificates, IFBL and the CSR team of KNEIP 
(having long-standing prior relationships being beneficial for the joint development of 
the curricula) also knew that potential applicants should be French speaking, highly 
motivated, have a high capability to follow intensive courses and a good level of 
resistance to stress. 

Therefore, it was clear that, in addition to the training programme of IFBL, a training 
programme as regards English, numerical capabilities and also soft skills had to be 
implemented. Furthermore, the trainees should be given a good knowledge of the 
sector of investment funds and good ‘human’ support along the duration of the 
programme. GRETA was therefore selected to supply Excel, English and soft skills 
training because of its high level quality for training in these domains and also because 
it has experience in training people that operate a vocational redeployment. Further-
more, it was decided to supply mentoring to trainees, by employees in investment 
funds on a voluntary basis and in their spare time. 

KNEIP CSR team and IFBL ‘recruited’ investments funds and banks ready to supply an 
internship (training on the job) to one or several applicants to the programme once they 
followed the theoretical training at IFBL. Enterprises had to sign a commitment to 
supply this internship and to fund the programme up to € 2,000 per trainee took in. This 
was considered a rather small amount against the background of the chance to reduce 
workforce shortage. 

The programme was presented to ADEM in order that it ‘pre-selects’ adequate 
potential applicants. The main difficulty ADEM feared was that it would not find enough 
people satisfying the requested criteria in Luxembourg. 

The programme and budget were also presented to the ministry in charge of labour 
and employment in June 2007 that accepted to finance it as a pilot programme. 

Characteristics of the practice 

The initiative ‘Tremplin pour l’emploi’ has been officially launched in September 2007 
with the signature of their involvement by participating banks and investments funds. 

ADEM promoted the programme at unemployed by actively approaching potentially 
interested registered unemployed that were assumed to fit the criteria and conducted 
face to face interviews with 70 potential applicants and almost as many telephonic 
interviews. Out of these, 32 persons have been invited to attend a workshop that took 
place at ADEM in October 2007 with representatives of ADEM, GRETA, KNEIP CSR 
team, IFBL and of the investment funds industry. The objective of the workshop was 
first to present the investments funds industry and the contents of Transfer Agent and 
of Junior UCI accountant jobs. At his stage, 29 applicants confirmed their interest for 
the industry and for participating in the programme. 

These 29 persons have then been interviewed by IFBL and/or CSR team represent-
tatives during 10 to 15 minutes in order to check they satisfied the core pre-required 
abilities. Finally, 14 applicants have been selected to pass an ‘in-depth recruitment 
interview’ and numerical tests. They all have been selected to be presented to 
participating investment funds during a ‘speed recruitment day’.  
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The speed recruitment day also took place in October 2007. All 14 applicants had a 10 
minutes interview with all of the 8 participating investments funds. In the end each 
applicant ranked from 1 to 8 the investment funds where they would most prefer to 
have their internship, investment funds doing the same with trainees. KNEIP CSR team 
was in charge of matching the two rankings and to decide the ‘allocation’ of trainees to 
investment funds. 

The 14 candidates followed 400 hours of customised training from November 2007 to 
January 2008. 200 hours at IFBL were targeted towards the professional certificates of 
Junior UCI accountant and Transfer Agent, issued by ALFI and the IFBL. It must be 
stressed that candidates followed the same training programme as any other ‘ordinary’ 
trainee as they have to pass the same examination, but more time was devoted to 
courses. The remaining 200 hours focused on English, Excel and soft skills, training 
supplied by GRETA.  

It must be stressed that such a training programme is very demanding. Trainees had to 
work very hard not only during courses but also during evenings and weekends.  

Training was followed by a 4 weeks internship in February 2008 with one of the 
participating banks or fund administrations. It is interesting to note that at this stage all 
participating investment funds were favourably impressed by the quality of the trainees. 
All their initial doubts or reluctances as regards the feasibility and/or success of the 
initiative were finally removed.  

An important characteristic, and success factor, of this initiative is the importance 
dedicated to successful integration into the industry and to human aspects. Thus, 
several ‘social’ activities have been organised by KNEIP CSR team and IFBL during 
the programme such as visits of banks, investments funds and administrations and 
lunches or informal meetings with representatives of the industry. Furthermore, all 14 
applicants did benefit from the support of a mentor, an employee from KNEIP or from 
participating investment funds. Mentors were acting on a voluntary basis and have 
been ‘trained’ by KNEIP CSR team to their role which is to give advice to and 
encourage their ‘godchildren’. The rule was the mentor should not work in the enter-
prise where his/her ‘godchild’ will have his/her internship in order that dialogue with 
trainees is easiest. This mentoring part of the initiative is totally in line with CSR: Not 
only should the top management be involved in CSR activities, it is important that 
employees also contribute to the community which proved indeed to be also an 
important factor developing the motivation of employees. In total, 11 mentors have 
been active out of which 4 are employees from KNEIP. 

The training costs for the 14 candidates amount to € 108,000, out of which € 80,000 
are funded by the Ministry in charge of labour and employment and € 28,000 by 
participating investment funds. In addition, management and co-ordination costs of 
KNEIP and IFBL are estimated to represent the equivalent of 1,000 hours, i.e. more or 
less € 68,000, costs which are totally taken in charge by KNEIP and IFBL, respectively. 
Furthermore, those trainees that benefited from unemployment allowances or RMG 
(minimum guaranteed income) continued to benefit from it during all the duration of the 
programme. 
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Impact of the measure on the local labour market  

All 14 candidates followed the entire programme, whereas the organisers expected a 
rate of 80 % of candidates would follow the programme until its end.  

All 14 trainees were required to pass every exam of the two certification programmes 
during their training period. They all obtained the Transfer Agent certification and 12 
out of 14 have qualified for the Junior UCI accounting certification, with global average 
results lying between 76 % and 90 %. The results of the Test Of English for 
International Communication (TOEIC) are also quite good: an average of 724 points 
out of 990 has been obtained by all candidates. 

All 14 candidates were proposed a job in the funds investment industry following the 
internship whereby it must be recalled that investments funds did not commit 
themselves to recruit these people. Only one applicant finally refused the job proposal. 
Out of the 13 people hired, 7 have an unfixed-term contract. 

This initiative demonstrates that a vocational redeployment to a new domain can be 
conducted successfully. This is an important point not only for unemployed but also for 
investments funds which foresee new perspectives for filling their jobs needs and 
reducing workforce shortage. This could lead to an evolution of their recruitment 
culture.  

The initiative ‘Tremplin pour l’emploi’ also demonstrates that CSR and competitiveness 
are not contradictory. Indeed, this initiative proved to be ‘win-win’ for all stakeholders. 
Unemployed found a job in a sector of activity which supplies good perspectives of 
growth and of vocational evolution. Employers discovered that they have indeed more 
recruitment perspectives than they thought by enlarging the potential profiles and hired 
motivated employees that also proved a high level of personal commitment. KNEIP 
Communication, IFBL but also ADEM and GRETA reinforced their credibility with their 
‘clients’. 

This kind of initiative can be transferred to other sectors/regions providing that the 
success factors are combined, i.e. designing the initiative with the potential employers, 
and their formalised involvement since the very beginning, vocational training supplied 
by institutes/organisations recognised by the industry concerned, mentoring of trainees 
by employees of the industry, close monitoring of the initiative including from a human 
perspective and easy and close communication between partners. 

It is important that public authorities finance such initiatives, the cost of which is 
considered too high for enterprises to take it in charge entirely. Public authorities must 
take their responsibility towards the target group, i.e. unemployed. In the end, when 
unemployed are hired, this anyway will represent a decrease of unemployment 
allowances paid by public authorities.  

On the other hand, the financial commitment of private actors certainly contributes to 
the success of such a programme. As they pay they do not realise a pure ‘altruistic’ 
action but target a ‘return on investment’. 
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Future issues 

A second edition of this programme is actually taking place since March 2008, with 15 
unemployed from Lorraine, funding by ASSEDIC (French unemployment allowance 
system). Interestingly enough, the profile of the trainees is different: lower level of initial 
education and the success rates are for the moment at least equal. It is expected that 
this programme will be renewed in the Lorraine region, where the unemployment rate is 
almost twice as high as the unemployment rate of Luxembourg.  

‘Tremplin pour l’emploi’ is therefore also an interesting example for European border 
regions, taking into account, nevertheless, that in this specific case there is no 
language barrier between France and Luxembourg on the one hand and that 
commuting from Lorraine to Luxembourg is already quite developed on the other hand. 

A third edition of ‘Tremplin pour l’emploi’ is intended to take place in Luxembourg. IFBL 
intends to split the initiative into one conducted as the first one and one leading to the 
Transfer Agent certification only. This would allow integrating unemployed with lower 
initial abilities. 

Some participating investments funds would be in favour of a longer internship period. 
This is difficult to implement because when unemployed do not earn unemployment 
allowances, this implies for them a longer period without any income as they do not 
earn anything during the internship. 

IFBL considers the possibility to adapt this initiative to other jobs of the finance 
industry. The professional organisation of barristers also reflects about conducting the 
same kind of initiative as barristers face workforce shortages for judicial secretary’s 
jobs.  

Finally, Mr. Biltgen, the Minister in charge of labour and employment, has expressed 
the wish that this experience should be adapted to the trade sector where there exist 
also workforce shortages. 

Contact information 

Organisation: KNEIP Communication SA 
Contact person: Mrs Catherine LEBRUN, CSR Team 
Postal address: 26/28 rue Edward Steichen, P.O. Box 729 – L-2017 Luxembourg 
Telephone, Fax: 352 227 277 360 / 352 227 337 
E-Mail: CSR@kneip.com / catherine.lebrun@kneip.com 
Webpage: http://www.kneip.com 
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Michelin Development Foundation - Poland 
(contributed by Rafał Żuromski, Entrepreneurship and Economic Development 
Research Institute) 

General information  

Fundacja Rozwoju Michelin is a private foundation created by the Michelin Company. It 
was launched in June 2004 and has a permanent character (no ending date is 
planned). Its main aim is the support of small and medium-sized companies (SMEs) 
employing up to 250 persons which are located in the Warmińsko-Mazurskie 
Voivodeship. The foundation is an independent unit in the structure of the company 
and has its own management and Board of Supervisors, both of which consist of 
Michelin employees. The foundation created 2 new work places in the structure of the 
company, of which one person - the Vice-President of the foundation - since 2008 
works additionally as a Chief of Communication Officer of Michelin Polska. When 
needed, the foundation is also supported by employees from other departments of the 
company (lawyer, financial expert, accountant). The foundation is financed from the 
own resources of Michelin Polska, no EU-funding is used. There is no fixed annual 
budget, instead it is determined proportionally according to the action plan for every 
year - the main criterion is the number of workplaces to be created each year. This 
number is planned to be gradually increased every year, the estimated amount of 
money intended for one workplace varies between PLN 15,000 - 20,000. The overall 
budget is ‘flexible’ and may be increased according to the needs - such decision is 
made by the Board of Michelin Company. 

The geographical area which is covered by the initiative is limited to the Warmińsko-
Mazurskie Voivodeship, about 100 km circle around Olsztyn. The region is situated in 
north-eastern Poland, its capital and largest city is Olsztyn (Michelin plant is located 
there). It is inhabited by 1.4 million people and is the least densely populated region in 
Poland. The region is mainly of agricultural and tourist character with an increasing role 
of services. The industry is rather poorly developed, its branches include furniture 
production and food processing. It is also the second largest tyre production centre in 
Poland (Michelin). Other notable foreign investors in the region include Ikea, Philips 
Lighting, Heineken, Smithfield Ford. The Voivodeship is affected by the highest level of 
unemployment in Poland. The average rate of unemployment refers to 19.6 %, and up 
to 33.2 % in some parts of the region (as of January 2008). 

The described initiative is not embedded into the wider policy framework and is not 
connected to any plans/programmes concerning Local Employment Development 
(LED). It is run and managed solely by Michelin Polska. 

Implementation of the measure  

The initiative of the Michelin Company is realised by its foundations in different 
European countries and is the company’s instrument to realise an idea of Corporate 
Social Responsibility (CSR). The initiative in Poland has been founded on 29 June 
2004 and was the first one in the Eastern European states. It has been initiated by the 
central headquarters of Michelin in France, but Michelin Polska was its main founder. 
The main aims for starting the initiative have been declared as increasing the technical 
and organisational level of SMEs, stimulation of the development of SMEs in the 
Warmia-Mazury region, creation of new, stable work places. These aims are based on 
a declaration included in the Charter of Performance and Responsibility Michelin 2003 
which states that ‘[Michelin has] a responsibility to participate in the economic develop-
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ment of the regions where our plants are located and to help to create new work places 
outside our company. We will engage our experience and financial resources in 
achieving this’. The initiative also helps to promote Michelin by building its positive 
image of a socially responsible company in the society. The CSR aspect, however, is 
declared as being much more important. The company also builds relations with the 
local government, business institutions and learns about the local business environ-
ment. The activities of the foundation are promoted among its target group by network 
of partnership institutions (business organisations, banks etc.), advertising in the local 
media and sometimes directly, by phone or mail. 

The initiative has been continuously developing since the beginning, although every 
year periods of lowered activity have been observed. This is due to the fact that the 
investments in supported companies have seasonal character, and depend on the 
season of the year, the availability of support from EU structural funds etc. The initiative 
offers two forms of support: economic (loan guarantees for investment loans for 
companies) and technical (free consulting services). The support is assigned by the 
board of supervisors, which acts in agreement with the management of the foundation 
and is accepted in Michelin headquarters in France (their opinion, however, is not 
decisive). 

Several barriers have been encountered during the development of the initiative. First 
of all, the number of good projects applying for support is relatively small, which is 
caused by limiting the target group to the production SMEs from the Warmińsko-
Mazurskie Voivodeship. The projects must also be aimed at creating new workplaces 
and furthermore, the company must be able to sustain the created workplace and to 
pay the credit rates. The second barrier is the lack of a well-developed network of co-
operating partners in the region, the flow of information between them is not smooth, 
and the contacts have mainly informal character. In France, the Foundation receives 
the signals from banks and labour offices concerning enterprises which are seeking 
assistance and this increases the effectiveness of the initiative. In Poland, there is 
currently no co-operation with labour offices, it is however possible in the future. The 
problem connected with potential co-operation is that the initiative has slightly different 
aims than labour offices, which simply combat unemployment; the assistance of the 
Foundation on the other hand must be connected with investments. 

Characteristics of the practice 

The target group of the initiative are solely small and medium-sized production 
companies from the Warmińsko-Mazurskie Voivideship. The choice has been made to 
support the production companies, as some aspects of production are similar for all the 
companies from this sector and since Michelin has a significant knowledge in this field 
it may use it to support them effectively. The initiative is strongly connected with the 
CSR activity of the company - it is free of charge for its beneficiaries, creates no 
income and has been launched with intention to support the development of the local 
enterprises and creation of work places. 

The initiative features several partner institutions, the co-operation with them, however, 
is mainly informal and they do not contribute directly to the basic activities of the 
foundation, instead they participate in promotional activities, know-how transfer, new 
initiatives etc. The foundation co-operates closely with the City Council of Olsztyn as 
well as the Warmińsko-Mazurski University in development of Scientific-Technology 
Park which will support local SMEs in their initial stage of development. Moreover, the 
Foundation has a function of intermediary body/transfer of knowledge facilitator 
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between business and science (in case if SMEs need specific scientific knowledge, the 
foundation helps them establish a co-operation with particular academic/R&D units, 
and similarly the academies help local entrepreneurs to obtain e.g. technical assistance 
provided in the Michelin factories). The co-operation with Olsztyńska Szkoła Biznesu 
(Olsztyn Business School) includes the organisation of the Top Mazur contest which 
awards prizes to the best enterprises in the region. Activities related to providing 
financial support to SMEs are realised in close co-operation with representatives of the 
banking sector. The banks often direct enterprises seeking for financial assistance to 
the foundation which helps them in obtaining credit21. The foundation also exchanges 
information with entities representing handicapped people (Warmińsko-Mazurski 
Sejmik Osób Niepełnosprawnych - Warmińsko-Mazurski Seym of Handicapped 
People) about the possibility of employment of the people in SMEs. There is no regular 
communication routine between partners; contacts are being made according to the 
needs. 

The foundation provides companies in the region with two types of assistance: 
technical (counselling) and economical (loan guarantees for investment loans). 
Technical assistance is becoming the main form of support in recent time and more 
and more companies are receiving it. The counselling covers many different fields such 
as external audit, management, financial issues, organisation of work, quality systems, 
IT issues, workplace safety, environment protection etc., and is conducted by Michelin 
experts. The representatives of the companies are invited to the Michelin factory where 
they can ask for advice or observe the solutions adopted by Michelin, these sessions 
are prepared individually for each company. In the near future there are plans to launch 
‘factory tours’ for entrepreneurs to enable them to study technological and 
organisational aspects of production.  

To be eligible for economic assistance, it is necessary to create durable, new 
workplaces. The value of loans varies from PLN 80,000 to PLN 240,000 and the 
required own contribution is about 30 %. The only cost paid by SMEs for the loan is a 
cost of WIBOR (Warsaw Interbank Offered Rate - the interest rate of loans on the 
Polish interbank market), which is about 4.5 %. The margin of the bank is paid by the 
foundation. The loan can be granted for: machinery, equipment, IT software, renovation 
or adaptation of premises etc. The value of the granted guarantee depends on the 
number of created new workplaces (as result of investment) - ca. PLN 16,000 per 1 
workplace. To apply for support, in both cases entrepreneurs have to fill an application 
and send it by mail or e-mail to the foundation. Information in the application form 
includes basic data about the company, type of assistance it looks for and the 
predicted outcome of the assistance.  

In case of technical assistance the Foundation looks for an appropriate expert and 
contacts the company to determine a possible date for a meeting. In case of economic 
assistance, the company is first invited for a meeting, then, after initial approval it has 
to provide some documents (business plan together with calculation of outcome, 
financial balance and a declaration of not being behind with social insurance and 
Revenue Office fees) and apply for a loan in the bank. After the bank accepts the 
application, the company is invited to the foundation again to present the project. If the 
project is accepted by the Michelin experts, the decision is forwarded to the bank which 
grants a loan. 

                                                 
21  In case of problems with preparation of application/business plan Michelin provides assistance, 

besides that they provide guarantees as mentioned below. 



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

291 

Technical assistance is evaluated through surveys measuring the level of satisfaction 
of beneficiaries. Economic assistance is not evaluated through surveys, in this case the 
indicator of success is the number of created workplaces. After the support is granted, 
Michelin regularly checks with the company and monitors whether it pays the loan. The 
company declares to keep the work place for the period of at least three years, 
however, there are no consequences should it fail to happen. The reports concerning 
the activity of the foundation and its financial condition are regularly sent to the Ministry 
of Economy, they are not, however, published on the website or in other forms. 

Among the strengths of the initiative one can mention the large group of experts 
involved in technical assistance given to companies (they are experts working for 
Michelin), the size of the company and high level of its innovation and the fact that this 
is the only initiative of this kind in the region - providing support and assistance for 
companies free of charge and without taking profits of it. Weak sides of the initiative are 
the low level of knowledge about it in the society, the lack of appreciation of counselling 
as a form of support among companies, companies which apply for assistance 
sometimes cannot be helped in any way. Another problem includes the low number of 
good projects which qualify for assistance, projects do not always include the creation 
of work places, in case of loans sometimes it occurs that after purchasing the new 
machine the number of workplaces in the company is reduced (this is the general 
problem in the production sector). Also in the first period of foundation’s existence 
some ‘immature’ projects were accepted and later turned out to be ineffective. This was 
due to the lack of experience and intuition of the staff. Presently, the projects are being 
assessed with greater care. 

The initiative is elastic and can be adjusted according to the current needs (decisions 
are taken by Michelin). The only problem that cannot be overcome is connected with 
human resources - the physical number of experts involved in technical assistance is 
limited and cannot be increased easily and quickly. The budget is flexible and can be 
increased (to a reasonable extent), however, such situation has not yet occurred. 

There are several factors indicating that the initiative brings effects. Apart from the 
increasing number of companies that receive both kinds assistance, the foundation is 
more and more present in the local media. The level of knowledge about it is also 
increasing among the companies and more of them apply for assistance. 

Impact of the measure on the local labour market  

The relevance of the initiative in creating workplaces in the region as a whole is 
relatively small, this is because it is not aimed at eliminating unemployment in general 
but targets at a specific group of production companies. Even within this group there 
are simply not enough resources to support all the companies that apply for it. 
Generally speaking, the assistance caused effects in the supported companies, but in 
the reference to the region this effect is rather small. The initiative is considered as 
important and helpful among its target group but since this is the only initiative of this 
kind offered in the region, companies are still cautious about it, but more and more of 
them learn about the foundation and its activities and in result apply for assistance. 
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Since the beginning of the initiative 15 companies from the region have been assisted 
financially, and as a result 218 durable workplaces have been created (17 projects 
have been supported - two companies realised two projects each). The amount of 
money engaged in this assistance is over PLN 2,700,000. At the same time 24 
sessions of technical assistance have been conducted within and outside the Michelin 
factory. The foundation did not specify the exact number of participants of these 
sessions, because sometimes they are organised as open workshops/lectures for 
many participants. The foundation representative stated that so far no beneficiary was 
dissatisfied with the received assistance. 

Future issues 

Currently, there are no plans to expand the initiative to different regions or target 
groups (Michelin philosophy and capabilities limit beneficiaries to production com-
panies, such situation occurs in all countries where such initiatives are operating). 
There are also no plans to change the character in the nearest future because the 
initiative is at the early stage of development. It is planned, however, to increase the 
number of enterprises which are covered with both kinds of assistance in the future. 

Contact information 

Organisation: Fundacja Rozwoju Michelin (Michelin Development Foundation) 
Contact person: Mr Wojciech Sobina, Ms Marta Markocka 
Postal address: ul. Leonharda 9, 10-454 Olsztyn 
Telephone: +48 89 539 41 00, Fax: +48 89 539 40 90 
E-Mail: wojciech.sobina@pl.michelin.com, marta.markocka@pl.michelin.com 
Webpage: 
http://www.michelin.pl/pl/front/affich.jsp?codeRubrique=20060724161724&lang=PL 
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Grupa Lotos - Poland 
(contributed by Rafał Żuromski, Entrepreneurship and Economic Development 
Research Institute) 

General information  

Grupa Lotos is an oil concern based in Gdansk, Pomorskie Voidodeship. It is the 
biggest company in the region, employing over 4,500 people and listed on the Polish 
stock market. The decision concerning building a refinery in Gdansk was taken in 1972. 
Currently, the company is a very important producer and distributor of high quality oil 
products in Poland.  

CSR activities carried out by Grupa LOTOS are supervised by the company’s 
President of the Board. The implementation of the CSR strategy is co-ordinated by the 
Communication Office which will soon be assisted by the interdisciplinary team respon-
sible for the CSR strategy in different areas. The team will be comprised of high-level 
managers working in the company and will be reporting directly to the Board. Currently, 
the activities are co-ordinated by the Chief of the Communication Office. CSR tasks are 
conducted by employees within the Office who are responsible for internal and social 
communication as well as employees in other units of the company. They deal with 
CSR activities in different fields, such as environment protection, HSE, human 
resources management. The total number of employees involved in the CSR activity in 
the company comes to about twenty. Some CSR initiatives realised by Grupa Lotos are 
temporary while others do not have any time limits. Their duration is determined mainly 
by the aims and expected outcome of the given initiative and depends on different 
factors such as the assumed perspective of reaching the goals, seasonal character of 
the labour market and education cycle, company’s strategic goals, timetable realisation 
etc. As a result, some projects have cyclic character while others are framework 
programmes of co-operation with specified partners. The earliest initiatives were 
implemented shortly after Grupa Lotos was created and many Good Practices 
elaborated at that time are being used to the present day, especially in the field of the 
human resources management. 

The company assigns a certain amount of financial resources for different areas of 
CSR activity. They come exclusively from the company’s own resources (generated 
profits), no external sources of funding (such as EU Structural Funds) are used. The 
company did not specify a separate budget for the CSR activity but dedicated certain 
funds for each unit to accomplish CSR projects. 

Grupa Lotos’ CSR strategy features co-operation with partners who are highly 
regarded among the society, especially ones that are knowledgeable about certain 
issues such as environment protection, education or the situation on the local labour 
market. It allows the company to adjust its course of action to the real needs and 
expectations at local and regional level. For instance, co-operation with universities 
takes into consideration not only the staff needs of the company, but also the 
development plans concerning specific studies and specialisations operated by 
universities in the given regions. The situation on the local labour market was carefully 
analysed when restructuring policy for companies taken over by Grupa Lotos was 
being prepared.  
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To ensure consistency of company’s development goals with the development needs 
of the region, Grupa Lotos co-operates with Self-Government Units, labour offices, 
schools and universities. Additionally, representatives of the company participate in 
works carried out by Voivodeship’s commission of social dialogue which analyses the 
situation and development plans in the key areas of the region in which the company is 
located and which are important for country’s social policy. 

The CSR activity of Grupa Lotos is concentrated in the regions where company units 
are located, especially in Pomorskie, Śląskie, and Podkarpackie Voivodeships, 
although some activities are carried out at national level. Activities presented in the 
study are concentrated mainly in Pomorskie Voivodeship where the company’s head 
office is located. The region is situated in northern Poland and is adjacent to the Baltic 
Sea. Its capital and the largest city is Gdańsk. Most of the company’s CSR initiatives 
are located here. The region is inhabited by 2.2 million people. The main sectors of 
economy feature shipyards (in Gdańsk and Gdynia), petroleum industry (Lotos), food 
processing industry, also sea ports in Gdańsk and Gdynia. Several universities are 
located here featuring University of Gdansk, Politechnika Gdańska (Gdańsk University 
of Technology) and Akademia Medyczna (Medical University) in Gdańsk. In May 2008, 
the unemployment rate in the region was 9.3 % (10 % for Poland) and at the same time 
two cities from the region - Sopot and Gdynia - had the lowest unemployment rate in 
Poland (below 2 %). 

Implementation of the measure  

Grupa Lotos states that currently no company is able to function without taking into 
consideration its social and environmental surroundings, and therefore regards its 
obligatory and voluntary CSR activity as a form of civic commitment. Therefore, the 
main reason of launching the CSR activity was just the fact of running a business and 
the responsibility that lies on the company which arises out of the created workplaces 
and its influence on the environment. This approach may be supported by the fact that 
Grupa Lotos has been implementing CSR activities almost from the very beginning of 
its existence. Realisation of these activities is not motivated by the will to advertise the 
company. Dissemination of objective and reliable information about the company’s 
CSR activities helps to retain transparency, to increase the level of trust in the 
company and its management, to win social acceptance and as a result to increase the 
value of the company. Altruistic reasons for launching CSR activity stand in accordance 
with personal beliefs of the company’s management staff, they are not, however, a 
prevailing factor for making decisions which involve the financial resources of the 
company. This is due to the fact that Grupa Lotos is a stock company, and therefore is 
obliged to carefully administer the financial means of its shareholder’s. This means that 
realisation of every activity is preceded by the detailed analysis of its accordance with 
the aims of company’s social policy and expected results which are aimed at 
counteracting or neutralising the important social and environmental problems that are 
considered important by the company’s key stakeholders. 

