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INTRODUCTION

The employment strategy is an essential document setting the tasks and channeling the efforts of the government institutions, employer organizations, trade unions, non-government organizations, etc. towards enhancing the labor force participation and labor potential of the population. The implementation of this goal is a milestone on the road to achieving the major objective in the economic development of the country, namely – improving the welfare of all social groups. 

The developed strategy is harmonized with the main regulatory documents and the studies on employment, education and vocational training: Labor Code, Social Insurance Code, Employment Promotion Act, Act on Public Education, Act on Vocational Education and Training, National Employment Action Plan, National Plan for the Economic Development of the Republic of Bulgaria for the period 2000–2006 and its Operational Program for Human Resource Development, Joint Report on the Assessment of Employment Priorities in the Republic of Bulgaria (2002), National Strategy for Equal Opportunities for the Physically Disadvantaged, etc. The strategy was prepared taking into consideration the priorities in the development of the Single EU Labor Market that were set in the European Employment Strategy and the new dimensions for employment development adopted in Thessalonica in June 2003, as well as the Global Employment Agenda of the ILO.

The Employment strategy covers and supplements the best practices of the employment policies applied during the period of transition to market economy, it establishes objectives, priorities and activities that will be implemented in compliance with the macroeconomic framework adopted in the National Plan for Economic Development. The attainment of the Employment Strategy goals with respect to human resources will enable the realization of the planned economic development parameters. 

Subject of the strategy is employment as social status of the individual that depends on both external conditions and the individual him/ herself. The strategy envisions ensuring employment not only as part of the market process (labor force supply and demand), but also in the form of guaranteeing high quality employment (with respect to income, sustainability, compliance, etc). Thus the developed employment strategy is a document that is more general than a labor market strategy would be, since it is not restricted only to the functioning of the labor market. Meanwhile, it does not cover all areas of labor relations, freedom and protection of labor, health and safety at work, social insurance relations and the issues of the living standard.

The employment strategy defines the path for achieving the goals of the European Employment Strategy in Bulgaria, namely – ensuring full employment, quality and productivity of labor, social cohesion and an inclusive labor market. Against the background of the Bulgarian conditions, these goals imply a significant increase of employment and unemployment reduction, as well as better quality of employment. 

In the strategy unemployment restriction and ensuring employment for as many people as possible is not a means in itself, it is necessary to provide individuals with jobs that are most appropriate for them and correspond to their needs (nature of labor, income, labor conditions, etc.) and are also productive enough for the enterprises’ needs. The ILO defines the rewarding job as a combination of employment correspondent to the professional qualifications and interests of the individual, ensures social protection, social dialogue on the employment issues and individual satisfaction of the job one has. 
The strategy regards employment rise as a result of enhancing the adaptability and competitiveness of enterprises and increasing the demand for labor on the one hand, and improving employability and access to the labor market, on the other. 
The strategy covers the period 2004-2010, and defines mid –term (for the period from 2004 till the beginning of 2007) and long-term (until 2010) actions and priorities. 
The implementation of an employment strategy is a continuous process that is supervised through a system of indicators for monitoring and assessing the degree to which the goals are fulfilled. 
This strategy will serve as a basis for the development of the National Employment Action Plan on an annual basis, as well as for designing projects funded by the pre-accession and structural funds of the EU and other international organizations and donors. 
The Employment strategy provides an anticipatory vision with respect to the future amendments to the legal framework and the work of the government institutions and other organizations, it is a document that consolidates the different intentions and contributes to their channeling and synergism on the road to Bulgaria’s EU accession and to 2010 in relation to the implementation of the objectives established in Lisbon in 2000. Thus the employment strategy plays a key role for the harmonization of separate regulatory documents and programs in this area. 
The strategy is structured in four main parts. 
The first part contains an analysis of the current labor market situation. Against this background it outlines the challenges that will define the trends in employment and human resource development policy until 2010. 
The second part presents an overview of the strategic goals and sub-goals for the labor market development and formulates the main dimensions for taking measures and actions in order to attain these goals. The separate dimensions are discussed in detail in the third part. The last part focuses on the necessary prerequisites for the implementation and evaluation of the strategy: enhancing and developing the institutional capacity necessary for the implementation of the strategy; funding and a system for monitoring. 