The company evaluates the importance of realised initiatives as having significant 
impact on both, region’s promotion and development. Grupa Lotos is engaged into 
projects which are important for specific groups of stakeholders which results in 
meaningful benefits such as: increasing the number of workplaces, improvement in the 
quality of education on engineering studies, reduction of energy use, protection of 
some animal species etc. Besides such direct involvement there is also some indirect 
impact connected with the taxes paid by the company which increase the region’s 
budget and by supporting the friendly environment stimulating new economic initiatives 
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which may contribute to improving the quality of life in the region. Evaluation 
procedures adopted by Grupa Lotos assume gathering data from partners who report 
the effectiveness of realised activities and degree of their accordance with previously 
set aims. This data is further analysed by specially delegated employees, basing on 
these analyses further decisions concerning the given initiative are being made. The 
outcome of analysis may result in modifying or stopping the initiative, if it does not bring 
the expected results. Representatives of Grupa Lotos are also members of 
organisations which are responsible for the implementation of certain projects. 
Because of that, they have an opportunity to monitor and to influence the decisive 
process directly. The current and periodic monitoring of CSR activities is performed by 
the units which are responsible for implementation of these activities in the individual 
business fields of the company. CSR activities previously were listed in the annual 
financial reports published by the company. In 2007, Grupa Lotos published the first 
issue of Environmental Report. In addition, the Corporate Social Responsibility Report 
2006 - 2007 was published for the first time in 2008. It has been prepared in 
accordance with the international Global Reporting Initiative standards. The company 
intends to put its CSR activity to the evaluation of its stakeholders by providing them 
with the result of the reporting system which will allow to compare CSR engagement 
realised by companies from different sectors.  

The CSR activity of Grupa Lotos is strictly connected with the company’s aims of 
development, as a result of temporary changes within the scope or intensity of realised 
activities. Such situation occurred during restructuring of the companies taken over in 
southern Poland which resulted in the change of priorities of pro-social activity. The 
good example of growing involvement of the company into such activities is the triple 
increase of financial means assigned to pro-ecological investments in 2006 - 2007. In 
this case such an increase was connected within implementation of the key investment 
project (10+ Programme). The social dialogue with key groups of stakeholders is 
perceived as significant by the company. Its aim is not only to recognise expectations, 
but also to gather opinions concerning the company’s actions. Grupa Lotos also 
analyses changes in the social, environmental and legal surroundings and basing on 
this knowledge is able to modify the existing initiatives or to launch new ones. Such 
adjustments however, can be made upon conditions in accordance to the long-term 
strategic aims of the company as well as plans concerning CSR activity. Among factors 
showing that the CSR activity of Grupa Lotos is bringing the results, one can mention 
social acceptance manifesting itself with significant rise of the company’s value which 
has increased six times during the past 5 years. Another factor showing social 
recognition of CSR activity is that Grupa Lotos has received many awards and 
distinctions in the past years which were awarded by independent business and 
environmental organisations and has also taken high positions in various ratings which 
included opinions from both professionals and public opinion. 

Because Grupa Lotos is a large holding consisting of many smaller subsidiaries it 
became a crucial issue to systematise and co-ordinate its CSR activity. This was done 
by devising an internal regulation concerning this area and preparing a long-term 
strategy and periodic action plans. Such approach results in increased effectiveness of 
realised projects and better use of company’s resources. The strategy reduces the 
number of realised projects but at the same time it allows to develop and intensify 
initiatives which are realised within fields which have been specified during the process 
of social dialogue as having top priority for the company. The lack of consistency of 
CSR activities with company’s business and social strategy as well as a lack of clearly 
set rules of co-operation with external partners are perceived by Grupa Lotos as 
examples of bad practices which should be avoided by any company. 
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Characteristics of the practice 

Grupa Lotos puts into practice various initiatives concerning both, social and environ-
mental aspects of CSR. Initiatives referring to the Local Employment Development 
include actions in the fields of education and employment.  

Support of science and education is executed mainly by providing equal chances for 
talented youth from disadvantaged families, investments in science (especially 
chemistry), computers and engineering, environment protection and ecology and 
financial support of educational institutions in their initiatives’ accomplishment 
exceeding regular teaching programmes. Grupa Lotos financially supports investments 
such as: purchase of computers, equipping of laboratories and libraries, renovations of 
buildings as well as scholarships for students.  Activities in the field of education 
selected for this study include the following initiatives: assistance in modernisation and 
equipping of a chemical laboratory in Gdynia’s high school as an example of support 
for local schools, scholarships for students from two Polish technical universities: 
Politechnika Gdańska (Gdańsk University of Technology) in Gdańsk and Akademia 
Górniczo-Hutnicza (AGH University of Science and Technology) in Kraków, as well as 
participation in launching a new specialisation in Politechnika Gdańska. All initiatives in 
this field are realised in accordance with company’s social policy. 

Support for the high school in equipping its chemical laboratory is an example of Grupa 
Lotos engagement in development of educational institutions in the region. A formal 
request was made by the school headmaster and after its positive verification by the 
company the grant has been admitted. The support had a form of donation for which a 
formal agreement has been prepared, the school had to create a report confirming the 
proper usage of the received donation. Modernisation of the laboratory resulted in 
improved quality of teaching that many pupils took part in and succeed in various 
competitions. Grupa Lotos also supports other initiatives (renovations, modernisations) 
carried out by schools in the region. The procedure in every case of donation is the 
same - first the application is assessed by the employee from appropriate unit (in this 
case the Communication Office). If the assessment is positive, the application is 
verified by specially created commission that takes final decisions as long as it is to be 
taken by the Board, depending on the value of the support. In 2008, Grupa Lotos 
created a special fund intended for supporting social initiatives in the form of donations. 

The scholarship programmes are realised in co-operation with Politechnika Gdańsk 
(Technical University of Gdansk) and Akademia Górniczo-Hutnicza. The information 
about scholarships is placed in both universities after the beginning of the academic 
year. After  students are qualified for receiving the financial support, they have an 
opportunity to attend meetings organised in the company headquarters, to visit 
production facilities and to serve a traineeship (unpaid) in one of Grupa Lotos 
subsidiaries. The company states that students have a positive opinion about both 
scholarships and apprenticeships which are perceived as an investment in their future 
career.  

As a part of its involvement in education sector, Grupa Lotos co-operated with 
Politechnika Gdańska in launching new a specialisation - Technology of Refinery and 
Petrochemical Industry. The reason for this co-operation is connected with a huge 
investment task called ‘10+Programme’ as a result of which Grupa Lotos will increase 
employment in the near future and will seek highly qualified engineers. After initial 
consultations the decision was made by Politechnika Gdańska and Grupa Lotos 
declared the will to collaborate. The classes are held by company’s employees who 
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use their experience for preparing lectures, laboratory classes and student apprentice-
ships. Students who graduate will have a chance to find employment in company 
laboratories and technological units. Although no promotional activities were under-
taken, the specialisation was met with significant interest of students and during the 
recruitment procedure the number of candidates was higher than the number of offered 
places. Apart from providing potential new employees, the initiative also allows 
employees of Grupa Lotos to gain new experience connected with teaching. 

The company realises several initiatives which are connected with Local Employment 
Development and creation of new workplaces. The most significant ones in this area 
are  apprenticeships and traineeships for students and company’s participation in the 
job fair rounds. 

Currently, the company carries out four apprenticeship and traineeship programmes:  

• Trilateral Co-operation Agreement Between Grupa LOTOS, Politechnika 
Gdańska and Akademia Górniczo-Hutnicza which has been initiated by Grupa 
Lotos; 

• ‘Absolwent’ (Graduate) programme launched solely by Grupa Lotos, national 
range; 

• ‘Wakacyjny Staż’ (Holiday Student Traineeships), action realised under the 
patronage of the President of Gdańsk, regional range, Grupa Lotos is one of the 
partners; 

• ‘Grasz o staż’ (You Play For Apprenticeship), which is a national competition 
organised by PriceWaterhouseCoopers and Gazeta Wyborcza (major daily 
newspaper), Grupa Lotos is one of the partners. 

The reason to engage into apprenticeship/traineeship programmes was the company’s 
will to support students’ vocational careers and to allow them for easy transition from 
university to vocational environment. Apprenticeships/traineeships usually last 2 - 6 
weeks, the ‘Absolwent’ programme lasts 1 year. Traineeships are unpaid, in case of 
apprenticeships the salary is determined by Grupa Lotos or by the entity that organises 
it. Practice shows that usually 2 - 3 apprentices are employed in Grupa Lotos each 
year, either permanently or temporarily. Besides that 72 participants of the ‘Absolwent’ 
programme have been employed by the company so far. The information concerning 
apprenticeships/traineeships is cited in the universities and on organisers’ websites. 
Applications for the apprenticeships/traineeships are being sent by email. The following 
criteria are being considered while processing each application: 1. verification of the 
unit’s requirements in which applicant is interested in; 2. average mark from the whole 
period of studies; 3. correctly filled application; 4. additionally - knowledge of foreign 
languages. Company’s capabilities allow to fill approximately 160 - 180 positions every 
year. During the apprenticeships/traineeships every participant is supervised by the 
appointed ‘coach’. After completing the programme students fill evaluation surveys, so 
that the company receives feedback concerning the degree of satisfaction and possible 
improvements to be made and therefore, is able to adjust the programmes to the 
current needs. Grupa Lotos states that the interest in the programmes is significant and 
new applications are being sent almost every day, all participants are also content with 
the experience they gain. All activities connected with this initiative are co-ordinated by 
company’s Human Resources Management Office. 
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Another initiative referring to employment issue is Grupa Lotos’ co-operation with the 
local Labour Office and participation in the job fair rounds. According to the Act on 
Employment Promotion and Labour Market Institutions the employers are obliged to 
regularly inform the Labour Offices about vacant job positions. Besides this obligation 
the company decided to co-operate with Labour Offices which have to deal with 
vocational elicitation of different social groups, also having in mind its own plans of 
employment and restructuring processes. The job fair rounds are prepared by the Local 
Labour Offices which also organise its promotion in the local media (television, radio, 
press) before and during the event. Grupa Lotos is invited for every job fair round, 
however, it does not participate in all of them, the invitation is accepted only if the 
company has vacant positions which may be interesting for the participants of such 
event. The usual number of offers ranges from several to about a dozen, these offers 
have always met with significant interests among potential candidates. The job fair 
rounds give the applicants the possibility to learn about the company, the recruitment 
process and allow them to evaluate their chances for employment. Participation of 
Grupa Lotos in the events and the co-operation with Labour Offices results in 
strengthening the image of the company on the labour market, gives the opportunity to 
present its offer to potential candidates and to support the Offices in vocational 
elicitation of unemployed people. The co-operation is highly regarded by the company 
due to the professional level of organisation of these events. Labour Offices are also 
satisfied within collaboration because of the large number of offered positions that 
appear during rounds and attractive way of their presentation. The weak side of this 
initiative is the fact that some the job offers require persons with higher levels of 
qualification than the one possessed by the average participant, so this way of 
recruitment is not always effective. The number of positions offered for employees with 
low qualifications (elementary and vocational education) is relatively low, while such 
persons usually represent the majority of job fair participants. However, since 2007 
Grupa Lotos realised the ‘Kadra 2009’ (Staff 2009) project which resulted in creating 
120 new workplaces in the company, many of these positions were filled during job fair 
rounds. 

Impact of the measure on the local labour market  

The initiatives accomplished by the company have both, direct and indirect effects on 
the local labour market. Activities in the field of education, such as financial support for 
local schools or scholarships for students do not create workplaces, however, they help 
young people to develop their interests and as a result it may influence on their future 
careers. Apprenticeship/traineeship programmes bring direct results - creation of new 
workplaces, but also allow students to gain work experience and practical abilities 
which will increase their competitiveness on the labour market. The creation of new 
specialisation on Politechnika Gdanska not only results in fulfilment the staff needs of 
Grupa Lotos, as not all graduates will be employed in the company, but qualifications 
earned in the course of studies will allow them to seek jobs in chemistry sector, and 
since there are few universities in Poland that educate specialists of this kind, their 
rarely gained knowledge will increase their chances to find attractive job. 

Activities aimed directly at creating workplaces also bring benefits. Apart from em-
ployees employed so far as a result of various initiatives, the company has launched a 
large investment programme ‘Program 10+’ which will result in creation of several 
hundred new vacancies. Some of these positions will be filled during job fair rounds, 
also trainees as well as graduates from technical universities may be employed in the 
company. These positions, however, require a certain level of qualifications and 
therefore, do not contribute to a considerable reduction of unemployment in the region. 
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Summarising, the impact of company actions on LED can be assessed as significant, 
although not always aimed at direct creation of workplaces. 

Future issues 

In 2008, the Management Board of Grupa Lotos adopted the strategic directions of 
CSR activity until 2012. It will be executed by a soon-to-be created team of company 
managers. There are also plans for the company to join organisation grouping 
enterprises which implement the best practices in the field of CSR. The basic course of 
action concerning CSR activities of Grupa Lotos will remain unchanged, however, the 
number of activities can be diminished in accordance to increase the level of 
engagement and effectiveness in those initiatives that are strategic for the company.  

Another important issue hindering the wide adoption of CSR values by Polish com-
panies is their lack of openness and understanding towards self-restricting initiatives. 
This results in a relatively low number of ethical codes adopted by the companies from 
specific industries. According to Grupa Lotos, the most important issue for popularising 
the idea of CSR activities in business is to receive the support of the State in the form 
of formal incorporation of CSR into the country’s social policy at both, national and 
regional level. This should be achieved in the course of consultations between 
environment and business organisations and all kinds of enterprises from different 
sectors. The possible tax reliefs for entrepreneurs implementing important CSR 
initiatives have also significant importance. Currently, the legal regulations which 
influence CSR activity are mostly consistent with the expectations of the company, with 
the exception of law concerning public procurement and public-private partnerships 
which according to Grupa Lotos assessment is definitely less satisfactory. 

Contact information 

Organisation: Grupa Lotos (Lotos Group) 
Contact person: Marcin Zachowicz - Company’s Spokesperson  
Postal address: ul. Elbląska 135, 80-718 Gdańsk 
Fax: +48 58 308 75 70 
E-Mail: csr@grupalotos.pl 
Webpage: www.lotos.pl 
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Oeiras PRO: Organisations’ Social Responsibility Project - Portugal 
(contributed by Antonio Coimbra, Tecninvest) 

General information  

The Oeiras - PRO initiative started in 2005 as project co-funded by the EQUAL pro-
gramme, under action 2 (PT-2004-183). After a preparation phase of about 6 months, 
the project was implemented during 2 years and its results are currently disseminated. 
It will end in December 2008. The project included transnational co-operation activities 
under the RES.COOP (Social responsibility in the Social Enterprise Sector). 

The project is led by the Oeiras Town Council (TC) which chairs a group of partners 
operating in the Oeiras municipality: 

• ISQ, a private not-for-profit association, founded in 1965, which provides 
technical services, research, development and training activities to private and 
public organisations. 

• FMP, the Foundation of Marquis of Pombal, a private entity of public utility, 
created by the Town Council, providing social services (supporting services to 
children, youth and elderly citizens and to the family integration into the 
community) as well as promoting culture, education, contemporary arts, 
scientific research and sports. It is basically funded by contributions from private 
companies of the municipality. 

• LPDM.CRS, a private charity, founded in the 1950s, which is now organised as 
a Social Resources Centre, providing services for disadvantaged persons of all 
ages, namely persons with disabilities, elderly people, children and youngsters 
at risk, among other groups. 

The partners have been actively approached by the TC and asked for co-operation. All 
partners have prior experience of collaborating with the TC. As the objectives of the 
project were congruent with the missions of all the partners recruited by the TC, all of 
the partners agreed easily to team up for the submission to the EQUAL initiative. 

The budget allocated to the project during the 2005 - 2008 period amounted to 
€ 510,000. Funding comes mainly from EQUAL. The TC, ISQ, FMP and LPDM.CRS 
also contribute, either in cash or in kind. 

The project is part of the Oeiras TC social development programme, within a set of 
innovative initiatives aiming at fostering collaborative actions between the corporate 
sector and the social sector, under the Town Council umbrella. In this way, a cross 
fertilisation process can take place, charities and other socially oriented organisations 
benefiting from the professional approach to their managerial activities provided by the 
collaborating corporations and these benefiting from a more significant and focused 
approach to their CSR activities by interacting with the charities that practice social 
work on a day-to-day basis. The social programme of the TC is overseen by a 
municipal commissioner22.  

                                                 
22  Ms. Elisabete Oliveira 
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Oeiras is a municipality or county (NUTS IV region) in the western Lisbon Metropolitan 
Area (LMA), with an area of 45.84 km² (1.5 % of the LMA) and a population of about 
170,000 inhabitants (6 % of the LMA). The capital town of the municipality, the ‘vila’ of 
Oeiras, is one of the most populous towns in Portugal. 

The municipality enjoys an activity rate higher and an unemployment rate lower than 
the Lisbon Metropolitan Area. The illiteracy rate (3.7 %) is also lower than the LMA’s 
(5.3 %). The purchasing power is substantially higher (160 %) than the national 
average. 

It has several industrial and commercial facilities and many large multinational com-
panies (such as Nestlé, Microsoft, Cadbury-Adams, Cisco Systems, General Electric, 
GlaxoSmithKline, McDonald’s, Pfizer, Ericsson and Nokia) have their Portuguese 
central offices located there, making it one of the wealthiest municipalities in Portugal. 
It is also well known by Taguspark (the premier science and technology park in the 
country) and the Jamor Valley (where the National Stadium is located). A major NATO 
command (Allied Joint Command Lisbon) and a maritime academy are located in the 
area. 

During most of the last century, Oeiras was a peri-urban area, a satellite of the capital 
city, Lisbon. Most of its resident population were working in Lisbon to where many 
thousands of commuters travelled daily. In the last decades, the municipality was quite 
successful in reducing its dependency from the capital city. Through an aggressive 
programme of private investment promotion, the county managed to attract many large 
and medium-sized companies, both domestic and foreign, together with some 
developers that invested in business parks and industrial facilities, as well as the 
academia community, currently with 2 campuses and a science and technology park in 
the area. Thus, today there is a new centrality in the county generated by the activities 
that resulted and were induced by these investments. Oeiras also benefits from a 
number of beaches in the southern part of the territory, making it a summer destination 
quite popular among Lisboners. 

Implementation of the measure  

The main reasons that led the TC of Oeiras to consider submitting the project to 
EQUAL support resulted from an analysis of the situation of CSR activities in the 
county and what could be the possible contributions of CSR activities to help in dealing 
with a number of social issues that were identified during that process. The summary 
statement of the findings of the analysis was as follows: 

• The concept of CSR was not widely disseminated among the business 
community in the municipality and the local population was not aware of its 
potential benefits. 

• Local social organisations (charities, parishes etc.) were having difficulties in 
recruiting qualified personnel, particularly for some business administration 
functions (finance, inventory and warehousing management etc.). 

• It was felt a need to have new collaborative work methods in place to help in 
attaining local development objectives in a sustainable manner. 

• Certain groups of the population at risk of social and professional exclusion 
were lacking the educational qualifications and professional skills needed to 
improve their employability. 
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• The rate at which local businesses were recruiting people with problems in 
accessing the labour market (e.g. people with disabilities) were not deemed to 
be sufficient. 

• There were deficiencies as regards the adaptation of office facilities to the 
needs of people with disabilities.  

So, to multiply CSR initiatives in the county and, simultaneously, to increase the 
employability of groups at risk of social exclusion, the following major objectives were 
defined for the project: 

• To create a centre for organisational responsibility and innovation (CRIO) 
aiming at developing, testing and disseminating management tools designed to 
facilitate the implementation of Corporate Social Responsibility (CSR) 
programmes. 

• To create an observatory of CSR activities in the municipality aiming at 
following up CSR activities in the municipality. 

• To improve the social and professional skills of the staff of selected 
beneficiaries of the project. 

• To share CSR methods and instruments with the other organisations involved in 
the transnational component of the project (France: Transares; Spain: 
RES.COOP; Italy: Empresa Giusta and Customer and People Satisfaction). 

The main beneficiaries targeted were:  

• Owners, managers and staff of the business community 

• Owners, managers and staff of NPOs 

• Local authorities 

• People at risk of social exclusion 

The project team wanted to build co-operation bridges between the enterprises and the 
social organisations of the county in such way that: 

• companies could help to improve the performance of social organisations as 
regards management processes, such as financial management, recruitment 
and selection of personnel etc.; 

• on the other hand, social organisations could help enterprises in fulfilling their 
CSR objectives by offering opportunities to exercise their CSR programmes, 
particularly in what company volunteer work is concerned; 

• through this co-operation, both sectors could contribute to enhance the 
integration of disadvantaged groups of the local population as citizens and as 
members of the working community. 

The project was implemented under an approach fostering the empowerment of the 
actors involved, notably through the creation of discussion/decision panels for de-
signing and implementing the project activities, thus promoting the improvement of 
technical and social skills of the staff of the target organisations. The target group was 
informed about the initiative by phone, e-mail, postings at the website, meetings etc. 
and co-operates on a voluntary basis. 
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The not-for-profit social organisations acted as mediators between the business 
organisations and the socially disadvantaged groups, by making available their 
knowledge of the milieu and by activating their linkages with the disadvantaged groups 
of the county, but were also beneficiaries of the process when the companies provide 
them with business training and counselling which they find useful for their current 
operations.   

The project responsibilities were allocated to the partnership according to their own 
capabilities and institutional specialisation: 

• the Town Council was in charge of the overall co-ordination and of the publicity 
and awareness programme; 

• ISQ handled the training and counselling programmes aiming at improving the 
sustainability of the jobs of social organisations; 

• FMP acted as a focal point for helping in gathering the participation of the newly 
established companies, tenants of their business incubator; 

• LPDM.CRS dealt with specific counselling to accessibility and accommodation 
matters as well as with web site design and maintenance. 

Two major barriers were felt during project implementation: 

• The first one was a rather unexpected lack of acceptance of the concept by 
many staff members of the Town Council. This needed an extra effort by the 
project management team in conducting a special inducement and persuasion 
programme (awareness lectures and workshops conducted by specialists) to 
prevent possible obstructions. 

When implementing the empowerment approach there were difficulties in gathering 
and making functional the various discussion/decision panels due to the lack of 
availability from many members of collaborating organisations, including partners, that 
were heavily involved in their daily routine activities; though this was dealt with by more 
assertive convening instructions, it implied some delays in implementing some 
activities of the project. 

Characteristics of the practice 

Due to the fact that Oeiras-PRO is a procedural and methodologically oriented project, 
the activities collectively programmed by the partners were basically dedicated to the 
setting up of a set of mechanisms and tools within a resource centre, the Centre for 
CSR and Innovation (CRIO): 

1. Design and implementation of a Centre for CSR and Innovation (CRIO) 

For designing the Centre, the partnership used existing reference documents with 
information on CSR and developmental issues in the county, such as the ‘Social 
Diagnostic of Oeiras’ [Diagnóstico Social de Oeiras] and a study conducted by 
the local Employment Observatory. To enable a more focused design of the 
Centre, the partnership conducted a survey to organisations and individuals 
located in the municipality. 
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Based on this information, a comprehensive list of issues was developed, 
covering the specific problems to be tackled by the partnership as regards: 

• enterprises; 

• not-for-profit organisations; 

• agencies of the local government (town council, parishes); 

• socially vulnerable individuals 

The issues were screened against the results of a SWOT analysis of the 
partnership aiming at establishing the thrusts and agencies that this specific 
partnership could deploy so as to contribute decisively to the overall objective of 
the project: to put in place a system aiming at promoting, developing, sharing, 
and disseminating CSR practices in the county and, simultaneously, increasing 
the employability of the socially vulnerable groups of the population in the county. 
CRIO, the Centre, was viewed as the materialisation of this fundamental 
objective.  

For implementing the Centre, the partnership designed a strategy based in 5 
major points: 

• identifying local organisations with CSR practices already established and 
interested in participating in sharing and disseminating such practices; 

• setting up a collaborative network made up with those organisations and 
mediated by the partnership; 

• promoting the active participation of the network members in the activities of 
the Centre; 

• developing a communication plan for the project; 

• building up relationships based on understanding and trust among the 
members of the network. 

and 5 sets of activities: 

• surveying and interpreting the current CSR practices in the county; 

• transferring and experimenting such practices into organisational contexts 
different from the original ones; 

• making available information on CSR practices to all participant orga-
nisations; 

• providing counseling on CSR and on business management matters to the 
participating organisations; 

• organising workshops and conferences on CSR matters. 

The Centre was installed at the facilities of one of the partners, the FMP, near the 
incubator run by this Foundation and adapted to become accessible for physically 
disabled people. It was appropriately furnished, equipped and endowed with the 
technical means (computers, software, databases, library and documentation 
centre). It was staffed by personnel recruited from the cadres of the partners, so 
creating a joint team assigned with the responsibility of launching the Centre. 
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Besides setting up the overall functioning of the Centre and its mode of 
operation, this team was responsible for carrying out the activities conductive to a 
number of specific or instrumental objectives. These are briefly discussed in the 
following paragraphs. 

2. Setting up an Observatory for Local CSR activities within CRIO  

This observatory aims at identifying and describing CSR practices occurring in 
the county and run by different organisations (enterprises, not-for-profit organi-
sations, local administration etc.) in such way that allows the interpretation and 
analysis of the methods and systems used and their transfer to other 
organisations together with a process of continuous self-evaluation. 

3. Setting up a CSR Lab within CRIO 

The idea was to encourage the practice of CSR activities in the organisation of 
and to create a county network county for social responsibility, through sharing 
existing and proved and testing them in different organisational contexts. 

As not-for-profit organisations were more in need of management development 
actions, they were surveyed by the management team to identify their major 
needs. Such developmental needs (covering themes such as organisational 
strategy, information and communication technologies, financial management, 
marketing, human resources, sustainable development) were then translated into 
an action plan, based on a matrix of co-operation opportunities, where the 
organisations in need, their specific needs and the organisations possessing the 
competences appropriate to fulfil the needs were mapped. 

From this mapping exercise, concrete training/development actions were agreed 
upon (on a voluntary basis). Some were already performed (and mentioned 
below), others were kept to be carried out when the launching period is 
concluded and project enters its standard operation mode, after 2008.  

4. Development of CSR Knowledge Platform and Communication Programme 

This is basically an internet platform designed according to the principles laid 
down in the document ‘Best Practices for Accessible Flash Design’, Bob Regan, 
(2005), allows the download and upload of documents, and benefited from the 
support of one of the organisation of the network (the Associations for Teaching 
the Blinds) so as to accommodate all directive and practices regarding internet 
accessibility by disabled citizens. 

All partners collaborated in these activities through the action of joint themes. Due to 
their different capabilities and experience of them, the TC executives tended to be 
more involved in project managing and control activities, FMP’s in facility planning and 
management and liaison with the incubating tenants, LPDM.CRS’s with liaising with 
not-for-profit organisations and identifying social needs and ISQ’s in management 
training and development issues. 
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According to an independent evaluation carried out in December 2007, the Oeiras-
PRO project: 

• effectively carried out all scheduled activities (e.g. the Centre for CSR and 
Innovation was inaugurated in May 2007 and all of its features were already 
implemented, such as the Lab and the Observatory); 

• the partnership has shown to possess all the key competencies needed 
(notably as regards technical qualifications and decision making skills) to attain 
the proposed objectives and, furthermore, was able to generate a transparent 
and collaborative climate among several co-operating institutions; 

• was able to timely resolve some shortcomings (e.g. time management and 
information processing) that occurred during the execution (e.g. by allowing 
more time to discuss matters and conduct empowerment sessions so as to 
involve as many participants as possible and by providing more resources, such 
as computers and researchers, to enable a more in depth analysis of the 
available information) and 

• reached all the objectives that were scheduled for the implementation phase 
(EQUAL Action 2) 

Besides this work directly related to the achievement of project objectives, the project 
also made possible that some collaborative work actually had taken place. The idea to 
carry out such activities which were not foreseen in the implementation plan arose in 
the discussion panels when the needs were submitted by the social organisations. In 
view of the willingness and the existence of the required resources made available by 
the business collaborators, the management made the decision to go on so their ideas 
and methods could be immediately tested on the ground. Some examples: 

• Metro de Lisboa, the operator of the underground mass transit system of the 
Lisbon area, developed a training programme on inventory and warehouse 
management for a Parish Centre running a day centre, a home for elderly and 
activity centres for the elderly; 

• The local operation of Eriksson helped a charity in redesigning its facilities 
(kindergarten and activity centre) under an ergonomic approach, particularly 
suited for children; 

• A communications consultancy supported the same charity in developing a 
marketing and communications plan; 

• The local operation of Nestlé provided nutritional counselling to the cafeteria of 
the same charity to help in programming the children’s meals; 

• Sumol, a soft drinks manufacturer, which routinely runs an internal idea contest 
to promote innovation, adapted and applied this idea contest to an incubator run 
by FMP, one of the members of the project partnership, to promote innovation 
in the shared services and common facilities of the incubator. 

Besides the above supplemental activities, there was a small shift in the direction of the 
project, also due to lessons derived from the actual practice. One of the members, the 
foundation FMP, is running an incubator of about 50 start-ups with special emphasis on 
arts and crafts. After starting to use some of the incubated SMEs as test bed for project 
methods and mechanisms the project management decided to focus exclusively the 
actions in the firms of the incubator, thus increasing the support to the sustainability of 
the current jobs of the tenants, thus disregarding other potential beneficiaries.  
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This narrowing down of the beneficiaries of the project now seems a good decision, 
because the concentration of the resources and efforts makes the whole process more 
effective. 

Besides the already mentioned independent evaluation, required by EQUAL, the 
project management conducts yearly self-evaluation exercises with the participation of 
the partners, collaborating firms, and beneficiaries. These documents are publicly 
available.  

Besides the evaluation exercises conducted so far (these, because they were covering 
the definition and setting-up phases of the process, only compared direct results of 
project activities against the ones set out in the initial project programme), the 
partnership already identified a number of indicators, in terms of both direct results of 
internal activities and of project effects in the community of beneficiaries, for the 
subsequent phase of full operation of the Centre. Some examples: 

• Number of supported disadvantaged individuals seeking jobs; 

• Number of supported disadvantaged employed needing skill improvement; 

• Number of beneficiaries (enterprises) of CSR consultancy actions;  

• Number of good practices identified (by the Observatory); 

• Number of good practices replicated (by the Lab); 

• Number of workshops carried out. 

The practice of the Oeiras-PRO project is deemed to be transferable, if adapted to the 
specific conditions of the place to where it is being transferred and obvious pre-
requisites are available (e.g. organisations willing and able to play similar roles, 
companies willing to develop CSR activities). Actually during the action 3 of the project 
(which started in January 2008 and will be completed in December), project ideas and 
methods are being transferred to 2 other groups of municipalities-incubators (as 
explained before, the accent on the target audience is now on incubating start-ups as 
beneficiaries of CSR based support). 

These are: 

• Town Council of Abrantes and ‘Tagus Valley’ incubator; 

• Town Council of Covilhã and ‘Parque Urbis’ incubator. 

Impact of the measure on the local labour market  

The project is considered a success though, due to its nature, there are no results yet 
in terms of its effects in the labour market (the few existing ‘real life’ cases mentioned 
before are, say, experimental).  

The acceptance of the CSR participants (the local businesses) is growing and 
beneficiaries seem happy with the results so far.  
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Future issues 

The findings and methods of the project are currently being disseminated to 2 special 
targets.  

After this phase ends (and EQUAL funding ceases) it is the intention of the TC to 
pursue the initiative. The new centre is deemed to be sustainable as its holds some 
value-added products (methods, mechanisms and tools developed in the last 2 years) 
and practical experience that can be used elsewhere for similar purposes, thus 
generating income for its maintenance and development.  

There is the intention of incorporating CRIO, the centre for CSR and innovation, into 
FMP, as an organisational unit of the foundation. Though, for the time being and before 
its financial viability is proved, it will remain under the financial and organisational 
umbrellas of the Town Council. 

The managers of Oeiras Pro consider that the success factors of the initiative are: 

• making available to the county social organisations a resource centre able to 
provide consultancy in CSR matters free of charge; 

• offering such free counselling within an inter-organisational collaborative 
fashion (meaning that the consultancy activities are provided free, in an ‘in-kind’ 
or voluntary basis by business organisations); 

• its location in the Portuguese territory (the Oeiras location is a success factor 
due to the already mentioned assets of the municipality, notably as regards the 
number and the quality of the organisations in presence) 

In order to sustain these characteristics they deem necessary to direct its activities in 
such way that generates responses to economic, social, cultural and environmental 
needs of the county, so as to keep a high level of societal relevance.  

On one hand, the TC is committed to provide funding for the costs with the existing 
facilities of the centre, its staff and general administration. On the other hand, there is 
still a gap, to cover direct costs of the actions in favour of the social organisations 
(these, that should remain totally free, frequently involve other costs besides the ones 
that are provided free by contributing business organisations23). The Centre 
management expects to fill this gap by generating revenues from public workshops, 
seminars, conferences and similar events and by applying to sources of public funding 
at state and European level. 

Contact information 

Organisation: Câmara Municipal de Oeiras, Social Affairs Division 
Contact person: Ms Ana Esgaio or Ms Tatiana Gomes 
Postal address: Largo Marquês de Pombal • 2784-501 OEIRAS • Portugal  
Telephone: + 351-214 160 905 
Fax: + 351-214 186 727 
E-Mail: ana.esgaio@cm-oeiras.pt or tatiana.gomes@cm-oeiras.p 
Webpage: www.cm-oeiras.pt/oeiraspro 

                                                 
23  E.g: computers and software for organization actions, venues and equipment for training actions, etc. 
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Oeiras Solidarity - Portugal 
(contributed by Antonio Coimbra, Tecninvest) 

General information  

The Oeiras Solidarity (Oeiras Solidária) programme started in 2004 by initiative of the 
local Town Council (TC). It is an open-ended operation. 

At the inception, 15 companies associated to the TC as founding members. Currently 
(2008), there are more than 60 companies actively involved in the programme. 

The operation runs without any pre-established budget as the contribution of individual 
firms is left to their discretionary decision. The contribution of the TC is provided mainly 
in kind, by allocating managerial and technical staff to co-ordinate the project and to 
provide support services to some of its activities and, in some circumstances, by 
making available the facilities and equipment that are required by the operations. 

The programme is part of the Oeiras Town Council social development activities, within 
a set of innovative initiatives aiming at fostering the participation of corporations in 
social development programmes in the municipality. The social activities of the TC are 
overseen by a municipal commissioner24.  

Oeiras is a municipality or county (NUTS IV region) in the western Lisbon Metropolitan 
Area (LMA), with an area of 45.84 km² (1.5 % of the LMA) and a population of about 
170,000 inhabitants (6 % of the LMA). The capital town of the municipality, the ‘vila’ of 
Oeiras, is one of the most populous towns in Portugal. 

The municipality enjoys an activity rate higher and an unemployment rate lower than 
the Lisbon Metropolitan Area. The illiteracy rate (3.7 %) is also lower than the LMA’s 
(5.3 %). The purchasing power of the Oeiras residents is substantially higher (160 %) 
than the national average. 

It has several industrial and commercial facilities and many large multinational 
companies (such as Nestlé, Microsoft, CadburyAdams, Cisco Systems, General 
Electric, GlaxoSmithKline, McDonald’s, Pfizer, Ericsson and Nokia) have their Portu-
guese central offices located there, making it one of the wealthiest municipalities in 
Portugal. It is also well known by Taguspark (the premier science and technology park 
in the country) and the Jamor Valley (where the National Stadium is located). A major 
NATO command (Allied Joint Command Lisbon) and a maritime academy are located 
in the area. 

During most of the last century, Oeiras was peri-urban area, a satellite of the capital 
city, Lisbon. Most of its resident population were working in Lisbon to where many 
thousands of commuters travelled daily. In the last decades, the municipality was quite 
successful in reducing its dependency from the capital city. Through an aggressive 
programme of private investment promotion, the county managed to attract many large 
and medium-sized companies, both domestic and foreign, together with some 
developers, that invested in business parks and industrial facilities, as well as the 
academia community, currently with 2 campuses and a science and technology park in 
the area.  

                                                 
24  Ms Elisabete Oliveira. 
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Thus, today there is a new centrality in the county generated by the activities that 
resulted and were induced by these investments. Oeiras also benefits from a number 
of beaches in the southern part of the territory, making it a summer destination quite 
popular among Lisboners. 

Implementation of the measure  

The Oeiras Solidarity programme stems from a diagnostic study on social conditions of 
the local population carried out in 2003 by the social committees of the county25. The 
study identified a number of problems, such as: 

• Need for more support to disadvantaged families, particularly as regards 
loneliness and depression of the elderly 

• More attention required for supporting people carrying mental illness 

• Need for more initiatives to integrate into the labour market people with 
disabilities 

• Increasing needs to develop prevention measures to drug addiction 

To help in tackling these social problems, the TC devised a number of actions that 
were organised on a county social plan. The ‘Oeiras Solidarity’ programme was one of 
these actions, specifically designed for channelling financial and in kind support derived 
from the CSR programmes of the large and medium-sized private companies head-
quartered or having significant operations in the municipality. 

As the participation of private companies was envisaged as strictly voluntary, the 
launch of Oeiras Solidarity was carefully prepared by the TC, to rapidly create visibility 
and attract a critical mass of participants. So, the TC sought the professional help of a 
communications and public relations consultancy to develop a publicity programme that 
started in September 2003 and involved several events (galas, auctions, conferences) 
and a number of insertions, articles, appearances, interviews and other awareness 
development actions in the media, including radio, television and internet. 

These promotional actions constitute a continuing programme and new events are 
added periodically, including special galas where the companies that contributed with 
outstanding CSR activities are recognised by the TC, through awards and other 
honorary mentions. In this way, a high visibility of the programme is kept which is 
instrumental for maintaining and increasing the number of participating companies.  

There are currently 62 corporations participating in the programme, most of which 
(about 2/3) are local subsidiaries of large multinationals. The largest part of the 
participants have centrally defined CSR programmes which are deployed locally by 
their local operations within approved budgeted limits as it is customary with multi-
nationnals. Their contributions are taken as part of their corporate strategy in 
supporting socially meaningful programmes which generally are not directly connected 
to their local business activities. For most of them it is also part of their publicity 
strategies. 

                                                 
25  These committees are functioning under the umbrella of the national ‘social network’ (rede social) and 

are organised at parish level (there are 10 parishes in the Oeiras county). These parish social 
committees are organised exclusively on a voluntary work basis and have as main objective to fight 
poverty and social exclusion. 
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The programme started and is running rather smoothly, without major problems. This is 
due, in particular, to the special conditions the county has in terms of the number of 
wealthy subsidiaries of large multinationals located in the area, conditions which do not 
have parallel in any other county in Portugal. 

Characteristics of the practice 

This programme operates as a social responsibility investment club following a 
‘cafeteria’ approach. Under the chairmanship of the Oeiras Town Council the partici-
pant corporations make the individual decision to participate in specific social projects 
selected from a list drafted by the TC. The corporations, besides selecting the projects 
to be sponsored, also define the kind of contribution they will be providing (financial, in 
kind, volunteer work etc.). The programme is flexible allowing corporations to start or 
discontinue their participation at their own will.  

The role of the Town Council in the programme is 3-fold: 

• identifying, assessing, documenting and regularly submitting projects and other 
initiatives of social development to be supported; for this purpose, next to own 
staff, requests, ideas and other inputs from NGOs are collected; 

• disseminating information on future and ongoing actions and maintaining 
regular formal and informal contacts with the corporate community that are 
members of the programme; 

• following up the execution of individual projects (i.e. monitoring of the outcome). 

On average, there are more than 20 new projects approved for sponsoring each year 
(the execution of some may take more than one year). The nature and magnitude of 
such projects vary substantially. The table below depicts some examples of projects 
approved in the last 3 years: 
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Sponsor Beneficiary Project/Action 

Microsoft Portugal Several institutions ‘NetSenior’ Project: computer and internet training for 
seniors who reside in home institutions in the area  

My Change Day Centre of Lage Support to regular leisure and recreational activities for 
elderly 

Merck, Sharp & 
Dohme, Solinca, 
Solplay, Amgen, 
and Clínia 

County residents ‘Live Health Week’: medical check-ups, conferences, 
workshops, fitness activities  

Nestlé and 
Carrefour 

95 children and 
youths 

Summer camp for children and youths (6 to 14) in August 
for children of low income families of the county 

Sumolis County residents Media and outdoor campaign on the prevention of 
alcoholism 

Bristol-Myers 
Squibb 

Gulbenkian Science 
Institute 

Support to a programme aiming to fight malaria disease in 
the island of Principe (Republic of S. Tome & Principe, 
Africa) 

Mota-Engil and 
Nestlé 

Parish Centre of 
Padre Dehon Support to inter-generational activities of the centre 

Nestlé and Jumbo 
Hipermarkets 

Commission for the 
Protection of 
Children and 
Youths of Oeiras 

Support to ‘Let the Children Speak”’initiative through 
providing snacks and gifts 

Tetrapack 

Association of the 
Deaf of ‘Linha’ 
(Oeiras/Cascais 
region) 

Acquisition of a 9-seat van for transportation of members 
of the association  

Montepio Geral 
(bank) Start-up 

Creation of a workshop for the manufacturing and restoring 
of musical instruments, thus promoting the self-
employment of one professional and some apprentices 

Mota-Engil 
(contractor) 

Several low income 
families 

Adaptation of several dwellings of low income families with 
members carrying physical disabilities to remove 
architectural barriers to mobility  

Bristol Myers 
Squibb Women trainees 

Prizes to distinguish people that have developed 
outstanding efforts to improve their educational and 
professional skills (2 single mothers were awarded this 
prize in 2006) 

General Electric 
(Elfun Community 
Foundation26) 

S. Bento House (a 
charity dedicated to 
help young people 
at risk) 

Support to setting up a computer lab and to improve the 
security system of the facilities of the charity (contribution 
of € 10,000 plus volunteer work of employees and retirees) 

Other actions cover support to several charities (mental illness, elderly, socially 
excluded groups etc.), scholarships, social inclusion actions, recreational activities for 
low income and other disadvantaged persons, training programmes, community 
development initiatives.  

                                                 
26  Elfun Community Foundation or GE Volunteers Foundation, a tax deductible vehicle of General 

Electric. 
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The following graph shows the Euro amount that has been invested in each year since 
the operations started in 2004. 
 

 

 

 

 

 

 

 

 

 

The number of participating firms has increased steadily since the inception of the 
programme: 

 

 

 

 

 

 

 

 
The TC publishes annual reports with details on projects approved and their sponsors 
and a short account of the performance of the operation. In 2007, 24 projects/activities 
were approved, of which 17 were selected by the corporations from proposals sub-
mitted by the TC and 7 were proposed by corporations (and accepted by the TC). The 
execution performance was 96 % (of the 24 planned project/activities, 23 were carried 
out successfully). 

The mediating role of the Town Council in selecting the most socially relevant projects 
to be supported (according to its own criteria) makes available a wider range of support 
opportunities from which the corporations can select the ones that best match their own 
CSR criteria. This makes the programme unique in Portugal. 
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On the other hand, the programme is totally dependent on the CSR contributions of the 
participating corporations. As already mentioned, the existence of a large number of 
subsidiaries of multinationals in the county was a fundamental pre-condition for the 
success of the initiative. This is a fundamental pre-requisite of the programme that 
somehow limits its ‘as is’ transferability to regions enjoying similar conditions27.  

Though there is no formal evaluation of its impact yet, the programme is viewed very 
favourably by the participating business community which is using their participation in 
their communication and PR activities. According to declarations to the press or public 
addresses during special events aiming at publicising the initiative, the favourable 
evaluation is shared by the TC as well as by most of the benefiting organisations. 

Impact of the measure on the local labour market  

The programme targets special disadvantaged groups of the population and does not 
aim, directly, at creating new jobs. Notwithstanding, through some of the supported 
actions (e.g. the above mentioned case of the creation of a musical instruments 
workshop), it has some impact on the local labour market, especially by creating job 
opportunities to the members of the targeted disadvantaged groups or by increasing 
the prospects that existing jobs are maintained in the social sector organisations that 
are beneficiaries of the programme. 

To businesses operating locally the programme offers further opportunities to enhance 
their image with the local community and with the population at large in Portugal and to 
upgrade their standing with the local government. An additional effect on businesses 
that should not be neglected is the increased awareness of the local management and 
staff of the participating companies to the social issues of the region they operate and 
to their social responsibilities as citizens and as members of ‘corporate citizens’.  

Future issues 

The growing number of participating companies is well above the initial expectations of 
the TC. This trend is likely to continue as there are currently new members in the 
pipeline. These are good news for the Town Council and for the social organisations 
that are benefiting from the programme, the more so that social conditions tend to 
deteriorate under the current slowdown of the global and national economies. 

The increase of the number of participating companies will allow a large number of 
initiatives to be supported. This, in turn, will put more pressure in terms of workload in 
the current task force that is managing the programme, within the Division of Social 
Affairs of the TC. So, it may be needed in the future that this small structure is spun off 
from the Division and become a full fledge operating unite of the Town Council. 

                                                 
27  The approach could be adapted to larger areas by appropriate regional governments, thus tapping 

bigger CSR support from a larger set of corporations and providing support to larger and more 
diversified target groups of beneficiaries. 
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Contact information 

Organisation: Câmara Municipal de Oeiras 
Contact person: Mr José Almeida 
Postal address: Largo Marquês de Pombal • 2784-501 OEIRAS • Portugal 
Telephone: + 351-214 408 532  
Fax:+ 351-214 408 568 
E-Mail: jose.almeida@cm-oeiras.pt 
Webpage: http://www.cm-oeiras.pt/ 
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Access to communication (Orange Romania) - Romania 
(contributed by Mihaela Vasvari and  Simona Gheorghe, The Chamber of Commerce 
and Industry of Romania) 

General information  

Access to communication is an initiative that defines Orange Romania’s contribution to 
the Universal Service Programme initiated by The National Regulatory Authority for 
Communications and Information Technology and implemented with the contribution of 
universal service providers (such as Orange Romania) and the public local administra-
tions. 

One of the current problems faced by the Romanian society of today is the difference 
between the rural and urban environments in terms of access to information and to 
modern means of communication. In this context, the National Regulatory Authority for 
Communications and Information Technology (ANRCTI)28, and Orange Romania29, as 
partner in the project, agreed that development and prosperity of the rural communities 
by means of technology is mandatory.  

The initiative was implemented in Romanian isolated rural establishments with a deficit 
of access to communication and internet.  

Romania has a population of approximately 21.7 million inhabitants and a surface of 
238.391 km². It is the second country after Poland in terms of population and territory in 
Central and Eastern Europe. One third of the country’s territory is covered by 
mountains and sparsely populated, which makes network rollout particularly difficult. 
GDP per capita represents 30 % of the average GDP per capita in the EU-25. These 
particularities affect the natural deployment of telephone services throughout the 
country. 

In the first trimester of year of 2008, at national level the active population was of 
9,736,000 persons, of which 9,119,000 persons were employed and 617,000 were 
unemployed.  

                                                 
28  The National Regulatory Authority for Communications and Information Technology (ANRCTI) is an 

independent institution responsible for the regulation of national markets for electronic communications 
and postal services. In its activity, ANRCTI has as main objective promotion of competition in the field 
of electronic communications and postal services and protection of the rights and interests of the users 
of electronic communications services and networks and of postal services concerning the 
transparency of the providers towards the users in terms of tariffs and conditions applicable to use of 
services, as well as in terms of processing personal data. It was set up by G.E.O no. 134/2006. 
ANRCTI was set up in September 2002 as a fully independent body, in line with the EC Directives and 
Recommendations, which call for the liberalization of the telecom  sector and full harmonization of the 
regulatory environment in Romania as future part of the enlarged EU. http://www.anrc.ro 

 

29  Orange Romania is a private corporation, the leader of the mobile telecommunication market in 
Romania with 10.088 million customers registered at the end of June 2008. Orange Romania is part of 
France Telecom Group, one of the largest communications company in the world. Its involvement in 
the two projects “Universal Service” and “Knowledge-based Economy” allowed Orange to make a con-
tribution to enhancing the access of people in rural areas to modern information and communications 
technologies, to improving computer knowledge, modernization of the education and tuition process.  
www.orange.ro 
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The rate of employed people (15 - 64 years old) was 57.7 %, having higher values for 
men (64.6 % compared to 50.8 % for women) and for persons from rural regions 
(58.9 % compared to 56.9 % in urban regions). The highest occupation rate for em-
ployed persons (15 - 64 years old) was registered for persons with a higher education 
(86.1 %). When the educational level is decreasing the rate of occupation is decreasing 
also. 

The rate of unemployed people at national level was 6.3%. The highest rates were 
registered for male persons (7.4 % compared to 4.9 % for unemployed female) and for 
the ones from rural regions (7.2 % compared to 5.3 % in urban regions). 

At development regions level: 

The activity rate for the population (15 - 64 years old) had lower values in North West 
Regions (57.8 %) and North East (58.3%) and higher values in Soth-Muntenia Region 
(65.1 %) and Bucuresti Ilfov Region (64.7 %). 

The occupation rate of the population had the highest values in Bucuresti-Ilfov (62.7 %) 
and South-Muntenia Region (59.3 %), and the lowest values were registered in South-
East Region (53.3 %) and Centre Region (55.1 %) 

The rate of unemployed people had the highest values in Centre Region (9.0 %), 
South-Muntenia Region and South-East Region (both with 8.3 %), and the lowest rates 
were registered in North-East Region (4.7 %), Bucuresti-Ilfov Region (3.1 %) and 
North-West Region (3.4 %). 

Within the initiative under consideration the responsibilities of the partners are: 

Partner 1 – The Universal Service provider – The universal service provider is respon-
sible towards ANRCTI for the provision of access and connection, at a fixed location, to 
a public telephone network and for the provision of access to publicly available 
telephone services, at a fixed location. The universal service provider must therefore 
provide, operate and maintain the access connection, as well as provide and maintain 
the terminal equipment (including insurance of equipment, service and technical 
support for administrator of the telecentre). 

Partner 2 – The local administration – management of the telecentre and provision of 
services to end-users. The local administration will ensure the operation of the terminal 
equipments in the telecentre and the end-user billing. The local administration will 
cover the costs for ensuring the telecentre location (min. 10 m²), operation (including 
personnel), management and security. Where the local administration does not have 
enough resources to fully cover these expenses, the universal service providers may 
reimburse some of the costs. 

Partner 3 –The regulatory authority – monitoring of partners’ performance and 
financing of the project. The National Regulatory Authority for Communications and 
Information Technology (ANRCTI) is responsible for monitoring compliance by 
universal service providers and local administrations with their contractual obligations 
and for financing the net costs as resulted from the bidding process from the universal 
service fund gathered up by the authority from the annual fees (taxes) provided by 
private providers of telephony services. An one-off payment is made to the universal 
service provider after the telecentre becomes operational, intending to cover the 
present value of the difference between the total cost of installing and operating the 
telecentre for a minimum period of three years, under the price and quality conditions 
established by ANRCTI. 
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Between 2004 and 2008, Orange joined, as partner, the National Regulatory Authority 
for Communications and Information Technology in its effort to facilitate access to 
information for the rural environment.  