1. CURRENT SITUATION, TRENDS AND CHALLENGES IN THE LABOR MARKET DEVELOPMENT 

1.1. Macroeconomic framework
The Bulgarian transition from a centralized economy to a market oriented one started in 1990. The period between 1990 and 1996 characterized with non-consistent changes and almost constant decline in the real income, employment rate reduction and relatively high inflation. As a result, in the second half of 1996 and the beginning of 1997 Bulgaria found itself on the verge of a severe financial and economic crisis that brought to the fore the need for speeding up the reforms. 
1997 marked the beginning of the implementation of urgent measures aimed at stabilizing the macroeconomic situation in the country. A currency board was introduced and the fiscal policy was tightened to influence the dynamics of the economic processes in the country. The Government interference in the country’s economy was restricted and the process of liberalizing the pricing system continued. The privatization processes were sped up, both in the real and the banking sector. The annual growth rate of the GDP gradually increased and in 2000 and 2001 it reached some of the highest levels for the transition economies – 5.4% and 4%. In 2002 the growth rate was 4.8%. The high growth rate of the GDP is preserved in 2003 and the main engine of growth is the increased domestic demand. 

Despite all this, the level of accumulated investments in the country – both domestic and foreign, remains low, which directly affects the capital adequacy of the economy and the job creation processes. 
In the future the attraction of new foreign investments will be key for maintaining the growth rate of the Bulgarian economy. The past few years were marked with increasing foreign investors’ interest in the Bulgarian economy, which directly influenced employment. 

As a result of the volatile economic development, an unfavorable age structure of the long-term assets in production was established, the development of the regional structures (transportation, communications, housing, etc.) started lagging behind, the production sectors were developed without introducing the necessary energy- and resource-saving technologies. 

The sectors that contribute most to the growth in GDP are the industry and services. 

Construction and production and supply of electricity, gas and water are the two branches of the industrial sector that display constant growth. The enterprises from the processing industry failed to recover successfully from the 1996 crisis and continued their volatile development over the following years. This was due predominantly to their continuing restructuring and the number of crises in 1999 that were external for the Bulgarian economy. Since 2000 however, the processing industry started reporting high growth rates of the GVA (10.9% for 2000 and 5.6% for 2001) and is now among the sectors with the highest contribution for the economic growth. 
The most dynamic branch in the service sector is communications, which managed to almost triple the income streams over 4 years. Almost all other service sectors (except transportation) report stable, though lower, growth rates. 

The only major economic sector with fluctuating development rates is agriculture. It should be pointed out that the fluctuations are due to the underdeveloped land market in Bulgaria, as well as scarce investments. The commercial banks give restricted number of loans to the agricultural high-risk projects, and in addition, the entrepreneurial awareness in this sector is still very low.
One of the main indicators of the attained macroeconomic stability in the country is the lowered annual inflation rate that dropped below 10%. The annual inflation rate at the end of 2002 based on the consumer price index is 3.8%. This was the lowest inflation rate for the past four years. 
A main factor contributing to the stability of the currency board in the country is the implemented fiscal policy. The reforms in the area of taxation continue with the objective to improve the business environment in the country and gradually harmonize the Bulgarian with the EU legislation. 

Over the past few years the increase of the average salary in Bulgaria has been smaller than the growth in labor productivity (see chart 1 in the Appendix). This factor restricts the domestic consumption and creates unfavorable conditions for the reproduction of the workforce, despite the fact that from a short-term perspective the lower labor cost seems profitable for the employers.

 1.2 Current situation and trends for labor market development 
1.2.1. Demographic trends and their impact over the workforce number and composition 

During the transition period, the population of Bulgaria constantly decreases and data from the last census from March 1, 2001 indicates that the number of the population is 7 932 984. According to data from the National Statistical Institute at the end of 2002 the population of Bulgaria is 7 845 499, i.e. 45 596 persons less than in 2001.

The development of the country’s population corresponds to the trends over the past 30 years of a dropping birth rate and an increasing death rate. Another reason for the demographic slump in addition to the negative natural growth of the population is the migration process. Besides the significant constant and temporary emigration after the first years of the transition period in Bulgaria, there are also significant migration processes within the country (in the 1990s the North Central and the Northeastern regions are affected most by the migration to other regions within the country which led to their depopulation and deterioration of the age structure).