Orange has implemented this initiative in 95 isolated rural establishments from counties 
belonging to the 8 development regions of Romania. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

DEVELOPMENT 
REGIONS 

COUNTY ESTABLISHMENT 

Bihor Serghis, Cornişeşti, Şauaieu, 
Măgura 

Bistrita Nasaud Breaza, Singeorzul-Nou 
Cluj Valea Ierii, Berindu 
Satu Mare Peleş,  Medieş Râturi, 

Medieş Vii,Stina 

North-West 
Region 

Salaj Sighetu Silvaniei, Marin, 
Fildu de Sus 

Central region Alba Rachita, Panade, Valea 
Lupsii, Musca, Purcăreţ 

Brasov Sinca, Moieciu de Sus, Cheia  
Harghita Corund 

 Mures Fânaţele Mădăraşului, 
Sângeorgiu de Câmpie, 
Tuşinu 

Botosani Padureni 
Neamt Padureni 
Suceava Poiana Marului, Moişa, 

Săcuţa, Cotu Băii, Fântâna 
Mare, Brădăţel 

North-East Region 

Vaslui Ciocani 
Braila Olaneasca, Cotu Lung 
Buzau Margineanu, Olari, Ruşăvăţ 
Constanta Vlahii,  Galita  

South-East 
Region 

Tulcea Dunavatu de Jos  
Arges Albesti de Muscel, Barla 
Calarasi Plumbuita, Satu Nou, 

Vlăiculeşti, Solacolu  
Dambovita Colacu, Raciu, Fantanele, 

Butoiu de Jos, Costesti, 
Patroaia Vale, Bumbuia, 
Cojocaru, Mereni 

Giurgiu Bila, Rasuceni, Dobreni 
Ialomita Horia,Rasimnicea, 

Murgeanca 

South- Muntenia 
Region 

Teleorman  Baldovinesti, Prundu 
Bucuresti-Ilfov 

Region 
Ilfov Piteasca, Sindrilita  

Dolj Tunarii Noi  
Gorj Pinoasa, Dolceşti 
Olt Profa, Leotesti, Mirila, Tudor 

Vladimirescu, Vartopu, 
Fagetelu, Comanita, Cucueti, 
Dumitresti, Poganu, Pietriş, 
Racoviţă 

South-East 
Oltenia Region 

Valcea Dozeşti, Rusăneşti, Stăneşti, 
Ciorăşti, Şirineasa 

Arad Fiscut, Cladova 
Caras Severin  
Hunedoara Aninoasa, Sălişte, Trestia, 

Federi, Uric 
West Region 

Timis Bencecu de Sus, Dubeşti, 
Bencecu de Jos 
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Implementation of the measure 

By mid-2005, penetration of fixed telephony in Romania was of 20.14 % of the popula-
tion (number of lines per 100 inhabitants) and 53.02 % of households (number of lines 
per 100 inhabitants). There is still high demand, as the waiting list for fixed telephone 
lines counts about 380,000 unsolved applications, according to the information pro-
vided by the incumbent in June 2005. The discrepancy between urban and rural areas 
only benefit of approximately 10 fixed lines per 100 inhabitants. 

Romania has an important growth potential in this area which is expected to be better 
exploited in the future as the telecommunications services’ market was fully liberalised 
at the beginning of 2003. By the end of June 2005, there were 225 companies 
authorised to provide telephony services by means of fixed public networks, of which 
65 companies actually provide telephony services. Also by mid-2005, there were 64 
active alternative providers on the market, with 199,070 subscribers, as compared to 
36 active alternative providers at the end of 2003. Telephone service providers, 
however, target mainly the urban areas, where business users and higher income 
population ensure profitability. 

Why telecentres in Romania? 

• Large country, great geographical diversity 

• Low fixed penetration rate (around 20 at national level and around 10 % in rural 
areas, in 2004) 

• Hundreds of rural communities out side the coverage area of the fixed networks 

• Low population purchasing power 

• The net cost of installing fixed lines in order to meet user demand would 
represent an unbearable burden for the state budget or for the industry 

The solution 

Installation of telecentres to ensure access of isolated communities to the public 
telephone network at fixed locations. 

Connecting about 600 large isolated villages by providing access to the public 
telephone network, at a fixed location, for an entire community at a time, by means of 
telecentres, is the cost-effective solution for Romania’s access problem. 

Under the national telecentres programme, universal service providers designated for 
each village by a public tender procedure are installing telecentres where citizens have 
access to telephone, fax and internet services. Development of telecentres is intended 
to establish infrastructure ‘bridgeheads’ in the areas with extremely low coverage or 
with no coverage at all and, therefore, to stimulate future market supply, facilitating 
natural rollout of telephone networks. At the same time, deployment of telecentres 
helps educating consumers to use the electronic communications services, which 
would consequently increase future market demand in the rural areas. The mechanism 
for the introduction of telecentres is taking utmost account of the principles of least 
market distortion, technological neutrality, transparency, non-discrimination and 
proportionality. Public tenders are organised for several villages at a time. The 
minimum mandatory duration for the functioning of the telecentres is 3 years. 
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In order to provide the citizens in the areas deprived of/with limited access to telephone 
and internet services with the possibility of exercising this lawful right, ANRCTI 
established the conditions and the procedure by which the local communities in these 
areas may benefit from the installation of telecentres of public pay telephones. 

So, the legal framework regarding universal service in Romania, put in place by 2003, 
defines the right of access to universal service as the right of all end-users in the 
Romanian territory to benefit from the provision of services which are within the scope 
of the universal service, at a certain quality level, independently of geographic location, 
and at affordable price. The services within the scope of the universal service are: 
provision of access to the public telephone network, at a fixed location; directory 
enquiry services and making available of directories of subscribers; and access to 
public pay telephones. 

ANRCTI has identified, based on a study carried out at national level, around 1,200 
Romanian villages eligible for the implementation of telecentres. These are communi-
ties where telephone services are available on a very limited scale or not available at 
all and which have a population of at least 400 inhabitants (to ensure the economic 
efficiency of the telecentres). In August 2004, ANRCTI has set up the procedure for the 
designation of universal service providers in charge with installing telecentres in the 
eligible communities.  

At the end of 2004, ANRCTI decided the installation of 5 pilot telecentres in villages. 
The installation of the first lot of telecentres was made by Orange Romania as the first 
universal service provider. 

In 2005, ANRCTI revised the implementation arrangements in order to increase the 
attractiveness of telecentres and to limit the business risk in rural areas.  

Following consultation with The Ministry of Communications and Information Techno-
logy30, with representatives of local administrations and of the electronic communi-
cations industry, ANRCTI proposed the improvement of the operational mechanism for 
the introduction of telecentres, in order to stimulate providers’ interest in participating in 
the implementation of universal service. A procedural framework for the establishment 
of a partnership between ANRCTI, the universal service providers and local public 
administrations was thus created. 

In the next phase, ANRCTI conducted information campaigns targeted at the local 
administrations in charge, informing the inhabitants of the necessity of installing 
telecentres, this will offer them windows towards a wide rage of opportunities: edu-
cation, emergency calls, employment opportunities, business opportunities, funding, 
enhanced access to information. 

The novelties consist of the direct involvement of the mayoralties in the management of 
the telecentres installed by the universal service providers (by signing trilateral agree-
ments).  

                                                 
30  The Ministry of Communications and Information Technology is the specialized body of the central 

public administration in the field of communications and information technology, being responsible for 
the policy applied by the Government of Romania on this domain www.mcti.ro  
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The designation of the universal service providers will be organised based on same 
tender organising procedure, with a higher formal character, in order to diminish the 
business risk involved in the provision of electronic communications in the rural area. 
The main stages in the process of implementing universal service are the following:  

1. Ensure the local administration support. To this end, ANRCTI will conduct an infor-
mation campaign for the local authorities in charge of the rural localities (villages) 
deprived of/with limited access to the fixed public telephone network, which are 
considered eligible for the installation on telecentres, while assessing their 
availability for participating in the telecentre management. This campaign will consist 
of local meetings. The involvement of the local administrations may take several 
forms: ensuring the location required for the telecentre operation and maintenance 
of the telecentre, covering the operational and current costs, ensuring the equipment 
security etc. 

2. Select the localities. Based on the demographic characteristics, the accessibility of 
publicly available telephone services an the commitments made by the local 
authorities, the localities will be scored. According to the score of each locality, 
ANRCTI will establish the order of implementing the projects, depending on the 
resources available. The mayoralties in the selected localities will conclude a pre-
contract with ANRCTI, by which they undertake the obligation of participating in the 
implementation of universal service (the standard pre-contract is under public 
consultation). 

3. Open public tender. ANRCTI submits to public consultation the number of localities 
for which each tender session will be organised, as well as the locality grouping 
model of each tender (individual or group tenders). Following the public consultation, 
ANRCTI will choose one of the following options: several individual tender sessions, 
every 2 - 3 weeks, for a limited number of localities, e.g. 20; one individual tender 
session for a number of 100 - 200 localities; one mixed tender session for several 
groups of 20 – 50 localities, situated in the same geographic area. The tenders will 
aim to minimise the subsidies required for financing the net cost of the telecentre 
installation and operation and will be held according to the procedure established by 
the ANRCTI President’s Decision no.1074/2004.  

4. Conclude trilateral agreements. These agreements, concluded between ANRCTI, 
the designated universal service provider and the mayoralty of the respective 
locality, establish the rights and obligations of the parties regarding the telecentre 
installation, management and operation and monitoring (the standard agreement is 
under public consultation). 

5. Install telecentres. The designated universal service providers will have the 
obligation to install the telecentres in accordance with the terms and parameters 
established in the terms of reference. The maximum term for the installation of 
telecentres is also under public consultation.  

The aim of the initiative is facilitating the participation of disadvantaged communities 
from an information access point of view to achieve a modern informational society in 
Romania; this will determine a irreversible process of cultural changes and improving 
the life quality. 
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This initiative contributes to extend a faster access to the communication and informa-
tional technologies for rural regions, to improve computers skills, to modernise the 
educational process in offering information and communication possibilities, contact 
with labour market and creating development possibilities for entrepreneurs that can 
lead to creating new jobs for the inhabitants. 

It has an essential role in fighting social exclusion, in regional development and, 
mostly, in ensuring the possibility of communication for all citizens, removing barriers 
existing in the way of the structural development of the Romanian society towards a 
modern and solid Information Society, compatible with EU standards, which can ensure 
a full and efficient integration within the EU structures. 

The projects contribute to expanding access to information technologies and modern 
communications and to improving the computer knowledge of the citizens of the 
selected communities, the development and promotion of e-government services, the 
modernisation of the tuition process and the promotion of electronic commerce and 
adoption of innovative solutions in the business environment. 

The initiative is promoted/communicated to the target group by the national authority 
that organised a launch event in almost each location to inform people (with power 
point presentations, flyers, video presentations etc.). Also the initiative is promoted in 
local and national newspapers, on the website of every partner involved in the project, 
in the annual rapports of the partners. 

Characteristics of practice 

This initiative is aimed at rural environment  

• members of rural communities  

• local public authorities (municipality, local council)  

• tuition institutions (school)  

• cultural institutions (library, cultural house)  

• companies operating in local communities 

The source of funding the initiative is the universal service fund gathered up by the 
National Regulatory Authority for Communications and Information Technology 
(ANRCTI) from the annual fees (taxes) provided by the telephony operators (providers 
of telephony services for public) such as Orange Romania. 

So this universal service fund is a public fund offered by private companies (providers 
of telephony services for public), like Orange. 

For more details regarding universal service fund please access the link below: 
http://www.anrcti.ro/DesktopDefault.aspx?tabid=898 

The amount of the universal service fund for 2004 is approximately EUR 14.3 million, 
for 2006. For 2005, the amount allotted for the installation of telecentres was  
EUR 14 million. The medium cost for installing one telecntre is EUR 10,000. 
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What is a telecentre? 

The telecommunication center is a room that is provided with at least 2 phone sets, 2 
computers connected to the internet and one fax machine available to all the 
inhabitants of the village to communicate nationally and internationally. Additionally, the 
presence of the computers in the telecommunication center offers, especially to young 
people, equal opportunities with the persons that have already become familiar with the 
latest technologies.  

The standard characteristics of a telecentre are: 

Communications equipment: the telecentre is equipped with a minimum of 2 access 
lines to the public telephone network, each being capable of supporting voice and data 
services (min. 33 kbps), with the possibility to connect at least 3 additional lines. 

Terminal equipment: the telecentre is equipped with a minimum of 2 telephone sets, 2 
computers with access to the internet and one fax machine 

The minimum set of services provided in the telecentre includes: 

• making calls (local, national and international) 

• receiving calls and voice messages 

• facsimile services (send and service) 

• connection at data rates permitting functional Internet access (minimum speed 
of 33kbps per line) 

• emergency calls, free of charge, non-stop 

Orange contribution  

In December 2004, Orange Romania contributed to enhancing people’s access to 
communications, being awarded, by public tender, the contract of installing, imple-
menting 5 pilot telecommunication centers (telecentres) as part of the national pro-
gramme of telecommunication centers installations known as ‘Universal Service’. 

The company got involved in the project ‚Universal Services - Telecenters’ as it 
believed it was important to use the technology available to further develop the 
community.  

Orange was the first operator to get involved as partner (supplier of universal service 
provider), ensuring access to communication and internet services. 

Orange Romania, as supplier of the universal service, provided connectivity, procured 
and installed the equipments in the telecentre, supported the insurance, service and 
technical support for the equipments, offered free training for local persons in operating 
the system, as well as a series of facilities in case of non-payment of the telephone bill, 
to families earning low income and requiring additional protection. 

The local authority covered the costs relating to the location, operation, management 
and security of the telecommunication centre and whenever the local authorities did not 
have available enough resources to cover in full these costs, the providers of the 
universal services would pay the required amount. 
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After a 3 year period Orange Romania donated to the villages where the telecentres 
have been implemented the equipments that have been installed. 

7 auctions for licenses took place 2004 - 2008. In total, Orange will have implemented 
telecenters in 95 telecenters out of 633 covered by this ANRCTI initiative. 

In the pilot phase of the project, Orange installed telecommunication centers in 5 
villages of Romania: Colacu, commune Racari, county of Dambovita; Breaza, 
commune of Negrilesti, county of Bistrita Nasaud; Barla, commune of Barla, county of 
Arges; Raciu, commune of Lucieni, county of Dambovita; Poiana Marului, commune of 
Malini, county of Suceava.  

In the following stages of the project, Orange installed:  

• in 2005, 3 telecommunication centers in the following localities: Serghis (county 
of Bihor), Moieciu de Sus (county of Brasov), Fantanele (county of Dambovita) 

• in 2006, 9 telecommunication centers in the following localities: Margineanu 
(county of Buzau), Plumbuita (county of Calarasi), Valea Ierii (county of Cluj), 
Butoiu de Jos (county of Dambovita), Costesti (county of Dambovita), Piteasca 
(county of Ilfov), Profa (county of Olt), Dunavatu de Jos (county of Tulcea), 
Baldovinesti (Teleorman) 

• in December 2006, 36 telecommunication centers in the following localities: 
County of Alba- Rachita, Panade, Valea Lupsii, Musca, county of Arad – Fiscut, 
county of Braila – Olaneasca, county of Bistrita-Nasaud - Singeorzul-Nou, 
county of Brasov – Cheia, county of Botosani – Padureni, county of Cluj – 
Berindu, county of Constanta – Vlahii, Galita, county of Dambovita - Patroaia 
Vale, Bumbuia, Cojocaru, county of Dolj – Tunarii Noi, county of Giurgiu – Bila, 
Rasuceni, Dobreni, county of Ialomita – Horia, county of Ilfov- Sindrilita, county 
of Olt – Leotesti, Mirila, Tudor Vladimirescu, Vartopu, Fagetelu, Comanita, 
Cucueti, Dumitresti, Poganu, county of Satu Mare- Stina, county of Salaj - 
Sighetu Silvaniei, Marin, Fildu de Sus, county of Teleorman – Prundu, county of 
Timis - Bencecu de Sus 

• in July - August 2007 42 telecommunication centers in the following localities: 
county of Alba – Purcăreţ, county of Arad- Cladova, county of Bihor – 
Cornişeşti, Şauaieu, Măgura, county of Braila - Cotu Lung, county of Buzau – 
Olari, Ruşăvăţ, county of Caralasi - Satu Nou, Vlăiculeşti, Solacolu, county of 
Dambovita – Mereni, county of Gorj – Pinoasa, Dolceşti, county of Hunedoara – 
Sălişte, Trestia, Federi, Uric, county of Ialomita – Rasimnicea, Murgeanca, 
county of Mures - Fânaţele Mădăraşului, Sângeorgiu de Câmpie, Tuşinu, 
county of Neamt – Pădureni, county of Olt – Pietriş, Racoviţă, county of Satu 
Mare – Peleş,  Medieş Râturi, Medieş Vii, county of Suceava – Moişa, Săcuţa, 
Cotu Băii, Fântâna Mare, Brădăţel, county of Timis – Dubeşti, Bencecu de Jos, 
county of Vaslui – Ciocani, county of Valcea – Dozeşti, Rusăneşti, Stăneşti, 
Ciorăşti, Şirineasa 
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Some examples of telecommunication centers installed by Orange Romania.  

Localisation: County of DAMBOVITA, commune of RACIU, locality: RACIU 

   
Venue of the telecommunication center : Cultural House  

Description: Raciu has 1,580 inhabitants and is part of the commune with the same 
name that consists of two more establishments, located 2 and 3 km away from Raciu. 
The establishment has a primary school (classes I – VIII) that accommodates approxi-
mately 250 children and a kindergarten for 30 pre-school children.  
The inhabitants visiting the telecommunication center use mostly the international calls 
services. 

Localisation: County of DAMBOVITA, town of RACARI, establishment COLACU 

   
Venue of the telecommunication center: former headquarters of the City Hall  

Description: With a population of 1,042 inhabitants, Colacu is the second largest 
establishment in the area of Racari town. All the other establishments, administratively-
subordinated to the town, are located in a range of 1 to 4 km away, allowing easy 
access for the citizens to the services offered by the telecommunication centers of 
Colacu. The establishment has a primary school that accommodates approximately 
300 children and a kindergarten for 50 pre-school children.  
The inhabitants are using the communication services offered by the center mainly to 
access healthcare services (pharmacies, family doctor), to search for jobs online, as 
well as to talk to relatives and friends or to do research in educational purposes, in 
case of pupils.  

Localisation: County of ARGES, commune BARLA, locality of Barla 

    
Venue of the telecommunication center: Cultural House  

Description: Barla has 1,146 inhabitants and is the establishment with the biggest 
number of inhabitants in the commune with the same name. The establishment has a 
primary school that accommodates approximately 220 children.  
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Localisation: County of Brasov, commune of Moieciu, locality of: Moieciu de Sus  

  
Venue of the telecommunication center: Cultural House  

Description: The 936 inhabitants of Moieciu de Sus have access to a primary school 
(classes I - VIII) where 120 pupils study under the guidance of 11 teachers.  
Since Moieciu de Sus has neither a police station, nor a health center, the inhabitants 
use the communication services offered by the telecommunication center to access 
medical services or call the emergency services. Likewise, the inhabitants enjoy the 
benefits of telephony and internet to search for jobs online, as well as to stay in touch 
with relatives and friends living abroad.  

Communication is critical for the economic, social and cultural development of the 
communities. Access to a minimum set of electronic communication services is 
considered a fundamental right of the citizens. In rural areas of Romania, there are 
establishments that have no such access to this type of services. As a communications 
provider, Orange Romania believed it was important to make available its technology 
for the development of the community.  

Orange motivation was in a way of collaboration with the authority and making use of 
its technology to give people in isolated areas the access to modern communication 
means. 

Orange means the desire to put its values in the service of a better future and to offer 
an unique communication experience, as simple as intuitive. Orange is more than 
technology, mobile telephony or GSM networks; it is a brand developed to facilitate 
communication between people and bring value to all the communities where it is 
present. In this way Orange Romania contributed to the development of its own 
Corporate Social Responsibility strategy, since France Telecom Group has developed 
a well defined Corporate Social Responsibility strategy whereby they try to make sure 
their activities are carried-out with responsibility, getting in line with the Group strategy 
and also in creating a better image for the company, since Orange enjoyed wide 
coverage in the mass-media and in the online environment.  

The CSR aspect refers to the fact that Orange’s motivation was not driven by 
revenues, but was a way of collaboration with the authority and making use of its 
technology to give people in isolated areas the access to modern communication 
means. 
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Impact of the measure on the local labour market 

By getting involved in these projects, Orange contributed to the development of the 
rural communities by:  

• expanding access to information;  

• modern communication services (including email, internet, telephone, fax etc.);  

• support to business and communities development;  

• enhancing tuition received (in schools) by children and youngsters;  

• guaranteed access to information for the inhabitants and the companies in the 
local communities;  

• allowing people to get familiar with computers and use of latest technologies;  

• access to the electronic services of the public administration, at low costs;  

• enhancing the contacts between local SMEs and national and international 
business community – building partnerships;  

• impelling tourism through a more efficient online promotion;  

• development of commerce;  

• the inhabitants have access to communication services such as: calling the 
emergency service (112), staying in touch with family and friends that left the 
locality, access to online information for completing school education, improving 
access to the labor market.  

The services offered as a result of implementing the projects are mainly used by 
children and young people. The share of male and female users is quite balanced, both 
genders enjoying to an equal extent the internet and technology facilities. In terms of 
the level of education, most of the users are pupils and students, that is to say young 
people, up to the age of 30.  

Future issues 

ANRCTI will continue this proramme and will promote the benefits that telecentres 
brings to the inhabitant, pursuing the accommodation of a larger number of persons 
with the new ways of communication and with immediate and free access to 
information’s. 
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Contact information 

This study was made with the support of: 

Organisation: Orange Roamnia SA 
Contact person: Anca Teiosanu 
Postal address: Bd. Lascar Catargiu, nr. 51-53, sector1, Bucuresti, cod postal: 010665 
Telephone, Fax: +4021 203 7067 
E-mail: anca.teiosanu@orange.ro 
Webpage: www.orange.ro 

Organisation: The National Telecommunication Regulatory Authority (ANRCTI 
Contact person: Simona Solovastru 
Postal address: 2 Delea Noua Street Bucharest 3, Romania, Postal code 030925 
Telephone, Fax: +40 372 845 400 
E-mail: anrcti@anrcti.ro, simona.solovastru@anrcti.ro. 
Webpage: www.anrcti.ro 

Download the CSR Reports of Orange Romania from: www.orange.ro/about/raport-
ro.html 

Other sources used for this study:  

National Statistic Institute ( The Report on Labour Market in Romania, 2008), 
www.ecomunicate.ro,  
www.responsabilitatesociala.ro,  
www.orange.ro,  
http://info.resurse.com,  
www.anerec.ro,  
www.igcti.ro,  
www.anis.ro,  
http://web.worldbank.org,  
www.mcti.ro,  
http://www.anrcti.ro 
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U.S. Steel Košice - Slovak Republic 
(contributed by Juraj Poledna, PERITUS) 

General information  

Eastern Slovakia, which consists of the Košice and Prešov region, is the least 
developed part of Slovakia concerning GDP per capita. The reason is that for long time 
agricultural production has dominated. There are only a few large enterprises in the 
region. Due to a lower standard of infrastructure this region has not been very attractive 
for foreign investors. Therefore, the unemployment rate is very high. There is also a 
high density of Roma population with a low education level. 

U.S. Steel Košice - the largest steel maker in Slovakia - is not only a successful 
company prospering in a difficult competitive market, but is also a company behaving 
as a responsible citizen and partner. It is the daughter company of its U.S. parent. 
Currently, it has 13,350 employees according to its average in 2007. Every year it 
actively contributes millions of crowns towards regional development and support for 
charities, health care, education, culture and sport. The company is autonomous in its 
decision how to distribute resources for CSR. 

Due to the high unemployment rate and difficult social conditions in Eastern Slovakia 
U.S. Steel Košice designed a project with an intention to change this situation. In May 
2004, U.S. Steel Košice launched the Scholarship Programme which is aimed at 
supporting university studies for talented students from children’s homes and socially 
disadvantaged families from the Košice and Prešov regions. 

Talented students from final classes of secondary schools (max. 26 years old) applying 
for a university study in Slovakia or abroad are its focus group. Scholarships are 
provided to talented undergraduates after successful university entrance exams. 

High unemployment is a target for economic policies at national as well as at regional 
levels. The economic development is closely related to higher competitiveness through 
innovations and using the newest research results. It is only possible by increasing 
education and skills of available workforce. Therefore, investing into education and 
human resources development is a good investment for the future of company as well 
as the community and region. 

In October 2007, the programme expanded to support university studies for talented 
children of U.S. Steel Košice full-time employees. 

Implementation of the measure  

Based on the ranking of regional problems as well as its own development needs the 
management decided in its CSR activities to support university education for students 
who otherwise could not afford it. The company offers also scholarships for children of 
its own employees. Taking into account the difficult socio-economic situation in Košice, 
it was decided to initiate a social scholarship programme. U.S. Steel Košice has 
received many applications requesting study support for secondary school and 
university students, study stays and postgraduate studies. It has been searching for a 
key to asses these applications.  
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In May 2004, the company launched the Scholarship Programme of U.S. Steel Košice, 
which aims at supporting university studies for talented students from children’s homes 
and socially disadvantaged families from the Košice and Prešov regions. The earnings 
of the supported family have to be lower than 1.5 times the official minimum living 
income, and the student’s academic grade have to be better than 1.8. The company 
management is personally involved in this project and its achievements. The final 
criterion is a personal interview with the managers of USSK, what is a time demanding 
practice, but is the most interesting part of the evaluation process. The management 
wants to know personally the students who could soon become the ‘scholars of U.S. 
Steel Košice’. This personal contact motivates applicants to study and responsibly plan 
their future after graduation. This individual approach also forms their attitude to the 
company and its corporate values. Participants, even during their studies, are engaged 
in various of the company’s socially beneficial activities, specifically charity events 
organised in the framework of CSR. The programme is still ongoing; the company 
continually accepts and evaluates applications. Deadline for applications is December 
31 in each year. 

The Director’s Office for Corporate Affairs is actively participating in the project. It is 
managing all programme activities as well as decides on programme modifications 
based on feedback from the assessment of results and impacts. The programme is 
organised from its beginning by U.S. Steel Košice itself. Since 2007, it is organised in 
co-operation with SAIA - Slovak Academic Information Agency, the NGO located in 
Košice which is U.S. Steel Košice partner for the scholarship administration. This 
Agency has long-term experiences with university exchange programmes and 
providing opportunities for Slovak students to study abroad. Therefore, U.S. Steel 
Košice engaged SAIA to help with specific tasks in the programme organisation. This 
co-operation has brought a professional approach to the programme administration, 
selection process and useful counselling for applicants. 

U.S. Steel Košice considers this programme as very successful. It is attractive for 
students and permanent organisation improvements make the programme running 
smoothly. During its relatively short duration already 148 students were awarded by the 
scholarship. This programme has correctly identified needs of the labour market and 
uses simple application procedures. These can be considered as main success factors. 
Similar initiatives can be applied elsewhere with balancing criteria to real needs of a 
company and its region. 

Characteristics of the practice 

Eastern Slovakia is the most deprived region and U.S. Steel Košice one of the largest 
manufacturing companies in Slovakia. It is natural that the company wants to contribute 
not only to economic but also general development in the region to improve the 
business environment. In 2002, the U.S. Steel Košice Foundation was set up with the 
aim of supporting public benefit projects in health-care and education, financially 
supporting science, culture and charity. U.S. Steel Košice’s priorities in the field of 
donations focus primarily on assisting and supporting those who are directly dependent 
on such support, especially children’s homes and the disabled as well as organisations 
and clubs involved in social and charity activities. 