These unfavorable trends affect and will continue to affect the absolute number and structure of the labor force in Bulgaria. There is a continuous trend of decreasing number of the population in employable age. Since 1989 the workforce according to the data from the last census has decreased by around 350 000 people (6%) and in 2000 the active population (aged 15 to 64) of the country amounted to 5.56 million. 

The negative reproduction rate of the labor force in Bulgaria finds expression in the increasing outflow, i.e. persons becoming eligible for old age pension, and in the ever-reducing inflow of the younger generations. 
The reduction of labor resources has diverse impacts over the labor market developments. With the increased social burden of supporting the population in post-retirement age and the restricted demographic reproduction capacities of the labor force, the need for active utilization of the population in active age increases. 
A major challenge before the country in a long-term perspective is to increase the labor force participation of the population. 
The ageing population has a negative impact over the age structure of the workforce, namely in the form of reduction of the relative share of the young generations and increase in the share of the older population. 
While in 1990 the relative share of the young people is 20.1%, and the share of individuals over 65 is 13.4% of the entire population, in 1995 these numbers are respectively 17.7% and 15.2%. Through 31.12.2002 the relative share of the young people aged up to 14 is 16%, and the generations in employable age represent 62% of the entire population. The reason for the increase in the population in employable age is the amendment to the legal requirements and increasing the retirement age. 
The population in post-active age dropped by 43 thousand in 2002 in comparison to 2001. This is due to both the natural movement in this group and to the fact that half of the men who turned 61 years of age and women who turned 56 were excluded from it. 

Among the population in active age there is a constant trend of reduction. Compared to 2001 the reduction is by some 41 thousand and at the end of 2002 it amounts to 1 247 thousand people. 
Projections based on the census indicate that by 2012 the number of children below 15 will drop by half. Meanwhile the share of the age groups over 60 will increase significantly. The latter represent 22.5% of the population in 2001. According to the demographic projections, in 2007 people aged between 55 and 64 will form 20% of the labor force of the country. The ageing workforce and the restricted demographic capacities for its renewal combined with a labor market that is characterized by a comparatively high share of discouraged individuals, dynamic changes of the requirements to the professional qualifications and skills bring to the fore the issue of enhancing the potential and the life-long learning of the workforce. 
In the period 2003 - 2007 
 80% of the individuals in active age in Bulgaria will be “old” labor market participants. The average annual new entrants will be 2.3%, i.e. approximately 130 thousand people on average with up-to-date knowledge and skills in the area of the modern information technologies and production will join the labor force annually. The other part of the economically active population – the predominant one - will have to update and enhance their qualifications in accordance with the labor market requirements. 

Similar to the constant reduction of the population, the labor force has also experienced constant decline for the period 1993-2000. Besides the demographic causes, the unfavorable economic environment and the postponed restructuring also play a role in this. The largest drops were registered in 1994 (-4.4%) and in 1999 (-3.5%). The number of workforce aged between 15 and 64 dropped from 3315.0 thousand in 2001 to 3297.5 thousand in 2002. In  2003 this trend persists, and in the first half of the year the workforce was reduced to 3219.3 thousand, i.e. around 77 thousand less than the same period last year. 

The following features characterize the workforce structure (people aged 15-64):

· Gender structure. The relative share of the male part of the workforce is larger than the female. 
· Age structure. The largest relative share in the age structure of the workforce belongs to the group aged between 35 and 44 - 27.3% followed by the group 45-54 - 27.0% and the group 25-34 – 25.8%. The relative share of young people aged between 15 and 24 in 2002 is 10.1%, and the share of the age group 55-64 is 9.1%.
· Structure by Regions of planning: There are great differences between the separate regions of planning resulting from the influence of the demographic and economic factors. Highest is the share of the workforce in the Southwestern region, and lowest – in the Northwestern region (see Chart 2 of the Appendix).

Over the past ten years of economic and social transformation there has been a decline in the labor force participation of the population. According to data from the Labor Force Survey of the NSI the labor force participation ratio of the population aged between 15 and 64 dropped from 66.5% in 1993 to 60.1% in 2000. In 2001 and 2002 there was a slight increase of the labor force participation and the ratio reached 61.2%. The reported figures are way below the average level for the EU where in 2001 the labor force participation indicator is 69.2%
. The reduced labor force participation may be accounted for by the effect of the negative demographic trends, as well as by the influence of the economic factors such as large-scale job destruction, insufficient job-creation and existence of a gray economic sector in the country. 
Data for the labor force participation by gender indicates an interesting trend that is different from the trends in the EU. In 2001 there was an increase in the participation of women in the workforce and it reached the level of 58.0%, which is very close to the average for the European Union – 60.2%. Meanwhile the labor force participation of men continues to decline and in 2001 its level is 64% compared to 78.1% in the EU member countries. In 2002 the labor force participation of men is 65.3%, and of women - 57.2%.

When undertaking measures for stimulating the labor force participation it should be kept in mind that a significant part (12-13%) of the persons outside the workforce are the so-called discouraged people or part of the labor reserve. Data from the National Statistical Institute shows that in 2002 their number amounted to 401 200 (average annual data). A reason for concern is the fact that a large part of these people are in the age group 15-24.

1.2.2. Education and training structure of the workforce 
Majority among the workforce are the people with high-school education (incl. polytechnic, specialized and high school education) – 55.7%. Out of the total workforce, 23.4% have higher education (incl. degrees of specialist, bachelor, and master); 20.9% have secondary and lower education. In 2003 there has been a certain improvement in the educational structure of the workforce. Compared to the first quarter of 2002 the group of people with higher educational degree has increased slightly in number, and there has been a decline in the share of all other educational level groups. 

Currently the level of vocational training of the workforce, especially of the unemployed, does not correspond to the market demands. The level of vocational training of the long-term unemployed is low. There is a very serious problem related to the loss of skills of the long-term unemployed, especially among the older age groups. 
There is a deficit in training in the modern basic and key skills. There are skill gaps in the new types of professions, especially in the area of advanced and new technologies in production and services, modern technologies in agriculture, management and marketing. 
The practical training of students in the educational system currently takes place predominantly in the school workshops and laboratories of the specialized vocational training schools and the vocational high-schools or workplaces in some enterprises especially equipped for this purpose. The old equipment for practical training in the schools and the lack of resources to invest in new equipment restricts and hampers the introduction of education in new professional areas and restricts the capacity of the educational system to become more flexible and adapt to the market demands. 

Over the last decade there has been an abrupt rise in the number of university students. 
The extension of the network of private schools and universities results in enhancing the capacity for more flexible adaptation of the educational system to the employer demands and requirements. 
The school dropouts have always been a problem when dealing with students from ethnic minority groups. The Ministry of Education and Science endorsed statutory financial incentives for the socially disadvantage families, however they proved to be insufficient for overcoming this issue. 
Still the vocational training does not fully correspond to the labor market demands. There is a discrepancy between the vocations studied and the vocational training system on the one hand, and the actual labor market demands, on the other
.

1.2.3. Employment dynamics, structure and trends in general and by sectors. 
The decline in employment in Bulgaria exceeds by far the decline in the other transition economies, even if controlling for decline rate in workforce participation in the other countries. In Bulgaria a 1% drop of the GDP resulted in approximately 9% employment reduction for the period 1990-1993, while in the other Central and East European countries the percentage was 6%
. The strong dependence of employment on the economic changes may be partially accounted for by the lack of stabilization factors that in other countries managed to restrict the decline of employment in the initial period of the reforms. Another phenomenon adding up to this is the need to reduce the over-employment that was a legacy of the previous economic system. 

During the first half of 2003 the average annual number of employed (aged 15-64, data from the LFS, National Statistical Institute) is 2 742.4 thousand, i.e. 51.5 thousand more workers compared to the same period of last year. The employment rate for the period is 41.8%, i.e. 1.5% higher than the preceding year. 
The employment decline in industry persists till the end of the decade, while in some service sectors and in agriculture there is an increase in the number of employed during certain years following 1993. A substantial part of workers who were laid off went back to the rural regions in order to generate agricultural products for their own consumption or established their own micro firms for retail or transportation, oftentimes using their own houses as an office space or their own vehicles for their business activity. Thus they provided employment for themselves and for one or two other individuals, often members of their family. This is how the agricultural, retail and transportation sectors became a buffer that was able to absorb partially the first wave of lay-offs in the economy. 

In the mining industry there was a constant reduction in the number of jobs over the last decade. It should be stressed that the decline in employment in this economic sector has been speeding up over the past few years. Besides, the processes of enterprise restructuring continue, incl. closing up mines, which adds up to the relatively high rates of employment reduction. In 2002 compared to 2001, the average annual number of employed in the mining industry decreased by 13.7 %.