The Scholarship Programme is characterised by means of support, where successful 
applicants receive financial support for university studies in the form of individual 
scholarships for one year (and may be prolonged to cover the whole course, if the 
criteria are fulfilled). Maximum support for one academic year is SKK 80,000 (€ 2,600) 
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payable in four equal instalments, regardless of whether the student studies in Slovakia 
or abroad. The scholarship should cover all necessary costs related to university 
studies including living allowances. The Scholarship Programme is financed by the 
U.S. Steel Košice Foundation. 

There are strict selection criteria. Within the sponsorship approval procedure U.S. Steel 
Košice’s top management is deciding on the student selection based on the following 
criteria: 

• applicant’s permanent address is in either the Košice or Prešov region 

• applicant’s social conditions (the average income for each family member is 
lower than 1.5 times the official minimum living income) 

• applicant’s study results at secondary school or university (minimum average 
grade 1.8 in each academic year) 

• children of USSK employees are not limited by income, but the following 
aspects are considered: 

o students successfully passed through U.S. Steel Košice Summer Internship 
Programme 

o unusual personal or family circumstances (physical handicap, incomplete 
family) 

Impact of the measure on the local labour market  

The labour market in Eastern Slovakia is distorted by specific conditions in this region. 
The undeveloped infrastructure has resulted in lower economic activities and lower 
inflow of foreign direct investments. There is a high unemployment negatively affecting 
living standards of inhabitants. It forces emigration especially of young and educated 
people. This programme contributes to a higher supply of university educated people 
on the labour market. It helps to offer university education to those who otherwise could 
not afford it. On the other side the permanent contacts of participants with the company 
builds closer ties and responsibility to the region. 

The programme has achieved following outcomes: 

• U.S. Steel Košice has supported students from all school types, regardless of 
the focus of its own business. There are scholars not only in the technical 
branches but also physicians, lawyers, priests, teachers, artists etc.  

• The committee carefully assesses achievements of applicants and offers 
individual scholarships according to the actual costs of the study.  

• Until now, 148 students from socially disadvantaged environment have got the 
chance of full-time study at universities in Slovakia or abroad. 

• The Scholarship Programme motivates students from secondary schools to 
continue their education. Their participation in the programme also depends on 
their academic results.  

• The scholars are often involved also in the charitable activities of the company, 
what creates a deeper feeling of mutual fellowship. 
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For its philanthropic activities U.S. Steel Košice has gained the U.S. State Depart-
ment’s Award for Corporate Excellence and the Pontis Foundation’s Via Bona Slovakia 
award.  

Future issues 

The Scholarship Programme is very successful during whole its existence and 
U.S. Steel Košice wants to extend it even further concerning the number of scholar-
ships to satisfy increasing interest of students as well as the needs of the labour market 
concerning educated workforce. This initiative is a specific part of a broader approach 
of company activities to support the overall economic development of the region. 

U.S. Steel Košice is an active and responsible integral part of society, significantly 
supporting economic development in the Košice region as well as the Slovak economy 
as a whole. The scholarship is not restricted only to study fields corresponding to the 
company needs. To be effective, graduate participants must be able to find attractive 
jobs in the region. In addition to supporting education there are other activities aiming 
to increase employment and boost the economy of Eastern Slovakia, the company 
established the Economic Development Centre (EDC).  

During its existence since 2001, the EDC assisted 27 foreign investors to set up in 
Eastern Slovakia what contributed to the creation of 4,700 new jobs. Part of the EDC’s 
activity was to participate actively in the development of Industrial Parks, thus further 
supporting economic growth in this part of Slovakia.  

The EDC has shared its best practices with the relevant authorities in the Košice Self-
governing Region which have progressively used these experiences for assisting 
investors and promoting the Region as a suitable investment environment. 

Contact information 

Organisation: U.S. Steel Kosice, s.r.o. 
Contact person: František Gregor 
Postal address: Vstupny areal U.S. Steel, 044 54 Kosice 
Telephone, Fax: +421 55 673 4270 
E-Mail: fgregor@sk.uss.com 
Webpage: www.usske.sk/, www.usske.sk/students/stip-s.htm 
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Town Hall Open Markets - Support for Protected Workshops - Slovak 
Republic  
(contributed by Juraj Poledna, PERITUS) 

General information  

At the beginning of October 2001, protected workshops from whole Slovakia have been 
presented for the first time on the event ‘Radničkine trhy’ (Town Hall Open Markets - 
Support for Protected Workshops) what attracted vivid interest mainly of foreign visitors 
in Bratislava. A broad selection of different products ranging from ceramic pots through 
weaved and sewed bags, painted T-shirts, wooden or paper products to salted and 
sweet pastry is displayed and offered. The market has not only been an opportunity to 
present skills of disabled, but also an occasion for communication and discussions 
between managements of individual protected workshops, designers and producers. 

The initiator and main organiser of this event is the Civic Association Inklúzia. It is a 
NPO focused on supporting disabled people, specifically their employment and social 
integration. It organises ‘Town Hall Open Markets - Support for Protected Workshops’ 
since 2001 in co-operation with the Bratislava municipality and several large banks, 
companies and media. There is a longer co-operation between Inklúzia and Bratislava 
municipality because there are several protected workshops established in several 
municipality social facilities. Participating banks and large companies provide financial 
resources for organising this event as well as for supporting protected workshops. This 
event takes part in the very centre of the Bratislava Old Town where space and 
infrastructure are provided by the municipality. It is accompanied by concerts and 
performances of artists what makes it attractive for citizens as well as tourists. This 
event has become interesting for sponsors to promote themselves. 

In 2005, the general partner for this event was Všeobecná úverová banka, a.s. 
(General Credit Bank), which in co-operation with the Civil Association Inklúzia 
organised in addition to open markets also a promotion campaign for protected work-
shops and awareness raising activities about employment of health disabled citizens. 
This issue was widely presented in media. The co-operation at this event has focused 
the bank management on supporting health disabled employment in the framework of 
their Corporate Social Responsibility activities. 

This initiative responds to the problem of insufficient availability of work opportunities 
for disabled persons and their marginalisation on the labour market as well as their 
unsatisfactory integration in social life. It is in accordance with the national employment 
strategy concerning employment and integration of disabled in the labour market.  

This event aims to support protected workshops by increasing demand for their 
products and services, what should enhance employment in these facilities. This 
activity is in accordance with the Governmental policy to integrate health disabled 
citizens into the society and labour market based on their abilities. This is a very 
demanding process and many disabled citizens are unemployed. 

Despite the location of this event is in Bratislava, the effects are for whole Slovakia. Not 
only that the participating protected workshops are from different parts in Slovakia but 
the problem of providing jobs for disabled persons and their social integration is nation-
wide and exists also in regions with low overall unemployment. 
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Implementation of the measure  

This initiative has been initiated and implemented by the Inklúzia Civil Association that 
functions as the agency for supported employment. Its goal has been to promote 
activities of protected workshops to boost demand for their products and such a way to 
increase employment of health disabled persons. 

Protected workshops are established by for-profit firms as well as NPOs with the 
financial support of Offices of Labour, Social Affairs and Family (OLSAF). They are 
accommodated to create favourable working conditions for disabled employees. These 
additional costs as well as costs for their operation are partly covered according to the 
law by OLSAF. There must be at least 50 % of disabled employees. 

According to the law, companies with more than 20 employees are obliged to employ 
at least 3.2 % disabled persons and create favourable working conditions for them. 
One option for accommodating working places for disabled employees is a sheltered 
workshop that can be subsidised according to the Act No. 435/2004 Coll. about 
employment services. The employer may also fulfil the obligation to employ disabled 
persons in the obligatory proportion by placing orders suitable for the employing of 
such citizens in protected workshops. 

The main aim of this event is social integration of disabled, support of labour market 
and to raise awareness about protected workshops, to advertise their production and 
present them as an alternative for fulfilling the legal obligation of employing disabled 
persons for companies that due to different reasons are not able to do it themselves.  

Employers are not sufficiently informed about protected workshops for health disabled 
employees or about the possibility of supporting them as an alternative to the obligation 
defined in law to employ health disabled people. Therefore, the aim of the Town Hall 
Markets has been to inform employers about this option. For this reason organisers 
included additional awareness raising activities. In co-operation with CA Inklúzia, the 
VUB bank published an information bulletin including basic information on sheltered 
workshops and social service centres which serves as presentation material as well as 
an aid to gaining clients. The VÚB Foundation co-organised the Town Hall Markets 
(Radničkine Trhy) 2005 which aimed to make the sheltered workshops more visible 
and to encourage employers to use their offered services and fulfil their legal 
obligations at the same time. The bank organised a press trip to some sheltered 
workshops, prepared press materials and presented the problems on the TV broadcast 
stations Markíza and TA3. There has been also promoted this topic by means of a 
press conference on the opening day of the markets. 

Characteristics of the practice 

Since 2001, this market is organised every year at the beginning of October. There are 
usually more than 30 exhibitors. Individual companies running protected workshops are 
selling products attractive for citizens and tourists. In addition to the exclusive location, 
these are main success factors of this event. However, their goal is to promote also 
products interesting for corporate clients.  
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The aim of the ‘Radničkine trhy’ event is not only to present the results of work of 
health disabled people, but also to cultivate environment and public opinion about 
abilities and skills of disabled. The long term goal is to raise awareness among em-
ployers and firms to use options in the legislation that allow either to employ the 
required number of health disabled persons or to place orders for sheltered workshops 
in an adequate amount what creates additional demand for their work. 

The VUB bank considers the support for disabled people as well as their integration 
through employment in protected workshops as an important CSR activity. There are 
several company departments actively participating in the project: 

• Marketing Communications Department  

• Internal Communications Department  

• Publicity Department 

Impact of the measure on the local labour market  

The problem of health disabled people’s employment has several aspects. The 
employment rate of health disabled citizens is quite low due to reluctance of employers. 
A state contribution for accommodation costs for establishing protected workshops and 
protected workplaces and for operation costs are very low. For employers, it is 
necessary to accommodate workplaces, adopt specific work safety measures, change 
organisation in company to cope with part time work of some disabled employees and 
their lower productivity, there are restrictions for some technology operations etc. How-
ever, employment of health disabled people not only increases their living standards 
but guarantees their social integration and human values. To raise awareness of 
employers and possible consumers of the services and products of sheltered work-
shops plays important role in improving labour market for health disabled citizens. 
Many of them are educated and skilled. Integration of disabled people into labour 
market provides additional benefits for the economy. 

There have been achieved several important outcomes: 

• The main achieved objective was an open dialogue on the topic of support for 
sheltered workshops in the media.  

• Several media reporters wrote spontaneously about the project which helped 
sheltered workshops in presenting their complicated situation and problems.  

• Addressing employers and possible consumers of the services and products of 
sheltered workshops  

• The bank is perceived more favourably by the public.  

• The bank is perceived more favourably by its employees - it has shown that it 
cares about social problems.   

Future issues 

The ‘Radničkine trhy’ event has already tradition for Bratislava citizens and visitors. 
This helps to raise sponsorships to finance it. Therefore, the VUB Bank has switched to 
other specific activities related to sheltered workshops where it can be more visible and 
its Corporate Social Responsibility contribution is more effective. 
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This event has initiated for the bank deeper interest for issues of disabled people and 
the VUB bank has continued to broaden its co-operation with sheltered workshops in 
the following years. The bank established VUB Foundation to co-ordinate and finance 
all its CSR activities. In recent years grants have been one of the most important forms 
to support disabled people and their employment. Provided resources are better 
targeted for those who need it most, and are more effectively used. For example, in the 
last two years the Foundation awarded and financed 13 projects for employing health 
disabled persons mainly by creation of protected workshops. 

VUB Bank intentionally also supports the operation of sheltered workshops by buying 
their products, e.g. gifts and advertising materials, T-shirts (Dúha sheltered workshop), 
Christmas presents (Manna sheltered workshop) etc. The in-house magazine and Svet 
VÚB (VUB world) is issued in co-operation with the Alius sheltered workshop. 

Contact information 

Organisation: Všeobecná úverová banka, a.s. (General Credit Bank) 
Contact person: Martina Slezáková, Head of subdpt. CSR, VUB Foundation 
Postal address: Nlynské Nivy 1, 829 90 Bratislava 25 
Telephone, Fax: +421 2 5055 2593, +421 2 5055 6600 
E-Mail: mslezakova@vub.sk 
Webpage: www.nadaciavub.sk 
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Junior Achievement - Young Enterprise - Slovenia  
(contributed by Barbara Bradac, Faculty of Economics and Business, University of 
Maribor) 

General information  

The initiative ‘Junior Achievement - Young Enterprise, Zavod za podjetniško izo-
braževanje mladih’ (Junior Achievement - Young Enterprise, Institute for entrepre-
neurship education of young people), short name: YA-JE, is registered as a NGO and 
NPO. It is a multi-level and community-based Private-Public Partnership, encouraging 
business people to be involved in classrooms as volunteers, in the organisation 
themselves as board members and in programme expansion through sponsorship. The 
Institute was established in November 2003. However, first education programmes 
were performed in March 2004. It is based on continual activities and it is a permanent 
initiative. It will be performed also in the future. 

Involved organisation, based on CSR, is the company Danfoss Trata Ltd. It was the 
initiator of the undertaking and is also its main donator. Danfoss Trata is a manu-
facturing company in the field of industrial processes rudders, manufacturing of taps 
and valves, and wholesale trade with metal products, installation material and heating 
devices. It had 182 employees in 2006. Additional involved medium-sized or large 
companies which are donating financial funds are: PricewaterhouseCoopers, Helios, 
Ericsson, SiMobil, HewletPackard, Microsoft Slovenia, Podkrižnik, Podjetnik, and a 
bank Nova KBM. Partners are also Faculty of Electrical Engineering at the University of 
Ljubljana and IEDC Bled School of Management. The City municipality Nova Gorica is 
a co-financer.  

The Institute uses traditional and new instruments to acquire financial resources in 
terms of the establishment of a partner relationship with donating companies, i.e. the 
realisation of continual donations. 

The Institute is publicly and privately funded. The private part is financed by the above 
mentioned companies donating some funds. Public funds are acquired through public 
tenders invited by different governmental bodies (e.g. ministries) based on a law. The 
Institute was publicly funded by the ‘Office of the Republic of Slovenia for Youth’ in the 
year 2007. Additionally, in previous years, the Institute was funded by different public 
tenders: 

• Public tender for co-financing entrepreneurship training and other projects as a 
part of the Programme for developing entrepreneurship and creativeness of 
youth for the period 2004 - 2005, published by the Public Agency of the 
Republic of Slovenia for Entrepreneurship and Foreign Investments - JAPTI 

• Public tender for selecting performers of the programme ‘Summer-camps for 
foundation of Zois scholarships’ in years 2004, 2005 and 2006, published by the 
Employment service of Slovenia 

• Public tender for co-financing Programmes of promoting education and training 
in 2006, published by the Ministry of Education and Sport 

It was also funded by the NGO development grants programme, published by the 
Public Affairs Section, U.S. Embassy (Ljubljana, Slovenia) in 2006 and 2007. 
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The initiative has not been financed by EU yet. The annual budget of the Institute is 
€ 60,000 (€ 40,000 represents donations and € 20,000 are acquired by public funds).  

The initiative is not a part of any formal policy framework. However, information on its 
activities can be found on different web pages of entrepreneurship supportive 
organisations. One of them is the Public Agency of the Republic of Slovenia for 
Entrepreneurship and Foreign Investments - JAPTI, which has presented programmes 
of the Institute on its web pages (http://test.podjetniski-portal.si/con 
tent.aspx?nodeid=149&rootnodeid=22). 

The initiative is run across whole Slovenia, mostly in secondary schools and partly in 
elementary schools. Included are 45 secondary schools and 16 elementary schools. 
The initiative is implemented in urban and rural areas and in almost all statistical 
regions in Slovenia. 

To understand the meaning of the initiative the information about the characteristics of 
the population and regions in Slovenia is important. In Slovenia, there are 13 statistical 
regions with specific characteristics: Pomurska, Podravska, Koroška, Savinjska, 
Zasavska, Spodnjeposavska, Jugovzhodna Slovenia, Osrednjeslovenska, Gorenjska, 
Notranjskokraška, Goriška and Obalnokraška regions. The unemployment rate was 
7.3 % in Slovenia in 2007 and 9.4 % in 2006. The most developed region is 
Osrednjeslovenska region with following characteristics: the highest total increase of 
population in Slovenia, the highest number of pupils per elementary school (257), the 
highest average monthly gross earnings per person in paid employment (€ 849.15), the 
highest gross domestic product per capita (€ 20,364). The least developed region is 
Pomurska region with following characteristics: the highest unemployment rate for 
women (18.1 %) and for men (14 %), the lowest average monthly gross earnings per 
person in paid employment (€ 669.38), the most recipients of one of the four types of 
social welfare benefits according to the Social Security Act (85 per 1,000 population), 
the lowest GDP per capita (€ 9,399). Additionally, among less developed regions are 
also Obalnokraška and Goriška regions. However, in 2005, the most developed region 
in comparison to the average of the EU-27 measured by GDP per capita in purchasing 
power standards was Osrednjeslovenska with index 125 and the least developed was 
Pomurska with index 58. 

Implementation of the measure  

The initiator of the initiative is the company Danfoss Trata. The company decided to be 
active in several fields of CSR, such as support and consideration of internationally 
recognised human rights, protection of employees’ rights, fight against all types of 
extortion, child labour, discrimination in the workplace, and corruption, including 
extortion and bribery. Danfoss Trata was stimulated to establish the Institute and 
implement the initiative because it was also a strategy of the owner - the international 
company Danfoss (Core Company). Other companies (which have been approached 
by Danfoss Trata and convinced to participate) are either donators or partner 
organisations. Motivations of all involved companies are altruistic because they are 
taking part in the initiative as a part of their CSR activities. 
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Companies’ reasons to support the Initiative are: 

• Slovenian students are given the opportunity of entrepreneurship education. 

• JA-YE programmes offer young people a very useful basis for their future 
career. 

• Young people who underwent these programmes will integrate easily and more 
quickly into the companies where the speed of adaptation in competitive global 
environment is of essential importance. 

The aim of the initiative is to educate young people to become aware of the importance 
of entrepreneurship. With the new acquired knowledge they could have a higher quality 
of life. The mission of the initiative is to educate and inspire as many young people as 
possible about the world of business, entrepreneurship, economics, and the role of 
business in society.  

The main aim of the Institute is to perform and develop business and entrepreneurship 
education and training for young persons in co-operation with business and education 
organisations and public institutes. They decided to co-operate because they had 
recognised additional benefit to their costumers (additional knowledge that is not 
provided by regular or official national school programmes). Those organisations 
provide participants for different programmes and promote programmes (e.g. on web 
pages, internal promotion). The main topics of so far generated programmes are 
creativity, independency, team work and responsibility for businesses, economy, 
careers’ development and entrepreneurship. Programmes are performed by business-
men in co-operation with teachers what reflects in their applicability. Schools do not 
have additional expenses because of donations of local communities.  

Expected results:  

• App. 1,000 young people participate at trainings per year, 

• 15 to 20 new qualified mentors per year, 

• about 5 partners/entrepreneurs per year. 

The Institute provides several programmes on entrepreneurship (JAMP-my enterprise, 
‘Economics for success’, ‘Summer camp of entrepreneurship’, competitions and 
trainings) which are mainly very practically/empirically oriented. The education is 
supported by didactical instruments; all programmes are free of charge. Participants 
are motivated directly in schools, by organising round tables, conferences and 
seminars, as well as by publicity (articles in national and local newspapers, short 
broadcasts on radio and TV). At the local level the Institute tries to co-operate with the 
local economy and communities to jointly promote the initiative and its programmes at 
several levels and to include local needs into the programmes. 

The Institute JA-YE was established in November 2003 on the initiative of Danfoss 
Trata and is run by volunteers. The same year the council of the Institute, the 
professional council of the Institute and the director were named. Also the preparation 
of the pilot programme and didactical instruments began in 2003.  
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At the same time promotion of the organisation at different ministries and local 
communities started. In 2003, the following activities were performed: 

• November: establishment of the Institute JA-YE 

• November and December: preparation of the pilot programme ‘Junior 
Achievement - My Enterprise’ (JAMP) and of didactical instrument JAMP 

Main challenges and barriers were: 

• The initiative was not known in Slovenia, 

• People have not been familiar with the programmes of JA-YE, 

• Teaching and learning entrepreneurship was not a practice in Slovenian 
schools, especially not in elementary schools, 

Therefore, the main challenge was to convince potential participants and partners 
about the importance and relevance of the programmes. They addressed them, 
introduced the initiative and invited them to take a part in the initiative. All participating 
companies are active on the field of Corporate Social Responsibility and have 
recognised its importance. However, after successfully implemented pilot programmes 
more and more schools and entrepreneurs wanted to join the initiative. 

Characteristics of the practice 

The Institute is responsible for programmes’ implementation. However, supporting 
organisations - donators and partners - are more or less only informed on activities of 
the Institute. The main company involved in the initiative is Danfoss Trata as an initiator 
and main donator. They are regularly co-operating, communicating and controlling the 
Institute.  

Target groups are young people at elementary and secondary schools in Slovenia. 
They are the most important target group. The initiative helps them to understand 
economics of life by real-life exercises. Young people perceive real world and spread 
their horizons by co-operating with partners’ companies.  

The initiative is aimed at promoting entrepreneurship among young people to become 
aware of the importance of the entrepreneurial style of life, to become familiar with 
basic concepts of establishing, running and developing an own enterprise.  

Since 2004, more than 2,000 young people participated at the programmes. The 
network has 60 partner secondary schools throughout Slovenia. Educated were 133 
mentors. The programme JAMP - my enterprise was recognised by the Ministry of 
Education and Sport. 

The initiative is aimed at training and education of young people. It is an innovative 
initiative and is the only one in Slovenia.  

In 2004, the following activities were performed: 

• March: start of the pilot programme JAMP 

• March and April: training of the first generation of teachers 

• March to June: implementing the pilot programme JAMP with 341 participants 
form 7 secondary schools 
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• June: evaluation of the programme JAMP 

• August: programme ‘Summer camp of entrepreneurship’, 16 participants from 
secondary schools 

• September: first implementation of the programme JAMP 

• November: training of teachers  

In 2005, the following activities were performed: 

• January to June: programme JAMP with 647 participants from 14 secondary 
schools, 16 teachers and 5 entrepreneurs 

• August: programme ‘Summer camp of entrepreneurship’, 16 participants from 
secondary schools 

• September and October: training of teachers 

• October: second execution of the programme JAMP 

In 2006, the following activities were performed: 

• January to June: programme JAMP with 417 participants from 11 secondary 
schools, 18 teachers and 12 entrepreneurs 

• March: European Trade Fair 

• August: programme ‘Summer camp of entrepreneurship’, 24 participants from 
secondary schools 

• September: third execution of the programme JAMP with 295 participants from 
22 secondary schools and 25 students' enterprises 

• September and October: training of teachers 

• October: pilot programme ‘Economics for success’ with 415 participants from 
elementary schools and 14 teachers 

In 2007, the following activities were performed: 

• Programme JAMP with 650 participants from 22 secondary schools and 27 
students' enterprises, 30 volunteers from companies 

• Programme ‘Economics for success’ with 300 participants from 13 elementary 
schools (from 5th to 9th year) and 25 participants from 1secondary school (1st 
year), 10 volunteers 

• Trainings in September: attending were 24 teachers from secondary schools 
and 21 teachers from 13 elementary schools 

• renovated programmes and prepared additional e-learning materials 

The performed activities could be divided into few areas: 
1. Programme JAMP - Junior Achievement My Enterprise 
2. Programme JA - Economics for success 
3. Summer camp of entrepreneurship 
4. Competitions 
5. Trainings 
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All programmes are very practical and empirical based and are exposing the im-
portance of open market, the role of entrepreneurship in the global economy, res-
ponsibility of entrepreneurship for the environment and for social issues, and acting in 
accordance with ethic principles. Additionally, they are exposing the importance of 
education at job, the impact of economy on the future of young people and the 
importance of recognising own potentials.  

All programmes are performed in accordance with the international Junior Achievement 
method. It means that every group of participants gets a didactical instrument which 
contains a handbook for teachers/lecturers and for scholars, and all other material 
needed for performing the programme. Didactical material is mostly free of charge, only 
sometimes they have to pay for it. Lectures are performed in co-operation with 
voluntary business advisers and teachers which are lined by the Institute.  

The Institute JA-YE is responsible for financing programmes, for education and training 
of teachers and for administration. 

Programmes are performed in co-operation between teachers and advisers. A 
business adviser (so called mentor entrepreneur) is a special guest and expert in a 
specific field and is representing a ‘working council’. The business expert is a person 
who is working in business practice. His task is to introduce a specific topic (e.g. 
organising and managing every day operations in a company, preparing business 
plans, providing some best business practice). It is especially interesting for 
participants because most of them are not familiar with business practice. 

1. Programme JAMP - Junior Achievement My Enterprise 

The programme is aimed at secondary schoolboys and girls. The programme is formed 
in the way that participants get to know the organisation and management of the 
enterprise. It could be performed in formal lessons at secondary schools, in special 
clubs or as a part of other schools’ programmes. Through the programme young 
people respect and understand the role of entrepreneurship in our society. In contact 
with entrepreneurs, participants recognise the system of free entrepreneurship and 
business.  

This programme was verified by the Council of the Republic of Slovenia for General 
Education and is a part of formal education system in secondary schools. 

The content of the JAMP programme: 

• Arrangement of organisation 

• Elaborating a business plan 

• Management of an enterprise 

• Final accounting of the business year 

Aims of ‘Arrangement of organisation’ are: 

• By lectures and workshops recognise practical activities in enterprises 

• Familiarise with managing skills 

• Asses managing, social and learning abilities 

• Organise business, selling stock and products, offer different services and 
prepare financial reports 
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Aims of ‘Elaborating a business plan’ are: 

• Preparation of business strategies and additional plans (financial, manu-
facturing, services, trading etc.) 

• Showing ability to manage 

• To prepare a business plan and implement it 

• To establish manufacturing and selling objectives for products or services 

Aims of ‘Management of an enterprise’ are: 

• Developing key selling activities 

• Distinguishing between production and productivity 

• Controling the quality 

• Describing the impact of relationships and skills of employees on productivity 

• Assessing the impact of technology, management and regulations on 
productivity 

Aims of ‘Final accounting of the business year’ are: 

• Describe and calculate taxes 

• Explain dividends 

• Assess the impact of entrepreneurs on the local economic system 

2. Programme JA - Economics for success 

This programme is giving practical information about personal finance and on the 
meaning of determining educational and career goals which depends on knowledge, 
skills, interests and values of participants. 

Content of the programme: 

• Selection and self-recognition 

• Deciding 

• Education and career 

• Budget planning 

• Loans 

• Financial risks 

3. Summer camps (lasting one week) of entrepreneurship 

In the summer camps participants establish their own (fictitious) companies with human 
resources, financial, marketing and technology departments and with management. 
Participants elect directors of departments, a general manager and a president of the 
supervisory board. By preparation of market research they define offered services. 
With help of mentors (economists with many teaching experiences and lecturers - 
successful entrepreneurs) they acquire knowledge on organising company, preparing 
business plans, managing company and preparing final accounting of a business year.  
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The camp is organised as a workshop with teamwork and development of careers and 
creativeness. 

The realisation of summer camps is organised in co-operation by some Slovenian 
organisations: 

• Danfoss Trata 

• Bank SKB 

• Faculty of Electrical Engineering of University of Ljubljana 

• Institute Jožef Štefan 

• Company Cosylab 

Representatives from those companies are joining the workshops and give lectures. 

4. Competitions 

The Institute organises competitions for the best prepared business plan among 
secondary schoolboys’ and girls’ teams at national level. The winners could attend the 
international meeting JA-YE European Trade Fair.  

5. Trainings 

By training is meant training of teachers and mentors who are implementing JA 
programmes. 

Companies are joining the initiative for different reasons: 

• They are aware of Corporate Social Responsibility 

• They know that by participation at JA programmes young people get 
information and knowledge useful for their life 

• Through their funds Slovenian pupils are enabled to get free of charge 
entrepreneurship education 

• They could find potential employees who are interested in entrepreneurship and 
already have some knowledge about it 

• Participants are able to join the company faster and more successfully, what is 
very important for companies in the dynamic environment 

The measure almost totally depends on Corporate Social Responsibility of companies 
because the main funds are coming from them. The initiative is promoted at different 
levels and in different ways that depend on particular target groups: 

• Ministry of Education and Sport: Directorate for secondary schools and 
Directorate for elementary schools 

• Municipalities: meetings with directors of departments for education and 
economy 

• Teachers: presentations to study groups of teachers, at seminars, meetings of 
directors, round tables, festivals, and presentations at particular schools 

• Pupils: promotion in schools, web page 



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

345 

Changes in programmes and activities depend on changes in the main organisation 
JA-YE Europe. The work of the Institute is inspected by the Council of the Institute and 
the Expert Council of the Institute. The Council of the Institute has a president (from 
company Danfoss Trata), vice-president (from IEDC Bled) and 8 members (from 
companies Danfoss Trata, Ericsson, PricewaterhouseCoopers, Podkrižnik, Municipality 
Nova Gorica, Helios, and Faculty of Electrical Engineering at the University of 
Ljubljana). The Expert Council of the Institute has only a president from Faculty of 
Economics and Business at Universaty of Maribor. The implementation of programmes 
is inspected by the organisations who are donating funds, such as local communities, 
ministries, JAPTI and city municipalities. Additionally, at the conclusion of every 
programme all participants evaluate it and the results are analysed annually. 
Evaluations’ results are published in reports and on web pages. There have not been 
negative evaluations yet.  

Among effects of the initiative could be found the following issues: 

• companies could know potential future workers that have additional knowledge 
about businesses; 

• recognition in the local environment: companies that are supporting the initiative 
are recognised in the local environment; 

• better companies’ image; 

• employees could get additional knowledge; 

• Companies transfer their knowledge (business practice) to participants. 

Outcomes of initiative could be best described by showing numbers: 

• More than 2,000 young people participated since 2004; 

• The initiative has connected 60 participating schools; 

• They have trained 133 trainers and mentors; 

• Ministry of Education and Sport has confirmed the JAMP handbook as an 
independent notebook for teaching entrepreneurship; 

• The programme JAMP was certified by the Council of Republic of Slovenia for 
General Education; 

• Professional visits of companies were organised for almost 600 pupils. 

Co-ordinating mechanisms are based on informal communication between two levels: 

• Management of the Institute and Council of the Institute, 

• Council of the Institute and performers (schools - teachers and pupils, 
companies) 

The implementation of the programme is standardised. Performers acquire knowledge 
and methodology at preliminary seminars. Additionally, they get didactical material 
prepared by the Institute. Also co-operation with entrepreneurs, performance of 
programmes and expected results are standardised. 

All decisions are reached by the management and Council of the Institute. 
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Impact of the measure on the local labour market  

The Institute JA-YE is the only NGO in Slovenia which is offering entrepreneurship 
programmes and free of charge training of teachers and mentors. 

The initiative is generally well accepted in the local environment and among 
participants. All target groups assess the initiative as well prepared and needed.  

In Slovenia, the level of entrepreneurship is relatively low, even though the majority of 
people start their businesses because they want to exploit the opportunity. Also the 
public/overall opinion on entrepreneurship and entrepreneurs is not very supportive 
and among young people entrepreneurship and establishing and managing enterprises 
is not well accepted. Therefore, the initiative fosters the recognition and awareness of 
entrepreneurship among young people who will build their careers in the future. The 
initiative also benefits the society at changing attitudes of young people towards 
entrepreneurship. By the initiative young people acquire knowledge important for their 
careers, changes their attitudes towards the entrepreneurship and gain insight into the 
business. 

The impact of initiative is shown at different levels: 
• Programmes prepare young people on acting in the real business world; 
• Participating in the programmes they acquire entrepreneurship experiences; 
• Participants acquire new entrepreneurship knowledge; 

Those young participants will easier start their own careers what is very important for 
their competitive advantage on the labour market.  

The success of the initiative could be seen also by a number of young participants who 
decided to establish their own companies and by decisions to study. 

Participants get first experiences of entrepreneurship and develop their entrepreneurial 
attitudes and spirit. The effectiveness of programmes is shown by higher motivation of 
participants and by acquiring new knowledge. Pupils get a chance to know economics 
of life and to experience different situations in real business life. Those experiences 
could not be gained in any formal education in Slovenia. Effects are measured by 
standardised questionnaire and by interviews.  

Participating companies are well accepted and their CSR acting is recognised in the 
local environment. Companies have additional benefits by investing in the initiative: 

• improve the level and skill-set of the local workforce which greatly affects a 
company’s potential competitiveness, 

• improve the reliability of local partnerships, suppliers and reliance on out-
sourcing, 

• implement far less expensive ways to strengthen a local base of sophisticated 
skills than developing training in-house,  

• secure greater availability of specifically trained graduates, 
• expand the potential market by turning students and teachers into more 

sophisticated customers, 
• ensure direct connection with potential human resources that are interested in 

entrepreneurship and are already familiar with the company operating rules. 
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The Institute’s main barriers and challenges are small financial funds and constant 
difficulties in acquiring funds from companies. Companies are very reluctant in deciding 
to support the initiative and to donate some financial resources. Additionally, the 
Ministry of Education and Sport is very inactive at preparing the national strategy for 
implementing entrepreneurship education into the school system in Slovenia. 

Future issues 

Activities of the Institute will continue to be carried on in Slovenia. However, currently 
the Institute is facing major financial problems and its way of funding should be 
changed to ensure its future activities and development. The Institute needs local 
communities’ support. Governmental institutions, competent ministries - the Ministry of 
Education and Sport, the Ministry of Economy and Ministry of Labour, Family and 
Social Affairs - should support the Institute. However, till now all efforts to stimulate 
ministries’ co-operation and support have been inefficient. Its development of 
programmes will depend on their development at the main organisation Junior 
Achievement-Young Enterprise Europe. 

Main organisation Junior Achievement-Young Enterprise Europe (JA-YE Europe) in 
Brussels (http://ja-ye.org) is successfully implemented in 43 European countries (also 
in Slovenia). The organisation is efficiently co-ordinating regional organisations and all 
programmes are based on the same methodology. The spread of organisations among 
countries shows its transferability among different countries, nations, cultures and 
environments.  

The mission of JA-YE is to use hands-on experiences to help young people understand 
the economics of life. In partnership with businesses and educators, JA-YE brings the 
real world to students and opens their minds to their potential. JA-YE enterprise and 
economic education programmes are designed for young people aged 6 - 25 and are 
implemented through a partnership between local businesses and schools. The 
purpose of JA-YE Europe and JA-YE organisations in other countries is to inspire and 
prepare young people to succeed in a global economy. JA-YE values are: 

• Belief in the boundless potential of young people; 

• Commitment to the principles of market-based economics and entrepreneur-
ship; 

• Passion for what we do together with honesty, integrity, and excellence in how 
we do it; 

• Respect for the talents, creativity, perspectives, and backgrounds of all indi-
viduals; 

• Belief in the power of partnership and collaboration; 

• Belief in the educational and motivational impact of relevant, hands-on learning; 

Evaluations show that enterprise education does stimulate entrepreneurship later on. 
The JA-YE Company Programme is recognised by the European Commission 
Enterprise Directorate General as a ‘Best Practice in Entrepreneurship Education’. 
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Contact information 

Organisation: Junior Achievement - Young Enterprise, Zavod za podjetniško 
izobraževanje mladih (Junior Achievement - Young Enterprise, Institute for 
entrepreneurship education of young people) 

Contact person: Ms Marjana Plukavec, director of the Institute 
Postal address: Jožeta Jame 16, 1210 Ljubljana Šentvid, Slovenia 
Telephone, Fax: +386 51 342 964 
E-Mail: marjana@ja-ye.si  
Webpage: http://www.ja-ye.si 
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‘You Choose: You Decide’ (Caja Navarra )- Spain 
(contributed by Laura Gallo and Iñigo Isusi, Ikei Research and Consultancy)  

General information  

The name of the Initiative is ‘Tú Eliges: Tú Decides’ (‘You Choose: You Decide’). The 
initiator of the activity is the Caja Navarra (CAN). Caja Navarra is a Spanish Saving 
Bank involved in the provision of universal financial services. Currently, CAN has got 
362 branches, 1,913 employees and 650,000 clients. The official webpage of Caja 
Navarra is http://www.cajanavarra.es, but the webpage of the initiative is 
htpp://www.tueligestudecides.com. 

The initiative was launched in 2004, and due to its success, it has been renewed every 
year up to now. The initiative is strongly (but not formally) embedded within the regional 
economic and social inclusion policy, and it is intended to financially support those 
initiatives already initiated by local, national or international third parties and NGOs in a 
number of social domains.  

From a geographical perspective, the initiative is run in the Spanish region of Navarra, 
a NUTS II level region in Spain. Navarra is a highly developed region in Spain, with a 
sound productive and economic balance. The region has got a total population of 
605,876 inhabitants in 2007, with an average population density of 55.65 inhabitants 
per km². The main City is Pamplona, with a total population slightly above 200,000 
inhabitants. The service sector is the main sector in the region, and it accounts for 
around 55 % of the total workforce. Meanwhile, the manufacturing sector employs 
28 % of the workforce, whereas the building and the agriculture sectors represent 11 % 
and 6 % of the regional workforce, respectively. Meanwhile, the employment rate of 
Navarra (above 72 % in 2007) is higher than in Spain (around 67 %) and the 
unemployment rate is smaller (5 % in Navarra opposite to 8 % of Spain). The female 
unemployment rate (9 %) is higher than the male unemployment rate (3 %). 

Implementation of the measure  

Caja Navarra, equally to other Spanish Saving Banks, has no shareholders. This 
means that obtained profits are either reinvested in the Bank or used for different 
‘social’ goals (the so-called ‘Obra Social de las Cajas’ or Social Work of the Spanish 
Saving Banks). In fact, and according to Law, Spanish Saving banks (‘Cajas de 
Ahorros’) are obliged to devote a percentage of their profits to so-called social activities 
(‘Obra Social’ In Spanish), approximately 30 % of their total profits after taxes.   

Interestingly, it is usually the case that governing bodies of Spanish Saving Banks 
decide by themselves the main beneficiaries of these important resources. In the case 
of CAN, and since 2004, the Bank opened to clients the possibility to decide by 
themselves who the beneficiaries of the social investment should be (through the 
initiative ‘You Choose: You Decide’). The main reason for this decision was because 
there was a strong feeling within the CAN managing board that during years Caja 
Navarra had tried to involve the clients and the rest of the society in their social 
investment without much success. The inertia of more than 100 years had moved Caja 
Navarra’s social investments away from those investments wished by the clients.  
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Therefore, the CAN governing bodies decided to completely change this dynamics, so 
they decided to implement a new way of allocating available resources trying to 
respond to clients’ wishes and perspectives. As already mentioned, the initiative ‘You 
Choose: You Decide’ was initiated in 2004, after being approved by unanimity by the 
CAN governing bodies. 

Characteristics of the practice 

From 2004 onwards, every client of CAN that is contracting a financial product or 
services with the Saving Bank is requested to decide the way he/she would like the 
‘social’ money to be invested, from a list of eight main areas of action, this is to say, i) 
Disabled people; ii) Co-operation; iii) Research; iv) Employment and Entrepreneurship; 
v) Welfare, Sports and Leisure activities; vi) Patrimony and heritage preservation; vii) 
Culture; and, finally, viii) Environment. 

The procedure is as follows: those non-profit making institutions and NGOs that want to 
receive funding from CAN have to submit their social projects to the CAN. All these 
projects are examined by an external technical secretary (external auditors), based on 
the following criteria:  

• projects have to be non-profit,  

• projects have to be social and economically responsible and, finally,  

• projects have to be ready to be externally checked about the use of the 
resources provided by CAN.  

It is worth stressing that any non-profit entity located in any part of the world can submit 
a request for funding to CAN, although most of the money-requesting entities are 
located in Spain and especially in Navarra (in fact, half of the supported activities are 
located in the boundaries of the region of Navarra). Usually, projects are co-financed 
by Caja Navarra, which means that beneficiaries may obtain additional resources from 
other sources, depending on the concrete activities performed. 

CAN decides the final list of projects eligible to be supported by clients. Subsequently, 
CAN presents all these projects to its clients, so they finally decide the final use of the 
available funds. Every CAN customer, when performing an operation with CAN, has 
the right to choose which projects are to be funded. The amount of money devoted 
depends on the products/services and amount the client has contracted with CAN, and 
it comes from the calculation of monies that will be devoted to the Social Work from 
each concrete operation. 

If one of the project finally gets all the money that its has requested to CAN, the project 
is regarded as closed, so no more additional resources can be devoted to that project 
and have to be subsequently redirected to other projects.  

The Initiative ‘You Choose: you Decide’ has had two main phases: 

1. In the first stage of the initiative (from 2004 to 2006), CAN invited the clients to 
take part in the choice of big lines of social action, without support to concrete 
projects. In this initial stage, clients were just able to choose an area of 
intervention, without any reference to any concrete project. 
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2. From 2006 onwards, CAN has opened the possibility for every client to choose 
concrete projects and, even more, to take part in them via voluntary work. Thus, 
and since 2006, CAN clients do not only select the area of action but also up to 
three concrete social projects to be supported. In addition to this, clients are 
also offered the possibility to get personally involved in any social project as a 
volunteer. In this way, the client has a direct knowledge about the concrete 
activities supported, as it was felt by CAN governing body that clients were not 
very conscious about the final use of their resources.  

In addition to this, CAN sends every year a personalised letter to each client where it is 
shown the amount of total resources devoted by each client to their selected projects 
as a consequence of the initiative under study (the so-called ‘Civic Account’ or ‘Cuenta 
Cívica’). In addition to this, and on a daily basis, the information for each supported 
project is updated (how many clients have chosen it and the amount of obtained 
resources). This information can be consulted via on-line (http://www.tueligestude-
cides.com/) as well as in the different offices and cash dispensers of CAN, and it is 
elaborated by CAN internal services. 

Finally, it is worth mentioning that external auditors of CAN not only analyse every year 
the different projects to be supported, but also they verify that the provided money has 
been used for the purposes suggested. These external auditors also verify the origin of 
this funding. In cases where project do not pass this verification process, the reasons 
for this are published in the annual memory of CAN. 

Impact of the measure on the local labour market  

The general effects of the initiative are being evaluated as very positive for a number of 
reasons: 

• Every year the number of projects increases, even in the international area.  

• At the same time, more and more clients realise the importance of their 
decisions. In fact, CAN observes an increasing interest and satisfaction 
amongst clients on this initiative, as clients are the unique and absolute 
protagonists of their decisions.  

• CAN recognises that this initiative is also helping to attract new clients to the 
bank, with a growth of 8 % in the last exercise, where up to 15 % of these new 
clients have done so ‘exclusively’ for reasons related to this initiative. Therefore, 
a substantial part of CAN’s current business strategy depends on this initiative. 

• CAN notes that the initiative has implied a bigger commitment of the personnel 
of CAN with the initiative and the enterprise itself. 

• This initiative is a very innovative one (it is the only financial entity in Spain and 
Europe where clients decide how and to spend the money on). At the same 
time, it has reinforced the social image of the Bank within the regional society 
and economy.  

• Finally, society has been benefiting from the initiative, as resources are socially 
invested in the way society actually demands. 

According to the last available numbers, and during 2007, 2,133 non-profit-making 
institutions (local third parties or NGOs) took part in the initiative with a whole of 2,707 
social projects supported. Also in 2007, CAN’s social investment grew up to € 50.25 
million. The main areas of support have been, in this order, Assistance to disabled 
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people (32.4 % of all resources), followed by Wellfare, sport and leisure activities 
(18.1 %) and Co-operation activities (17.0 %). Other important supported activities 
have included Research activities (8.7 %), Patrimony and heritage preservation and 
(7.8 %), Environment (6.5 %), Culture (6.2 %) and Support to employment/entre-
preneurship (3.3 %). Historically, the type of activities mostly benefited have included 
disabled people and rural social communities. Approximately half of the projects are 
aimed within the boundaries of the region. 

Some of the projects are especially devoted to support employment and entrepreneur-
ship projects within the regional economy. Examples of concrete projects include: 

• Support activities to new entrepreneurs, both in rural and urban areas, 

• Training activities for disadvantaged groups and new entrepreneurs, 

• Support to entrepreneurship amongst primary and secondary education 
students. 

It is worth mentioning also that in 2007, 828 projects did manage to obtain 100 % of the 
requested funding, whereas 1,194 projects received more than 50 % of the requested 
funding support. In addition to this, the possibility opened up by CAN of voluntary work 
by clients has been used up to now by 2,307 clients in 2007 (approximately a 0.4 % of 
all clients) who perform voluntary work. 

Concerning the barriers, there have not been major barriers for the initiative, apart from 
the necessary ‘learning process’ required in the initial stage of the initiative. This 
learning process is explained by two main factors: 

• On the one hand, non-profit organisations were not used to ‘fight’ for projects 
before the public.  

• On the other hand, there were some problems with the clients as they were not 
very aware of the criteria to select projects.  

In order to solve this situation, CAN carried out an ‘educational campaign’ among both 
sectors (non-profit organisations and clients) showing the mechanism of presentation 
and choice of the projects, basically through an important effort conducted directly with 
clients in the CAN premises during daily operations. 

Future issues 

The initiative is expected to continue in the future, reinforcing the link between clients 
and the activities of CAN in the social domain. CAN believes also that this initiative can 
be transferable to other entities, although subject to the following conditions: 

• Those who run the companies devoting the money and their budgets should be 
ready to delegate the decision process to others (at least to some percentage, 
as CAN has done it) 

• It is important the existence of a group of non-profit organisations actively 
involved in acquiring external funds. 

• Citizens need to have free access to information and participation, so they can 
be fully aware of their decisions 
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Contact information 

Organisation: Caja Navarra 
Contact person: Teresa Sádaba, Responsable of external communications 
Postal address: Carlos III, 8, E-31002 Pamplona 
Telephone, Fax: +34 948 208835 
E-Mail: Teresa.Sadaba@cajanavarra.es 

Webpage: http://www.cajanavarra.es/  htpp://www.tueligestudecides.com 
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Danone - Spain  
(contributed by Laura Gallo and Iñigo Isusi, Ikei Research and Consultancy)  

General information  

The initiative refers to the closing down of a Danone production plant located in 
Ultzama (local area in Navarra), as part of the multinational’s larger restructuring 
process. Danone is a multinational food company specialised in dairy products. 

The project was initiated by the Danone group itself as a response to its decision to 
close the plant of Ultzama. 

The closing process was announced the 22th November 1994 and it was finalised 
three years afterwards. As it can be seen, it is a relatively ‘old’ case study, but it is a 
very interesting one and one of the most relevant and successful examples of social 
responsible restructuring practices ever taken place in Spain. 

The initiative was strongly embedded in the local economy of the Valley (although not 
formally embedded in any political strategy), as there was a need to give an answer to 
the local workers affected by the restructuring process (174 affected workers). The 
initiative also helped to develop and upgrade the local labour market in Ultzama Valley. 

From a geographical perspective, Ultzama Valley is a rural valley, located approxi-
mately 26 km to the north of Pamplona, capital city of Navarra. In Iraitzoz village, the 
company Danone had got a productive centre between the year 1965 and 1995 
dedicated to the production of dairy fresh products, like yogurts, milk and cheeses. The 
closing process was initiated in the mid-1990s and finalised three years after. In those 
years, the unemployment rate of Navarra was around 13 % of the active population.  

Implementation of the measure  

This case is about the closing of a Danone production plant in Ultzama as part of the 
multinational’s larger restructuring process. The restructuring was led by problems of 
excess capacity, however, the plant was profitable. The Danone Group was interested 
in avoiding a solution based solely on redundancy payments for the restructured 
workers in part for financial considerations as well as social and brand image con-
siderations. In spite of the fact that in Danone Group already there was some previous 
similar experience in the restructuring domain, this project was completely innovative in 
Spain. 

From an employment perspective, the Danone’s Ultzama Manufacturing Centre had 
174 working persons in 1993, whereby 75 % of them were workmen, 15 % had 
intermediate functions within the company and the remaining 10 % were involved in 
managerial positions. 78 % were men and the average age was overcoming 41 years, 
half with primary studies and with an average antiquity standard of 17 years in the 
company. 40 % of the employees were inhabitants of Ultzama Valley, so they were 
strongly rooted within the social and cultural life of the Valley. 
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In order to deal with the restructuring process, a specific Foundation for the develop-
ment of productive activities in the Ultzama Valley was set up. Relevant actors within 
this foundation included Danone itself, the Regional Government of Navarra, the 
Ultzama City Hall and, finally, the unions active in the plant (4 separate union groups). 

Characteristics of the practice 

The key elements of the Danone restructuring plan were twofold:  

• On the one hand, a Social Plan which included i) the management of 
employees who wanted to move to the plant which would be absorbing the 
Ultzama plant production capacity, in Seville; ii) the search for new jobs in other 
firms nearby.  

• On the other hand, an Industrial Plan to rejuvenate the local economy of the 
Valley of Ultzama. The idea behind this industrial plan was to create as many 
jobs in the region as would be destroyed by the planned restructuring process. 
This industrial plan was centred around several actions, this is, i) look for 
company/companies interested in occupying the former Danone premises (with 
the help of a business consultancy firm specialised in these activities); ii) 
Identify and help new or existing business projects in the Valley of Ultzama, 
specially those initiated by restructured employees (basically through an offer of 
start-up capital to help launching the new enterprises as well as a commitment 
of assistance to those in need for the following three years.  

Also as a result of the industrial plan, and as already mentioned before, a specific 
Foundation for the development of productive activities in the Ultzama Valley was set 
up. Relevant actors within this Foundation included Danone itself, the Regional 
Government of Navarra, the Ultzama City Hall and, finally, the unions active in the plant 
(4 separate union groups). The leading role within this Foundation was assumed by 
Danone itself, which was successful enough to convince all parties about the interest of 
becoming part of this Foundation. This convincing role was especially difficult with 
workers’ representatives as they were very sceptical about the success of the initiative 
in the initial steps. 

The principal activities of this Foundation were: 

• To carry out an in-depth exploration of existing economic possibilities available 
in the area and not sufficiently developed up to that date 

• To direct the publicity campaign intended to attract new businesses to the area 

• To evaluate the new business projects to be subject to external finance and 
help 

• To intervene in the design of the agreements between different parties 

• The development and management of a municipal industrial park, located in 
Danone’s former premises 

From a funding perspective, the initiative was primarily financed by Danone itself, 
although the Regional Government of Navarra also financed several of the actions to 
be carried out. It is relevant to specify that the creation of new employment in the 
Valley was heavily subsided by the public sector (approximately € 6,000 per each new 
created job position. 
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Impact of the measure on the local labour market  

Generally speaking, this initiative is a good example of the interaction between local 
employment development and Corporate Social Responsibility. The main area of CSR 
of this project was the employment and labour insertion of the employees of Danone in 
Ultzama. The CSR activities were based in part by financial considerations as well as 
social and brand image considerations of Danone. 

Positive elements of this initiative include the following ones: 

• The main contribution of CSR activities developed by Danone in Ultzama was 
the economic development of the Valley, especially from the affected workers’ 
perspective. The project did significantly contribute to the creation of jobs and 
positive economic outlooks in the area. Thus, and according to official infor-
mation, three years after the Danone plant closure, 14 new enterprises had 
been relocated to the Ultzama Valley with more than 335 new jobs (in 
comparison to the original 174 displaced workers). 

• The Social Plan was received by 52 % of the workforce. (The remaining 48 % 
opted for the redundancy payments.) Regarding the launch of self-employment 
businesses, 6 % of the original workforce chose this option. The search for new 
employment and the launch of self-employment enterprises were aided by 
professional assistance supported by Danone.  

• Danone also valued very positive the process. Firstly, the Danone’s image and 
brand were not deteriorated, and the company did not lose market share with 
no interruptions in production. On the other hand, the conflict diminished in the 
local area and did not spread to other centres of the company in Spain.  

• From the institutional and social point of view the evaluation was also very 
positive. Especially relevant is the fact that a strong collaboration between the 
different players (company, workers’ representatives, regional and local 
authorities) helped to create strong relationships among them, facilitating the 
agreement and the development of actions. This is especially noteworthy since 
previous to this restructuring announcement, the plant already had a difficult 
background in terms of labour relations (strikes etc.). 

Meanwhile, the initiative was also subject to a number of difficulties, especially at the 
beginning when it was required to explain to employees the new situation and the need 
to close down the factory within a high degree of scepticism about the success of the 
initiative in the initial steps. In this sense, it is worth stressing that the fact that the 
target group was informed since the beginning about the initiative, as well as the active 
and credible involvement of the Danone Group, also helped to reduce this scepticism 
among workers. 
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Future issues 

The initiative is no longer existent, and support from Danone was extinguished in 1997. 
It is worth also mentioning that Danone undertook a similar scheme of action in other 
areas and based on the Ultzama experience, for example in Italy when closing down 
one of its biscuit production facilities in Locate Triulzi. Conditions for transferring this 
initiative to other areas include the following ones: 

• Active involvement of the enterprise in the restructuring process, with a clear 
orientation to stress both, the social elements included in any restructuring 
situation and the long-term development of the local/regional areas affected by 
these processes. 