Employment in the processing industry has been declining over the past years (by 9.9% in 1999, by 11,1% in 2000 and by 3.9% in 2001), however in 2002 a rise in employment in this sector by 1.5% was registered compared to the preceding year. In all industrial sectors there has been a decline in employment with the exception of the apparel industry, which is among the most dynamically developing sectors with a constantly growing share of the country’s export and a growing number of enterprises, the majority of which are newly established. In some sectors, such as the chemical industry, the production of motor vehicles, etc. the decline in employment is linked to the shrinking production. In other sectors, however, such as the production of coke and petrol products, machine building, etc. the decrease in the number of jobs is related to the quickened privatization processes and the related optimization of the existent employment on behalf of the new private owners. 
In 2002 the highest reported rise in employment was in the construction sector (7.6 %).

The dynamics of employment in the service sector is quite unstable, both for the sector as a whole and for its separate branches. In 1998 and 1999 the number of employed in the services sector rose by respectively 1.1% and 2.9%, however, the following years saw a decline of –3.1% and –0.1%. The fluctuation of employment in the sales and transportation sectors affects the dynamics of this indicator greatly. Over the past 4-5 years there has been a constant decline in employment in the education and health care sectors that has to do with the their continuous restructuring as well as with the start of the health reform. However, while in health care there is a rise in employment by 1% in 2002, in the area of education there is a decline of 3% compared to 2001. 

Tourism and communications are among the most dynamic branches of the service sector. The number of employed in the hotel and restaurant business has doubled since 1999, and only in 2000 there was a decline of –2.5%. In 2001 their number is bigger than in 1997 and the increase is by some 31%. Employment in communications also registered an almost constant increase during the period up to 2000.
 In 2002 the positive trend of employment in tourism is preserved. Employment in the hotel and restaurant business rose by 7.3%.

Employment in the private sector registers a constant rise over the whole period of economic changes. The Bulgarian economy consists predominantly of micro and small businesses
. In accordance with different analyses of the small and medium-size businesses (SMSB)
 some 98% of the non-financial sector companies that have active operations in the country and are not supported by the state budget employ annually an average of 50 persons. To a large extent this is due to the nature of sectors into which the majority of the companies in Bulgaria operate. More than half of the active companies in 2000 (50.8%) functioned in the area of trade. Other sectors where a relatively large part of the non-financial and non-budgetary firms in Bulgaria are concentrated are hotels, accommodation and public catering (9.7%), real estate transactions and property lending (8.4%), transport, communications and travel agencies (7.3%). More than 95% of the firms in these sectors are micro-businesses, and the average employment in all companies in the trade sector and hotels, accommodation and public catering businesses is 3 workers per firm.

The significance of SMSB for the status and the dynamics of the Bulgarian economy is by far not as great as it would be if only their relative share in the total number of operating companies were taken into consideration. Despite the fact that pursuant to the Bulgarian classification only around 1% of the operating businesses are large enterprises (with average annual employment rate of more than 100 people), their share in the total employment is 50% (49.4% in 2000), and they generate 70% of the value added in the economy
 In reality, the dynamics of the Bulgarian economy depends on the small number of large enterprises. 
There is a clear dependence between the size of the companies and their performance and the share of their value added in the total of sales. With the increase in the size of the companies there is also an increase of their labor productivity and also a rise in the share of value added in their sales. In other words, by enlarging the size of the enterprises, their effectiveness also increases. 
Meanwhile, despite the incentives, there are still difficulties for the small and medium enterprises for reducing the informal employment. It is necessary to continue the process of establishing adequate economic environment for their development that will ensure their effectiveness and sustainability. 
There are different estimates of the informal sector in the Bulgarian economy, however the common opinion is that a significant part of the income is concealed in order to minimize or evade taxation and social security payments. Data from the National Social Security Institute indicates that in 2001 social contributions were paid for 2,313 thousand people, while the number of employed in the economy for the same period according to data from the NSI is 2,904 thousand. The relative share of pensioners to the individuals covered for social security in 2001 is 102.5%, while in the developed economies this ratio is below 20%. The large number of individuals without social security coverage, as well as the number of people employed in the gray economy (monitored by the NSI) drastically reduces the possibility for alleviating the tax burden over the labor costs, which in turn restricts the possibilities for the Government to stimulate job creation through its fiscal policy. The measures for mandatory registration of labor contracts in the NSSI endorsed at the beginning of 2003 gave fruit and the number of registered new labor contracts and respectively the revenues to the social security system rose. A total of 1 986 031 labor contracts are registered in the NSSI. The majority of newly registered labor contracts are of people who until recently were employed in the informal sector. The revenues in the social security funds for the period January – September 2003 rose by BGN 324.2 million compared to the same period in 2002. 

1.2.4. Dynamics, structure and trends of unemployment 

Despite the positive trend of reduction in unemployed labor office registrants that started in 2001 and persisted throughout 2002, unemployment remains the main challenge on the labor market in Bulgaria. According to data from the Employment Agency in 2002 there was a decline of 2% in comparison to 2001, however the number of unemployment registrants remains high - 655 998 people. The registered unemployment rate is 17.7% in 2002 
 and it is among the highest of the EU membership candidate states. (see chart 4)

In the first 9 months of 2003 the registered unemployment rate declined significantly and was 14.61% on average for the period ended. In September 2003 it reached 12.76%, which is the lowest rate since the end of 1998. 

During the second quarter of 2003 unemployed people aged between 15-64, pursuant to the LFS of the NSI, are 456,2 thousand, and the unemployment rate for the same age group is 13.9%.

Over the past 10 years there has been a sustainable trend of unequal distribution of unemployment by socio-demographic groups. Permanently affected by unemployment is the group of young people, people with secondary and lower level of education, the Roma, people with reduced working capacity, and in separate periods of time – women and people aged above 50. Vulnerability has a multi-aspect nature and it finds expression both in higher risks of loosing one’s job and in smaller chances for re-employment and therefore a possibility for falling in the trap of long-term unemployment and exiting the workforce as a result of discouragement. 

Firstly, the share of people who have been unemployed for more than two years is increasing. In 2001 this share exceeded 2/3 of all registered unemployed in accordance with data from the Labor Force Survey of the NSI. A large part of these people belong to the ethnic minorities and have no education and qualifications. The enlargement of this group over the past two years and the persistent trend of disparity of the labor market, where supply will exceed significantly demand indicates that for these people the chances of finding a job will remain minimum in the foreseeable future.
. 
The youth unemployment is also a negative and persistent labor market phenomenon, that requires taking immediate action. In the light of the trends of declining ageing labor force allowing discouragement among the young generation that makes them seek employment in the informal sector or emigrate will result in loosing human resources, and the country may not afford this. Among the factors contributing to the long-term youth unemployment are the low education levels and lack of specialization or vocation among the predominant part of them, the discrepancy between the number of young people and their vocational training and the actual employer demands, as well as the lack of practical experience. 
The share of unemployed people over 50 rises significantly. Through the end of 2002 they form 21% of the total number of unemployed labor office registrants. 
Despite the lack of systematic data about the situation of the ethnic minority groups on the labor market, separate studies and publications show that there is a certain inequality on the labor market especially with respect to the Roma minority. For instance, according to OECD (2001) the unemployment rate in the Roma municipalities reaches 80% of the active population. Only 10% of the Roma have found employment in crafts traditional for them, and 8.5% own farming land. It should be stressed that the inequality of the ethnic minorities on the labor market may not be accounted for by ethnic intolerance, but rather by the low level of education and qualifications of people from some ethnic groups. Data from the 1992 census shows that only 8% of the Roma have high-school education and 1 to 2% have a university degree, 37% are with secondary education, while for Bulgarians these shares are respectively 54%, 12% and 8%.