• Close collaboration and fluent social dialogue between all stakeholders involved 
(especially between company and workers’ representatives) 

• Strong support (not only in political but also in financial terms) from regional/ 
local authorities, so they may help to provide the means (money, space, etc) to 
overcome existing problems. 

Contact information 

The responsibles of the restructuring process do no longer exist. In any case, and for 
more information, see the following document: 

Lozano JM and C. Folguera, ‘Danone en Ultzama’ (Danone in Ultzama), ESADE-IPES, 
Barcelona, 2003 (available at Internet at: http://www.esade.es/pfw_files/cma/institu-
tion/institutos/ipes/Danoneultzama.pdf) 
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‘On the Border’ - Sweden 
(contributed by Kim Moeller, Oxford Research A/S) 

General information  

The original name of the project is: På Gränsen (Swed.)- Rajalla (Fin), - which in 
English means ‘On the Border’ and refers to that the project encompasses the border 
in the region between Sweden and Finland building together the two cities Haparanda 
and Tornio. The project is public and the municipalities are totally autonomous as they 
do not depend on high public levels or support from other entities for realising the 
project.  

About 12 years, ago in 1996, the project ‘På Gränsen’ started as an architecture 
contest. From this concept the idea of co-operation between the cities was born and 
the vision was initiated that Haparanda-Tornio would become an international centre 
for the Barents region, a meeting place for culture, knowledge, goods, innovation and 
for people. This was pursued of a vision for developing plans. A detailed plan for 
conducting inquiries of the economy of the project, social effects and environment was 
also carried out.  

In 1998, a parallel process also began in the search for a commercial trade centre. The 
results of this search finally led to the establishment of the 16th Swedish IKEA store, 
which was set up in Haparanda-Tornio in 2006, the 15th November. Thus, the major 
IKEA investment of the start up of the store was completed at 2006.  

The potential end in one document for the public project ‘On the Border’ date is 2018 
but could become shorter due to economical reasons, decided by the municipalities or 
if the project becomes finished earlier than scheduled.  Formally it is the board of the 
municipalities that decides upon this issue. However, according to the current project 
leader Göran Wigren there is no official end date as the integration of the two cities is 
an ongoing continuous process, and it is likely that the process will be prolonged after 
2018 since the political majority in both cities are for the project and the integration 
between the cities. However, it will after the project date cease to exist in a project 
form, which is now calculated to end in 2014, 4 years earlier. In addition it will after this 
date proceed as a normal everyday ongoing city planning of the municipalities and 
integration between the cities, which has now become a normal process.  

The whole process of planning has been publicly financed. Infrastructure which is part 
of the normal city development is financed by the normal budget, partly is infrastructure 
also financed trough costs from the sales of land.  The municipals have sold land and 
gained financing through this action. After that the private investment took place. Since 
2006, no buildings are publicly financed as all financing of the projects ‘On the Border’ 
derives from income from land sales and private investments.  

The cities have since the start led the project in form of an official project team. Since 
2002, the project leaders for ‘On the border’ is Göran Wigren and Jarmo Lokio.  

The project team is an ad hoc organisation and changes depending on what issue is 
involved. Which additional partners that are incorporated is decided informally upon the 
project leading team and the project leaders as well as the chair of the municipality 
board, the environmental board, the local government commissioner and formally the 
Board of the municipalities. The team could consist of the personnel staff of the 
municipalities that have been involved together with the social agency, technical units, 
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external consults who are experienced in international work and have knowledge of 
both countries laws together with the Swedish road administration. According to the 
project leader Göran Wigren, it has been a great asset to have the road administration 
as part of the team.  

About 15 people have been involved from the civil servants. Civil servants and 
politicians from both cities interact in regular formal meetings but also informally. The 
project also involves schools and pupils by encouraging them to contribute with ideas 
how to develop the border region, the project and the new city centre.  

The most important financial actors in the project ‘On the border’ are:  

• The municipalities Haparanda and Tornio. The municipalities of the cities are 
the driving force in this project. The cities’ political governance has decided the 
distribution of costs of the common investments. The financial share of 
investments between the cities is 50 % - 50 %.  

• The Swedish and Finish state, mainly for major infrastructure investments as 
restoring and rebuilding the E4 Highway, where hundreds of millions SEK are 
invested. The E4 needed to be rebuilt as a consequence of the project ‘On the 
border’ as the new City Center/shopping area demands that the highway need 
to be modified otherwise the water of Torne river (Torneälv) would block the 
way. Finland is building a new custom service house with a regional office that 
will employ many people.  

• EU-funding through Interreg 3 programme accounted for up to half of the sum, 
financing the project ‘Granngatan’, behind the E4 highway. The municipalities 
Haparanda and Tornio financed the other half. Other projects that are EU-
financed are the planning projects, funding for projects within On the Border 
and networking. No other contributions are made from other funding sources. 

• Other investments formally outside the project but as a result of the project are 
private investments local in the city made by mainly the larger companies like 
IKEA, Ikano, NCC, Akelius, HSB and SMEs like local building 
contractors/landlords. These are also the main actors that bought land for 
property buildings attached to the project ‘On the Border’. NCC was the first 
actor who invested in Tornio in building apartments as a result of the project.  
After that followed IKEA in 2006, thereafter the bank Ikano, and after the IKEA 
decision all private investors were interested to follow on (Wigren 2008).  

Formally, no links are made to the national employment strategy. The initiative is local 
in order to increase employment and to get access to a commercial trade centre for 
local consumers. The public administrative scope is local and international at the same 
time involving two different states into a combined city core. Local and regional 
investments are made into this project.  

This project would not have been possible, if not both Sweden and Finland had joined 
the EU in 1995 so in one way the local project needed a wider policy framework that 
could tear down hinders of national borders. Before the free movement of goods that 
resulted from the EU accession there was a maximum of SEK 1,000 (€ 109) value for 
exported goods to Finland. This narrowed the local home market to be restricted within 
the border. Local investors did not see the point in investing with such small market 
potential and this hindered the development for the cities. The project meant that the 
home market is not stopped at the border but are expanded which had implication not 
only for the commercial/trade sector but also for the service sector.  
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The cities were during the project involved in getting information and benchmarking 
from border regions in Holland and Germany as well as border of Germany and 
Denmark. Haparanda-Tornio have now themselves become a best practice case to 
other border regions in adapting the European idea in forms of creating a region that 
has been divided by an unnatural border for 200 years, where the region have 
historically been a natural region of trade and exchange, are now once again becoming 
a place for a common trade and labor market.  

The project is realising the European idea as it is developed at local level to create 
natural regions that have been hindered by borders. They are co-operating with the 
organisation, Association of Border Regions, AEBR, where the cities are members 
since 1996/1997.  

From a social inclusion perspective the co-operation has increased possibilities for the 
people as many of the inhabitants can get a better education or a job on the other side 
of the border. For an example of a cross-national benefits has Tornio an occupational 
college where many from Haparanda are participating. Other examples are job 
commuting where people from one side are commuting to the other city for new job 
opportunities.  

The city Haparanda-Tornio is located on the borderline between Sweden and Finland 
in the most southern point of the border with a lot of commuting between the borders.  
The Swedish border city Haparanda is a city of 11,000 inhabitants in a rural area in the 
province of Norrbotten in Sweden, one of the most northern regions of Sweden. Tornio, 
in the province of Lappland, consists of more than 23,000 inhabitants. The total number 
of inhabitants in Haparanda-Tornio is around 34,000. However, the geographical 
spread for market opportunities is widespread as the region covers about 70,000 
people within 30 km and 500,000 people within 150 km in Sweden and Finland. If the 
ratio is expanded into 500 km the region also reaches the markets of Russia and 
Norway encompassing more than a million people with neighboring countries. About 
14,000 people commute every day over the border where the E4 trunk road passes.  

The current employment situation in the local area is clearly better than before. The 
total unemployment in Haparanda municipal is 10 % in March 2008, this is significantly 
higher (about 70 % more at that time) than the average unemployment in the whole 
country in Sweden (6 %). However unemployment in Haparanda has decreased from 
16 % of the work force to 10 % from 2006 to 2008, which is a remarkable fast decrease 
as unemployment in Sweden has not decreased as much the same years although 
national unemployment figures have also been decreasing during this time period 
(Haparanda Kommunfakta 2008).  

This local development is due to the establishment of the IKEA store and to a very 
large account due to the project On the Border. The project was a prerequisite for the 
IKEA establishment. Since the 1st of October 2005 to 1 October 2006, 240 new jobs 
were created which would equal 240,000 jobs in whole Sweden as a comparison for 
the importance of this project for the local area, as the ratio of inhabitants are about 
1:1000 for Haparanda compared to the 9 million inhabitants in Sweden. In ordinary 
years before the IKEA establishment about 30 companies would establish them in 
Haparanda, now since 2006 this figure has doubled or tripled annually. In total today 
the number of companies is 934 that are established in Haparanda.  
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Since the initiative there has been an additional contribution with annually 30 to even 
100 at the peak level (2005 - 2006) of new companies established. However, if one 
considers the subcontractors this figure will be altered into a much higher figure, but it 
is at this stage unclear how high (Kerttu 2008).  

Haparanda-Tornio has the same population figures as in 2002, but the trend from the 
1970s was before a declining population with a heavy out-migration. There have been 
expectations from the municipality that in-migration would result from the investments 
that are created from the project ‘On the Border’, however, there has been less 
commuting to jobs to Tornio as more jobs have been created in Haparanda and more 
job commuting from Tornio to Haparanda. In general, job commuting to Haparanda 
takes place within the trade, healthcare and service sector where job commuting to 
Tornio takes place to the industrial sector.  

In 2007, the numbers of people with higher education living in Haparanda are about 
half of the average in Sweden.  

The most important industrial sectors in Haparanda are Trade and communication, 
manufacturing and extraction, health and healthcare and finally the sector, education 
and research.  

The number of early-retired people is twice as many in Haparanda than the average 
number in Sweden, with about 20 % of the people between 20 - 64 being early retired 
from the worklife in Haparanda (Haparanda kommunfakta 2007). This is partly ex-
plained by taxation rules as if one has worked in Sweden but lived in Finland earlier 
and if they would return to Finland they could risk double taxation, so after retirement 
they choose to live on the Swedish side of the border. According to the Enterprise Unit 
of the Municipal not many recruitments to early retirement are occurring at present time 
(Kerttu 2008).  

Income per capita and source of revenues of taxation in Haparanda are below average 
with about 80 % of the average in Sweden. (Haparanda kommunfakta 2007). 

Implementation of the measure  

På Gränsen - Rajalla is a co-operative project of two cities located in two different 
countries, Haparanda (Sweden) and Tornio (Finland). In the middle of the border line 
they are building a centre where one can find - besides commercial services - also 
apartments, educational possibilities, jobs, culture and free-time options. 

The aim of the project is to develop and built together the city centres of the Swedish 
city Haparanda and the Finish city Tornio into one common city centre area. The wider 
objective is to create pre-conditions to further develop business life, as well as service 
and accommodation for the inhabitants in the city centre thus improve mobility between 
the cities and for the inhabitants. Furthermore, the objective is also to increase the 
quality and comfort of the local surroundings. In addition the traffic security is also 
expected to be improved (Wigren 2008).  

The start-up for the ideas of integrating the cities and their people started already for 20 
years ago in 1987 (the joint committee : Provincia Bothniensis) in how to use the 
common resources in a better way and how to attract more people and business. 
During this period accompanied by a long political process a lot of projects have been 
launched in forms of a common school, common language campaigns and a Swedish 
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Finish adult education at high school level (Folkhögskola). Railway investments and 
other infrastructure projects are being made and since the entrance of the Euro this 
currency can be used in both cities with the same exchange rate (although Sweden 
has not introduced Euro nationally). 

The overall goal of the project ‘On the Border’ was to increase attractiveness for the 2 
cities. However, little of real value was accomplished during the first 8 year period as 
the border remained an obstacle in many ways, although some co-operation was made 
at municipal level through common waste water purification and water works. The 
distance of the cities at the time 1995 was only about 500 - 600 metres and the 
buildings that were closest to the border was the customhouse. The settings for 
integration was remarkable altered since both Sweden and Finland joined the 
European Union in 1995. The change in the international and local context with the EU-
membership meant that new conditions and possibilities took place for integration and 
this was the start up for a long process for the search of new strategies to realise what 
this implication could give the cities in form of development and progress.  

There is a win-win situation of co-operation between the cities. The national states 
have given their approval of the integration that is requested. However, not every 
request has gone trough. For an example, are there requests for a common political 
body like a union of municipality assembly and a common organisation for the firemen 
department which due to national laws have not been possible.  

One other large reason for the project is to reduce all kinds of border obstacles and to 
improve the everyday life for people and companies as well as optimise the economy 
of the community.  

Objectives are also to create more employment as a result of promoting the 
infrastructure for business and attract more investors to make local investments in the 
area.  

Membership in the EU has created conditions to implement concrete cross-border 
development projects. Haparanda and Tornio are situated at the centre of North 
Scandinavia as a practical example, and a link between people and countries. 

One reason for the project ‘On the border’ are the historical close links between the 
people of Sweden and Finland in the local region. From the Middle-Ages has Tornio 
and Haparanda been lively places where trading took place and people met each 
other. The North Calotte Council (Nordkalottrådet) in different ways played a decisive 
role at an early date, by initiating co-operation and broadening exchange in North 
Scandinavia between Norway, Sweden and Finland. 

Haparanda-Tornio also plays an important role in a wider perspective: as a point of 
entry into the Barents Region. Furthermore, the development in Russia in the 1990s 
totally transformed the situation, and made possible exchanges with Northwestern 
Russia.   

From this perspective the public councils wishes to develop further interaction and 
trade within the region. The Barents Region once more will become a whole region. In 
the past too, Haparanda-Tornio functioned as a trade clearing centre, but also as an 
important entry point into the region. In historic times, the river was an artery, and today 
the Barents Road can take over that role, linking Norway, Sweden, Finland and Russia. 
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The administrative scope of the initiative was municipal. All start up talks and initiative 
was made from public representatives in a top-down perspective. Bengt Westman was 
the key political actor in Sweden and his counterpart on the Finish side was Raimo 
Ronkkainen.  

The former local government commissioner Bo Erik Nilsson was before the project one 
of those who tried to get IKEA or another huge commercial actor to establish for the 
purpose of a commercial trade center. The present local government commissioner 
Sven Erik Bucht together with his predecessor Bengt Westman finally convinced IKEA 
to invest in Haparanda. Other political actors on the Finish side were Seppo Pelttari 
and Pekka Penttari. 

To mention other initiators of the project ‘On the Border’ were the civil servants Håkan 
Sundkvist who were erlier head of the leading group and Mats Karlssons, at that time 
City architect, and are now on the Agency for roads (Vägverket) who was involved in 
the rebuilding of the E4 highway, which was of local central importance. On the Finish 
side Heiki Pirilä, architect, who had been a teacher and knew Swedish, Urjö 
Alamäki,principal of the Tornio School and Ritva Nousiainen, Co-ordinator Secretary, 
were all important for the start up of the project. The leading group consisted of various 
civil servants such as co-ordinators, people part of different community planning 
functions, civil engineers, architects and teachers/represents from the educational 
system. Most of the civil servants were a part of the Province of Bothnia (Provincia 
Bothniensis) which is the Haparanda-Tornio joint committee since 1987 with the 
purpose of integrating and to develop the cooperation further between the cities.  

As a result IKEA was involved in talks of locating a new store in the border area 
between the two cities. The project was planning to establish a viable centre with a 
boost for the commercial area with some kind of a big actor setting up a larger 
department store.  

Ingvar Kamprad, head of IKEA was not directly involved in the initiative but became 
personally engaged in the establishment of an IKEA-store in Hapranda. His decision to 
invest and to set up an IKEA store promoted the initiative as this spread more 
investments to the local area at the border and that the state actors became more 
perceptive of this area. This is believed to have helped getting state financing for the 
new direction of the E4 highway when the national government realized the potential 
for the area. The project would not have succeeded so well without the IKEA 
establishment.  

The process of the IKEA establishing started with that the former Municipal local 
government commissioner Bengt Westman and the at that time and now current 
Municipal local government commissioner Sven Erik Bucht was bringing up 
constructive talks with the founder of IKEA, Ingvar Kamprad as a result of their search 
for a large consumer shopping centre to establish on the border. This search had been 
an issue for the municipality since 1986 and Bengt Westman had worked with these 
issues of regional industrial development since then. Thus a long process had begun 
from the political governance in the municipality in order to attract more private actors 
to the project ‘On the Border’. IKEA was contacted already in 1998 but the business 
management in IKEA turned down the Haparanda-Tornio invitations from B. Westman 
and R. Ronkainen at that time due to that the national expansion plan was not ready 
yet as IKEA was prioritising expansion outside Sweden instead.  
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There were a number of different candidate cities for the IKEA-establishment and IKEA 
had wished to establish a store north of Sundsvall since 1966 somewhere along the 
coast but had not been sure of the timing and location until 2006.  

In 2002, the bank Swedbank was arranging a conference where Ingvar Kamprad was 
participating. Bengt Westman and Sven Erik Bucht who went to the conference to have 
a personal discussion with Ingvar Kamprad ceased this moment and produced an 
investment campaign for the local business opportunities. Kamprad became interested 
of the location in Haparanda-Tornio to establish the new IKEA store and realised the 
potential with the project ‘On the Border’ that would increase the success factor for 
business.  

After thorough market research and business plans IKEA and Ingvar Kamprad realised 
the market potential of this local region. He was personally convinced that this location 
would be the best market driven location that IKEA had of the other alternatives for 
their establishment up in northeast of Sweden. IKEA was at the time looking for a new 
location for their 16th department store. The other potential alternatives were Luleå and 
Uleåborg as the competitors for the establishment. They found that Haparanda-Tornio 
location was the best choice. The decision was thus taken on the most central level by 
the IKEA Head and director I. Kamprad together with his co-workers within their market 
department to invest. 

The reasons for investments were besides reasonable business plans also that the 
judicial setting and rule work was in place for the two cities to melt together creating an 
attractive place for customers. The timing of the investment was also important as two 
other new stores were established in Kalmar and in Karlstad at the same time as 
Haparanda - all part of the expanision plan of IKEA Sweden at this time. The recent 
positive development of Finland also played a role that Haparanda was selected as the 
best location. IKEA took the establish decision on a market based calculation based on 
research that the area could attract about 2 million customers annually. It was also 
seen as a benefit that the area has two currencies, both Euro and Swedish kronor 
(SEK) and that the market would encompass mostly both Sweden and Finland.  

Even if the foundation for the establishment of IKEA in Haparanda was mostly market 
based, there must also jointly be a social responsibility dimension for all IKEA decisions 
to invest. The market conditions were right for the investment and with the decision to 
invest, social values have been realised due to that about 200 local jobs have been 
created so far only within IKEA (Ståhl 2008).  

The decision to invest in Haparanda is defined into CSR frames considering that this is 
a weak region with lots of rural areas. The area combines 4 nations and 5 people 
(Sweden, Finland, Norway, Russia and the Lapp people) which is in itself a CSR 
component to strengthen the links between different people and nations.  

IKEA has since after the Haparanda establishment in 2007 been contributing with SEK 
1 million (€ 105,260) annually (continuing until 2016) together with other business 
actors to a regional local council (Barents Reunion) which aim is to develop the region, 
promote co-operation between the different people together and investigate in how to 
create better market conditions. This was decided even before the establishment of the 
IKEA store and is viewed as a CSR initiative to improve the LED in the region (Ståhl 
2008).  



The Interaction Between Local Employment Development and Corporate Social Responsibility 
 

365 

With the investment in Haparanda IKEA wish to:  

• Become an attractive employer 

• Develop the local region  

• Integrate the CSR idea for Haparanda together with other partners for social 
responsibility.  

IKEA works active with CSR and Environmental responsibility. Partners that IKEA have 
is for instance Unicef and Save the Children (Rädda Barnen). Hopefully could IKEA’s 
presence local in Haparanda contribute to that the CSR message is strengthened and 
that some partners could establish themselves in Haparanda. So far it is too early 
according to IKEA to view any typical CSR effects, as the establishment is only two 
years old (Ibid). 

Those actors contributing to the project ‘On the Border’ through private actors are 
those investing in the area. Besides IKEA the local business was contributing and was 
part of the reference groups for influencing how the commercial service should be 
developed.  

Among the local business there was also a support for the project although not as great 
support as expected as some of the local business actors were afraid of increased 
competition more than attracted to the possibility to gain more market shares and 
growth as a consequence of reaching a larger market potential.  

After the IKEA decision to invest many local actors changed their mind and became 
more positive as they followed up to make investments in the local area.  

IKEA is currently expanding their store with regards to both, visiting and storage 
buildings. Normally the IKEA business model is to keep low storages in their stores, 
they have however altered that model for the Haparanda store as it is such a rural area 
it is needed to keep the products more in stock as the customers live within long 
distance. Normally IKEA also places their stores at suburbs and not in the middle of a 
centre. This could be viewed as a CSR aspect of IKEA to take the local conditions into 
consideration.  

Before the project people were buying their goods far away from Haparanda, as the 
closest shopping storehouse was in Kalix and Kemi which is about 45 minutes from 
Haparanda or they went to Luleå (2 hours from Haparanda). It was within this range 
people bought their goods, as the demand was there but the supply was lacking locally. 
Now there is also a large supply in Haparanda for daily goods as OICA and Konsum 
had expanded their business. Business/market potentials were the driving force for the 
private establishments. Together with the neighbouring municipalities the commercial 
area consists of about 65,000 inhabitants. About 70 % of these live on the Finish side 
and 30 % of them live on the Swedish side.  

The purchasing power of the retail business was about € 228 million (2005), the 
potential is huge whereas about 62 % of the purchasing power remained outside this 
area earlier, with a greater potential if more range is calculated with the market 
potential, which was the driving force for involving business and was the main reason 
for IKEA to establish their store in Haparanda-Tornio. Just like all other private actors 
investing in the region and in the local area partly because of this initiative ‘On the 
Border’. IKEA became a benchmark with their investment and more companies 
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followed their example. The logic was that if a success company like IKEA dare to 
invest this must be good business making the rest of the business follow the IKEA 
investment. Today the number of purchase power outside the area is much lower as 
much of the purchase is being made in the local area.  

The project on the border was a pre-condition for the IKEA establishment as the store 
needed a lot of infrastructure in place for the investment like water verdicts and a 
common lay out plan and local plan. Without the 10 year project on the border the 
establishment would have been impossible. IKEA viewed that the condition was the 
best in Haparanda-Tornio, thus it was as well a typical business case as a CSR case. 
Geographically the placement was best on the Swedish side of the border in 
Haparanda as the roads were situated, with both the highway E4 and road 99 leading 
to IKEA, where it is also at walking distance from those living in Tornio close to the 
border.  

According to IKEA business and altruistic cases go hand in hand, business case is the 
pre-condition but the philosophy of IKEA is the importance of the people which include 
the customers, the suppliers and themselves. The business of IKEA must take the fully 
responsibility for their products, how they are purchased and the whole product chain. 
Business can never outcompete the value of people and environment according to 
IKEA (Ståhl 2008).  

Other companies chose to establish in the city due to their investment calculations. The 
commercial condition also exists for the rest of the business sectors. A Swedish kitchen 
retailer store called Kvik established in Haparanda but is now out of business, 
indicating that if a business in Haparanda will not get profitability they will not stay for 
CSR reasons despite the border initiative. Of those companies establishing at 
Haparanda most of them are in the commercial shopping sector at the centre core and 
many other sectors are also experiencing a boom. These sectors consist of 
construction and real estate business, different service sectors, as surveillance as well 
as education and head hunting firms.  

After the decision was taken in 2006 when IKEA publicly announced that they would 
establish on the border, growth increased and other business establishments 
increased. It also led to that other projects in Tornio were initiated such as the so called 
‘Samverkansringen’ (Ring of Co-operation) set up by the municipal business unit and 
the municipal business company where local business is co-operating. In Tornio, a 
large galleria is being built of 40,000 m² where 20,000 are for commercial space.  

Of all companies that invested in the cities, all decisions are taken central in the core 
company for the multi-national companies. These MNC are not seen in the statistics 
about registered companies in Haparanda as these companies are registered 
somewhere else. So there are partly local investors and larger MNC involved.  

Objectives of the measure ‘On the Border’ were to:  

• Create more jobs 

• Bind together the cities to a functioning unit  

• Increase attractiveness for those living in Haparanda-Tornio, increased in-
migration. The aim is not to become a big city but to be a pleasant small city 
with a high qualitative surrounding for visitors who should want to return to the 
city including the tourists.  
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• Increase the branding and fame of the cities with their unique developing 
features and their possibilities by their geographical location and developed co-
operation 

• Attract different investors from different sectors  

• That the project will become a measure for development and growth. In 
addition, increased economical and social cohesion which in turn is necessary 
for a sustainable development.  

• To become a role model of an example how local initiatives can create growth 
and employment and at the same time realise the EU-idea of developing 
regions despite national borders. 

The project started with an architecture contest that was carried out in 1997 where 
ideas were competing of how the new city centre would look like. 4 - 5 contributions 
were compiled into a plan. This continued with the developing plans visions 1998 - 
2000. In the plan of conduct (Genomförandeplan-Swed) the project has been divided 
into different phases whereby consequences are described in each phase. The 
projects are carried out in different stages during a period of 10 - 20 years. The plan of 
conduct contained inquiries for the economy as well as social and environmental 
effects for the project. An application to the court of water was filled in for measures 
around the water area. Pictures of phases for the area are completed. Tornio and 
Haparanda are respectively working with their lay out plans (översiktsplan-Swed) in co-
operation for the area. The local plan (Detaljplanen) started in Tornio and was 
completed in October 2002. The actual building started at spring 2003. Into the new 
centre they are building senior apartments, a common police station and a shopping 
centre across the borderline. The local streets are also rebuilt to cross the border 
between Finland and Sweden. The new traffic circle makes the traffic easier.  

Politically there was a clear majority in the representative bodies of both cities for the 
project. The issue was, however, in 2002 an object for a referendum, where the people 
surprisingly turned down the proposition with a slight majority against the project 
although the turnout was very low, about 50 %. A large part of those that did not vote 
were Finish people living in Haparanda. There was also a difference of opinion with the 
cleavage along the dimension city and countryside. Those living in the city were for the 
project whereas those living in the countryside were against. However, as referendums 
in Sweden are just advising and not binding for the politicians, the decision makers 
chose to carry through the project ‘On the Border’ anyway with 28 votes for and 7 
against. Some political parties tried to gain political score and were against the project. 

The implementation of the border project started with areas as customs and police 
force. Since the defense buildings were symbolically torn down around the EU-
entrance at 1995 the civil servants and the rest of the actors in the project tried to move 
integration further.  

All governmental agencies had a lot of opinions in how this project should be shaped. 
The County Administrative Board in Sweden was one of the actors that were the most 
skeptical many times. 

In the beginning of the process lawyers from different public agencies emphasised that 
every step to realise the project ‘On the border’ must be preceeded by careful inquiries 
about the legal status of each action in every considerable aspect. The actors of the 
project realised that this will only cause delay and chose to do everything at the time 
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being for each project and in afterhand check if they were breaking any laws through 
the public agencies surveillance. The agencies accepted eventually the process and it 
was clear after 2 - 3 years in 2000 that there are no laws prohibiting two cities to build a 
common square and a city centre.  

As a result of that Swedish and Finish laws are very different in many aspects, the 
project has always chosen the tougher and more restricted of the two laws in each 
case where a law must be followed. It was impossible to harmonise the laws as this 
procedure would demand some kind of international regulation as the EU-law. 

There is although increased building a lack of accommodations/housing in Haparanda 
which is a challenge for the private construction companies like Akelius, HSB, and 
NCC which are currently building more apartments.  

It has also been of importance to find the right competence where the national 
employment agency (Arbetsförmdelingen, AF) has been very useful in finding 
competence of project leading. A new educational resource (Kvalificerad 
Yrkesutbildning) was provided by AF for the solution of supplying the labour market 
needed project leaders and managers.  

The business unit of the municipality in Haparanda which is in charge of the process 
has obtained a succesful model. The political initatiors tried very early to get support for 
the project within all parties and also to involve the opposition in the process. If this had 
been done more political actors would have been part of the project.   

A great process of change was that it took a lot of effort into convincing people that it 
would be possible that this region would get the sufficient growth as a result of this 
project. Most of the people were although in favor of the project, political work and real 
effects of the project convinced even more people.  

As Haparanda was one of the poorest regions in Sweden the development needed a 
change and to break the declining spiral and make it a positive one. To work with clear 
aims of what the future will bring as a result of this project was important for its 
fullfillment. 

Characteristics of the practice 

The project and the enterprise unit of the municipality used the balanced scorecard in 
all decision making and the co-ordinating process. Involved actors are the Business 
national centre (Företagaras riksförbund) and the commercial chamber for border trade 
(gränshandelskammare) and the municipality has good relations with the confederation 
of Swedish enterprises (Svenskt Näringsliv).  

The actors tried to make a whole picture of small parts into different levels of the co-
operation, which meant that the process involved different work in the working groups. 
The project leading group was the head of all working groups. The head of each 
working group was the one who was formally in charge in his ordinary sector, they 
were also in charge of each respective sector in each working group. These were for 
example subworking groups like senior organisations such as PRO, youth 
organisations, community planning group and company organisations were represent-
ed into different phases of the project.  
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The head of each working group was responsible of setting the wider framework within 
their work although the overall responsibility for the wider framework had the 
municipality board and the project leading group.  

Sometimes some of the working groups saw little use of their work until it came into the 
right context, as some ideas could be realised somewhat late in the process when 
other issues needed to be arranged first. The reference groups had a common pool 
where they solved problems together in a dialogue with the local business.   

When the project is running many ideas and proposals on how to continue the project 
are stemming from the public like from pupils in school and other citizens. This is a 
typical bottom-up process.  

The conducted process has been balanced by the balanced scorecard model where 
business, investors and other involved actors had been meeting both in regular formal 
and informal meetings.  

Other examples of interaction is the co-operation of the council of export and the 
commercial chamber for border trade together with the Swedish-Finish School 
(Folkhögskolan) that will set up a project of a Chinese competence centre. 

The target groups involve:  

• All inhabitants in Haparanda-Tornio 

• Business, in two perspectives, both to maintain companies local in the city but 
also to attract local and regional companies to become willing to invest in 
Haparanda-Tornio 

• Actors in the EU who want to see more cross-border co-oporation competence, 
such as CBCC  

There is great local relevance as it is a local measure receiving local results. The local 
development is the engine in this project. The project has meant not only realised 
objectives and good statistics for lowered unemployment and better economy but also 
that people in Haparanda-Tornio are now equipped with more belief in the future, 
optimism, content feelings and a great pride of their cities.  

IKEA found it specific that the establishment in Haparanda is on the border of two 
nations and that it was a particular interaction with a bilingual department store as well 
characteristically to get to know the Finish culture. The Finish market was interesting 
and IKEA states that the ‘On the Border’ project made it more interesting to invest. 
There was a large need on the Finish side for a big department store like IKEA when 
this supply was lacking.  

Those companies that are investing, even if they are a company that takes social 
responsibility as most of the companies do, are in for the profits and that is the main 
reason for the establishment in the local area. In the beginning the cities are creating 
the pre-conditions, after that the private investors takes over financing most of the 
buildings and investments. Since some time in the project the municipality is no longer 
building houses and apartments as private companies like NCC, HSB, Akelius and 
local building contractors are now performing these investments. There must be private 
investors otherwise the project ‘On the Border’ would fail.  
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However, these private investors are not driven by any philanthropic ideas but are 
rather interested in increasing their profits and to develop their business interest as well 
as taken a CSR for the local area at the same time.  

The public initiative and the private investors are totally dependent on each other. The 
investors would and could not be able to invest, unless the public sphere would have 
provided a community planning first. Investors often demand efforts from the public 
sector in forms of enough efficient infrastructures, i.e. the community will after investing 
like in this project ‘On the Border’ become dependant on investors.  

Not any contradiction between competitiveness and sustainability have been found in 
this case. The meaning is that long-term profitability must rely on sustainability both for 
social factors and for environmental factors. Competition is needed to push the 
development forward. IKEA states that when they commit they do that with the 
intention to stay on permanent bases. There is no conceived contradiction between 
competitiveness and sustainability.  

There is a regular follow-up in several aspects which is conducted by the cities which is 
their responsibility and are being made of all parts of the actors, including the project 
leaders that are pursuing the local plan, as well as the rest of the project leading group, 
all working groups, the city architects and the Authority for Water Supply. They all see 
to that plans are kept to the schedule, that verdicts are followed, and revaluation of new 
jobs are created, environmental affection etc. In the local plan are also air effects and 
environmental consequences described. The evaluation is not enclosed in a particular 
document but is a continuous work made by the cities.  

However, several other actors than the municipalities have been working with 
evaluations like external consults. There have also been a number of external actors 
taken part for bench marking purposes. 

The Principle of Public Access (Offentlighetsprincipen) is very strong both, in Sweden 
and in Finland.  

The project group is working and interacting with the whole community as they want 
the community to influence the project so that the local characteristics of the project are 
prevailed. This is being done mainly by the typical media channels like newspapers, 
TV, radio, webpages, leaflets, meeting both internal with the own staff as external etc. 
All traditional channels of reporting within the municipality are also used.  

One EU-INTERREG programme condition is also to spread and inform the public of the 
practise not only to the municipality but also to the inhabitants to involve them into a 
wide dialogue. This is viewed as a bottom-up perspective process. 

This project has been a billion (SEK) investment from private companies, the state has 
invested into infrastructure like roads and railways. The municipality has sold land for 
about SEK 100 - 150 million (€ 11 - 16.5 million).The infrastructure for the munici-
palities has not been a strain for their fiscal budgets as very much of the investments of 
infrastructure have been financed through sales of land. The annual budget has a lot of 
variation from each year to another depending on the building plans.  
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The innovative plan is that the cities share the costs 50/50 at all times even if one of 
them would gain more in the short run of the particular project. If one city benefits the 
people on the other side it is still benefiting as the labour force could come from Tornio 
if something is carrying out in Haparanda. About 50 % of all planning is financed by the 
EU the rest is financed by the municipality.  

IKEA is also donating as earlier mentioned SEK 1 million annually to the cluster 
organisation Barents Reunion and will have at the end of the day donated 10 million 
during a ten year period finishing at 2016.  

The cities also wanted to merge important public institutions like police, prosecutor’s 
service, and the fire department in order to make economy of scale advantages and to 
rationalise the operations. This measure has, however, not succeeded so well due to 
national obstacles in form of national laws to merge these organisations. The 
resistance can be found at the central level of the administration in these public 
institutions as at the local and regional level they have been for a further integration 
and a common formal organisation. However, some informal co-operation takes place 
even within these organisations mentioned.  

There is a disappointment that integration has not gone even further and a frustration 
that the states at the national level have not been doing enough in order to erase 
border obstacles. The feeling prevails that the national governments of Sweden and 
Finland have neglected this local area. However, a pre-condition for the project is not 
central support but more important is local support to accomplish the objectives with 
the project.  

The resistance of the project had its peak around the referendum at 2002, thereafter 
since more establishments have been realised and the result is becoming clear more 
positive atmosphere surrounds the project. There was a constructive dialogue of what 
must be done in relation to other parts of the cities as there were worries that the old 
city centre would be suffering from the new project of setting up a new city centre 

Changes in the process have occurred all the time, integrative processes with the 
agencies, citizens and investors have been needed. It has been the municipalities that 
made these decisions when changes have been needed for investors, although always 
under the influence of the customer. For example, when IKEA requested to adapt the 
local plan of the area to their needs, these conditions were met fully. To conclude the 
customers and financers of the municipalities always have a great influence of the 
process of the commercial sector.  

Worth to mention is also that other changes of process in the community planning have 
also been done in a democratic way. During the planning stage views have been 
received from the public, investors and working groups in how to improve the work of 
the development plans. After these groups have consulted leading groups and boards, 
they have altered former drafts and implemented those new ideas leading to an 
improvement of the city planning.  

Different thematic issues have been solved in special work groups as for example in 
environmental issues or traffic issues. These groups have sorted out the obstacles and 
have provided insightful perspectives for each area. Public processes with exhibitions 
have been the leading way of getting to know the attitudes from the public so that new 
questions could be raised.  
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The actors in the project must be flexible as the whole idea of the project is driven by 
flexibility as there is different legislation in each country. A more global decision making 
process in order to harmonise national laws is needed which can not be done at the 
local level, thus creativity and flexibility is needed.  

A strong belief that success is possible is the key to success according to IKEA that 
concludes that the forecast for the store was a million customers the first starting year, 
up to a million customers was achieved already the first half year.   

Other success factors that laid the foundation for the success of the project ‘On the 
Border’ was:  

• To get the people of the cities convinced that this would be good for the 
development and get them to become willing to invest the necessary capital as 
well as be in favour of new changes in the local surrounding.  

• Private capital was needed and the possibility for the municipality to sell land in 
order to gain capital.  

• New jobs that resulted in more tax revenues which led to that the aim of the 
cities could be fulfilled.  

• Investments in both Haparanda-Tornio, and that no competition between the 
cities prevailed but instead a great co-operation climate with very close co-
operation and trust between the cities more than what national municipalities 
have achieved within the borders of Sweden.   

• Good knowledge of both the Swedish and the Finish judicial system was 
required. Pragmatic way of solving judicial problems.  

• Customer base for the investments, which was proved by the municipalities that 
this was the case.  

• Good geographical location, with surrounding countries around the local area.  

• The initiative power of the municpalities with engaged local persons that could 
drive the project forward and not just wait for national approval for going ahead 
with integration between the cities.  

• Removal of borders and border hinders that was partly removed by the EU-
membership.  

Furthermore, as stated is that the EU-membership was essential and a pre-condition 
for the launching and realisation of the project. In addition the following points are 
essential for the project:  

• Finland’s and Sweden’s membership in the EU 

• Internationalisation 

• Development through regional co-operation 

• Development through co-operation with other regions 

• Development in competition with other regions 

• The state of Sweden and Finland expects more local engagement from the 
municipalities  
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• Local initiatives are needed for success 

• Developing new measures for over the border regional developing planning 
from a European perspective ( ESDP) 

• Developing plans as a means to accomplish development and growth 
(www.pagransen.com 2008) 

Impact of the measure on the local labour market  

The acceptance of the project has increased since 2002 after the referendum, even if 
the acceptance of the local public were high already in the beginning. The more 
establishment of investors, since NCC and IKEA decisions to establish themselves in 
the city, have contributed to more and more acceptance even from those who were 
skeptical in the beginning.  

Some people in Haparanda had fears that the Finish influence would take over the city 
or that the old city core in Haparanda would lose out of the co-operation. There was 
also a fear from local business that increased business investments would result in 
increased competition for them, but on the positive side this would also mean a larger 
supply and more choices for the consumers.  

Nowadays a vast majority of the inhabitants are for the project since it has meant 
increased possibilities and an improved new city core. Now about 95 % of the 
population are in favor of the project. The IKEA establishment receives about 2 million 
customers every year and the store also gives pre-conditions for many other com-
panies.  

For a society of about 10,000 inhabitants this project gave enormous effects for the 
labour market. Only during the year IKEA established their store 239 new jobs were 
locally created in the municipal Haparanda and in the following years 2006 - 2007 
about 200 jobs were created, which was a high contribution for the local employment. 
About 200 people are employed only in IKEA in 2008, at first the plan was to employ 
merely about 100 people. 4,000 people in total are now employed in the municipality of 
Haparanda.The labour market has also become more differentiated as more qualified 
labour is demanded and there is also a demand for labour that is not so traditionally 
dominated by men but more gender neutral, thus leading to a more gender equal 
labour market. (Kerttu 2008)   

A close to Clondyke effect has been created in Haparanda-Tornio and many people 
have moved to the city. Positive effects of the labour force in upskilled competence 
means more skilled workers for the companies and increased job possibilities for the 
workers. Private interim agencies are establishing in Haparanda, like Manpower and 
Adecco. A lot of processes have led to that HR-managers now have an easy time to 
recruit the right people. There have also been spin-off effects for businesses with more 
establishment from business, also the industrial sector is now establishing more 
investments in Haparanda. It has also created a positive attitude towards the future. 
More people are staying within the community; this is a change of trend from the 
1970’s when much of the industry was leaving Haparanda..  
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The interest for IKEA is huge in the whole region of Barent and IKEA claims that the 
customer potential is huge from Swedish, Finish, Norwegians and Russian people. 
There is also an increased in-flow of capital to the region and less outflow as more 
investors are investing in the local city. More regional actors are involved in the city 
Haparanda-Tornio from Sweden, Norway and Finland. Increased competition within 
certain sectors is also an effect for business, for example in the commercial trade 
sector 

Value-added created by the ‘CSR aspect’ included in the LED initiative is concluded to 
be the following outcomes for the cities.  

• The population has now doubled in the Haparanda municipality since 1970.  

• Employment has boomed in Haparanda, leading to a decrease in 
unemployment figures from 16 % in 2006 to 11 % in 2007. The unemployment 
would probably be around or somewhat less than 16 % if not for the project and 
the IKEA establishment.  

• Price increase in land and property goods, real estates etc. with about 30 % -
50 %. House prices have soared with 50 % since 2006. Those owning their 
houses and land are the winners. 

• The municipalities have gained a lot financially due to soaring land prices. 
Before the land was practical worthless and now a good value of market price is 
used for sale.  

• Out-migration from the city has declined. It is viewed that out-migration is no 
longer the only alternative since more people like to stay in the municipality.  

• More optimism among the citizens 

• Business climate is strongly improved. Ranking Haparanda recently to the 103rd 
place (2008) as the best municipality for business as the placement before the 
project was at around 260th place according to ranking by the Confederation of 
Swedish Enterprise.   

• The trademark of the cities has been improved both in Sweden and in Finland. 
As Haparanda-Tornio is expressing quality and supply as a result of the project.  

• Building of a strong region has begun since the cities will gain increased 
importance regionally.  

There has not been any major problems to be overcome in the project. A challenge for 
the project was initially to get all kinds of stakeholders willing to participate into the 
project, like the police force, judicial system and relevant public agencies in how they 
could co-operate more and gain benefits for their operations. 

This was overcome by that the municipalities clearly showed that this was a win-win 
situation and that they could (also the national authorities) get more out of co-operation 
than going their own way.  

In practice, this was achieved through the fact that all relevant actors and a reference 
group consisting of different administrative authorities been taken part in lots of 
meetings where they have been regularly consulted about what would happen in the 
planning process. The stakeholders like administrative authorities have been granted 
the opportunities to influence the physical environment and had possibilities to 
influence the process at all time.  
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IKEA is mentioning that it was challenging to handle a new country as Finland in a 
Swedish store but this was not really a problem.  

At the time the project started at around 1999, many of these stakeholders were very 
preoccupied with internal reorganisation, as a consequence they felt many times that it 
was not possible to participate in the project thus this became initially an obstacle in the 
project. Many of these problems were solved locally were it was possible as many of 
the organisations locally had much to gain in co-operation over the border even if there 
could be some resistance left on the central level of these organisations. The National 
board of trade (Handelskammaren) was also hard to work with in different aspects.  

However, the EU-membership changed the setting, as it is now much easier to co-
operate within police, fire department etc. But still it is not possible to have ones own 
judicial, legal bodies that are accountable over the border region.  

An obstacle that was removed due to the EU-accession was that garbage disposal is 
co-ordinated better as before the transports from Sweden to Finland needed an 
approval from the Swedish environmental protection agency and the alternative was to 
transport the garbage to the city Umeå which was further away.  

Prior to EU-membership it was not possible to make deposits of Euro in Tornio from 
Haparanda as this needed an approval of the responsible financial agencies. This was 
seriously hurting businesses in the area. Since the EU accession one can use the Euro 
everywhere in the Swedish city Haparanda and tourist companies can market 
themselves with Euro, as this is an accepted and normal currency used locally.  

There is a strategy and an overview in how to avoid that external links will be 
neglected. The mode of operation is networking into broad networks to avoid any lock-
in effects.  

For example is there an ongoing co-operation with other municipalities in form of the 
university co-operation between the Swedish cities Haparanda, Kalix and Övertornio 
and on the Finish side Kemi, Tornio.  

The municipalities Haparanda-Tornio have also joined a regional cluster in a local 
government federation called the Bothnia Arc (Bottenviksbågen) together with a range 
of Swedish and Finish municipalities along the Bothnian Arch.  

The balanced scorecard is also a measure to be used in this perspective, as mistakes 
are not repeated and there is a strategy to approach certain issues. It is also very much 
the same people working with city development issues, and enterprise development as 
the competence is found locally.  

The project ‘On the Border’ will not tear down one border in order to set up another 
one. The successful co-operation with Tornio will pursue more co-operation with, for 
example, the city of Kalix. The idea is to open up towards as many cities in the region 
that is possible to start more local projects also across other borders like Swedish-
Russian and Swedish-Norwegian.   

Those who wanted to take part of the project have been welcomed to do so as small 
cities cannot afford to exclude someone, and Haparanda has always been in demand 
for external competence like consultants, specialists and architects.  
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The lessons learned in the politics field are that all growth initiatives must derive from 
local initiatives and that the national state or the EU can not order growth through 
remote actions. Nothing is gained for free as it must be initiatives of systematic and 
sustainable hard work both in the short and long run.   

Bengt Westman, one of the initiators of the project regrets that they did not 
communicate the project better as not all people were so enthusiastic about the project. 
They should have more established the project within people and convey the reasons 
why launching it and what was the purpose with it. Politically, more groups and a broad 
majority should have been involved, also the opposition parties as they otherwise 
worked against the project instead of in favour for it.  

The project also shows that nothing must be permanent, increased possibilities could 
be created to make something new even if there is a border that separated two cities. 
The trade over the border is an ongoing process and is changing all the time; this 
project is leading to more stability than before. 

Future issues 

The plans for the coming years for the project is that:  

• The project will continue to develop the different areas of the city  

• Private investments will continue mostly at the new centre at the border area.  

• Create more public spaces in the city centre which will increase the city quality 
for the citizens  

• 200 more apartments in the city centre. More houses are also built in the 
outskirt of the cities as there is a construction boom at the suburbs. More 
construction work all over Haparanda-Tornio 

• The cities will continue to build common areas which are of mutual beneficial  

• E4 trunk road will continue to be modified 

• A new main railway line is to be built which will be finished in 2011 and it will 
shorten the distance with 90 km to Finland. 

IKEA is mentioning that they have already been building out their storehouse (both 
parking and storage). They will take a bigger responsibility by being a role model in 
practice and a door opener for further investments of other entrepreneurs in the region.  

There are different expectations of different outcomes for the project. It was not so 
easy to establish the vision of the project. A street called Granngatan towards the new 
city centre that one could take this road and not only the E4 was a concrete result of 
the project. Among the public there were different opinions of this street, but most 
seemed to find it good although it became very trafficked, however, there was a need 
for the street in the city infrastructure.  

There are future expectations that Sweden should introduce the Euro nationally. It is 
also expected that the national state will interfere as little as possible as the local view 
is that the state is inhibiting local growth.  
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Furthermore these expectations will conclude: 

• The citizens expect a good city to live in.  

• The municipality wants more jobs and a stronger public economy and a 
stronger economical development for the local business.  

• Business expects more profits.  

• At regional level some cities could find that the status are getting to good for 
Haparanda-Tornio as they are surrounded in a state of competition with other 
cities.  

• The public agencies have a hard time to adjust to that there is no longer a 
border between the cities.  

IKEA want to nurse the good relations towards the politicians and ensure good growth 
for the business set up in Haparanda and infrastructure development through future 
participation in the project Barents Union. 

Contact information 

Organisation:’On the Border’, Municipalities of Haparanda and Tornio 
Contact person: Project leader (Swed.), Göran Wigren 
Postal address: Storgatan 85 
S-95330 Haparanda 
Telephone, Fax: +46 (0) 922 156 03, +46 (0) 922 10 112 
E-Mail: goran.wigren@haparanda.se  
Webpage: http://www.pagransen.com/eng/engstart.html 

Sources 

All relevant documents are collected from the following websites.  

http://www.haparanda.se/topplankar/forvaltning/kommunledningsforvaltning/samhallsby
ggnadskontor/planer.4.104d9761043e95eb688000908.html 2008-05-13 

-Haparanda Kommunfakta 2007. www.haparanda.se  

-Haparanda Kommunfakta 2008 www.haparanda.se 2008-08-06 

http://www.pagransen.com/eng/engstart.html 2008-05-09  

http://www.ikea.com/ms/sv_SE/about_ikea/press_room/press_release/national/hapara
nda2.html 

http://www.bothnianarc.net/   

http://www.barentsroad.org/barentsengelska/start.4.740d54f6112db5a90428000324.ht
ml 

As this is a Swedish contribution, focus are being made of the Swedish sources 
whereas direct Finish sources like interviews are lacking in this study. 
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Interviews 

2008-05-13, 2008-08-07 Stig Kerttu, Business Coordinatator in Haparanda 
municipality., tel. +46 922-152 59 Mail: stig.kerttu@haparanda.se or stig.kerttu@ 
overtornea.se 

2008-05-14, 2008-08-08 Goran Wigren, tel. +46 (0) 922 156 03, mail: 
goran.wigren@haparanda.se   

2008-05-14 Bengt Westman, former local government commissioner, tel. + 46 70-
5175002  

2008-08-06 Eva Ståhl, Press Secretary, IKEA Sweden, tel.+46 708 35 10 11 
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Annex II - Glossary/List of Abbreviations  
 

CSR Corporate Social Responsibility 

CV Curriculum Vitae 

DG Directorate General 

EES European Employment Strategy 

e.g. for example 

ERDF European Regional Fund 

ESF European Social Fund 

EU European Union 

EU-15 Austria, Belgium, Denmark, Finland, France, Luxembourg, Germany, 
Greece, Ireland, Italy, Portugal, Spain, Sweden, The Netherlands, United 
Kingdom 

HR Human Resources  

HSE Health, Safety, Environment 

i.e. that means 

IT Information Technologies (e.g. internet, e-mail) 

LED Local Employment Development 

NGOs  Non-Governmental Organisations  

NMS New Member States (i.e. Bulgaria, Cyprus, Czech Republic, Estonia, 
Hungary, Latvia, Lithuania, Malta, Poland, Romania, Slovak Republic, 
Slovenia) 

NUTS Nomenclature des unités territoriales statistiques ; European system of 
classification of territorial units for statistics 

NPOs Non-Profit Organisations 

OECD Organisation for Economic Co-operation and Development 

PES Public Employment Services 

SME Small and Medium-Sized Enterprise (companies with less than 250 em-
ployees) 

TEP Territorial Employment Pact 

UEAPME Union Européen de l’Artisanat et des Petites et Moyennes Entreprises 
(European Association of Craft, Small and Medium-Sized Enterprises) 
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Annex III - Country Codes 

ISO Country Code Country Name 

AT Austria 
AUS Australia 
BE Belgium 
BG Bulgaria 
CAN Canada 
CY Cyprus 
CZ Czech Republic 
DE Germany 
DK Denmark 
EE Estonia 
ES Spain 
FI Finland 
FR France 
GR Greece 
HU Hungary 
IE Ireland 
IT Italy 
LT Lithuania 
LU Luxembourg 
LV Latvia 
MT Malta 
NL The Netherlands 
PL Poland 
PT Portugal 
RO Romania 
SE Sweden 
SI Slovenia 
SK Slovak Republic 
UK United Kingdom 
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Annex IV - List of Partners  

Country Institute Role  

AUS Swinburne University of Technology, Faculty of Business and 
Enterprise National contribution 

AT Austrian Institute for SME Research (KMU FORSCHUNG 
AUSTRIA) 

Project Co-ordination 
Steering Group 
National contribution 

BE European Association for Information on Local Development 
(AEIDL) Steering Group 

BE EHSAL National contribution 

BG Foundation for Entrepreneurship Development (FED) National contribution 

CAN Centre de recherche sur les innovations sociales – CRISES National contribution 

CY Economarket Bureau of Economic and Market Research Ltd. National contribution 

CZ/SK PERITUS National contribution 

DK/SE Oxford Research A/S Steering Group 
National contribution 

EE/LV Baltic International centre for Economic Policy Studies 
(BICEPS) National contribution 

FI Business Research and Development Centre Steering Group 
National contribution 

FR/LU Citia National contribution 

DE Institut für Mittelstandsforschung (IfM) National contribution 

GR University of Pireaus Research Centre National contribution 

HU Small Business Development Center, Corvinus University National contribution 

IE Tom Martin&Associates  National contribution 

IT IULM University, Economics and Marketing Institute  National contribution 

LT Institute of Business Strategy, KTU National contribution 

MT Economic&Management Consultancy Services Ltd. National contribution 

PL Entrepreneurship and Economic Development Research 
Institute National contribution 

PT Tecninvest 2 National contribution 

RO Chamber of Commerce and Industry of Romania  National contribution 

Sl Faculty of Economics and Business, University of Maribor  National contribution 

ES Instituto Vasco de Estudios e Investigación (IKEI) National contribution 

NL EIM Business & Policy Research B.V. (EIM) National contribution 

UK Institute of Governance and Public Management, Warwick 
Business School National contribution 

 