In should be stressed that the vulnerable groups (such as the Roma) have in the majority of cases not only one but rather several demographic characteristics that make them socially  disadvantaged. 
In the publications and materials devoted to the disadvantaged groups on the labor market women are recognized as a risk group. Detailed analyses of data indicate that it is hard to establish whether there are gender gaps only on the basis of the most general indicators for labor force participation and for employment and unemployment. The higher relative share of women in the total number of unemployment registrants reflects moistly the demographic majority of women in the population in employable age. A more significant difference between the two genders is reported on the level of employment ratios. The gender-gaps issues on the labor market are not as grave as in some other countries and even the developed market economies. According to the LFS the average labor force participation rate of men in Bulgaria for 2002 is around 10 percentage points higher than women’s, and the unemployment rate among women is 1.5 percent higher than the male unemployment. The income gaps between men and women in Bulgaria exist, however they are similar to the figures in the EU countries. The average salary of women in Bulgaria is around 72% of the salary of men (for 2000  – 2001), while in other countries such as Austria, Ireland and the UK the gap is much wider. Meanwhile in other countries (France, Sweden) the difference is smaller. The lower average salary of women in Bulgaria results from the fact that they form the majority of the employees in sectors with traditionally low compensation (apparel industry, education, etc.), as well as from the predisposition of employers to prefer men for the better-paid positions. Both with respect to the labor force participation, and employment, the group of men has a higher reserve for improvement of the indicators and their convergence to the levels in the rest of the European countries. 

1.2.5. Regional aspects of the labor market development 
One of the characteristic features of the labor market over the past ten years has been the persistent trend of significant differences among the separate regions. The strong territorial differentiation may be traced both with respect to the volume and composition of the supplied labor force, and with respect to the demand. 
The regional differences find expression in the indicators for all aspects of the labor market – employment, unemployment, labor productivity, education, qualifications and demographic structure of the workforce. 
There are great differences among the separate regions of planning with respect to the level of labor force participation of the population which result from the influence of the demographic and economic factors. The difference between the Southwestern region that has the highest labor force participation (See Appendix, Chart 3) and the region with the lowest labor force participation – the Northwest has grown from 4.4 percent in 2001 to 7.5% in 2002.
An essential characteristic feature of employment is the significant gap in the levels of this indicator among the regions of planning. There has been a persistent trend of reporting the highest employment rate - 45.6 % in 2002 in the Southwest region, and the lowest in the Northwest region - 32.9 %. This disparity of the regional labor markets is a result of the inherited structure of the local economy that was affected by the restructuring processes, and the different opportunities to develop small and medium size businesses in the separate regions. 
In Bulgaria there has been a constant uneven distribution of unemployment by regions and municipalities. The disproportionate economic development of the separate regions resulting from the influence of different socio-demographic and economic factors, from the inherited social, economic and territorial structure, from the economic development in the transition period causes the big differences in unemployment rates. There is a great disparity among the separate regions of planning that may be accounted for by the influence of the demographic and economic factors. In 2002
 the lowest unemployment rate was reported in the Southwest region (12.8 %) and the highest in the Northwest region (26.5 %).  The data indicates that the unemployment rate gaps among the regions have been extending in the past few years.  
With respect to unemployment rate there are significant differences not only on the level of the regions of planning, but also on municipality level where the variation in the unemployment rates for 2002 is even higher (data from the administrative statistics of the Employment Agency). There are 117 municipalities where the unemployment is 50% higher than the average for the country, unemployment rate in these municipalities is over 26.56%. The highest unemployment rate for 2002 was reported in the municipalities Nicola Kozlevo (66.77%), Samuil (58.53%) and Dimovo (55.35%), and the lowest in the municipalities of the city of Sofia. 
There is also a gap among the separate regions along the parameter indicating the registration duration (again data from the Employment Agency). In the districts with highest unemployment rate the relative share of long-term unemployed is 7-8 percentage points higher than the average for the country. In the districts with lowest unemployment rates the relative share of long-term unemployed is 10 points lower than the average for the country. 

In the group of unemployed aged below 29 there is also uneven distribution among the regions. In the districts with low unemployment rates (Sofia, Gabrovo and Blagoevgrad), the relative share of the unemployed is 5-10 points lower than the average for the country. The highest rates are reported for the districts Sliven, Stara Zagora, Yambol, Haskovo and Varna. 
1.3. Employment policy 
The active and passive measures and programs introduced in Bulgaria are in essence correspondent to the ones applied in the developed economies. They are targeted at the registered unemployed, the employed and employers. 

The employment policy is harmonized with the requirements for compliance with the European and international standards, reflected in the European Employment Strategy and its priorities, the recommendations of the International Labor Organization (ILO), the Organization for Economic Cooperation and Development (OECD) and other international organizations. For the purpose of determining the priorities of the employment policy, programs and documents developed by the Bulgarian government are taken into consideration together with the National Plan for Economic Development, the directions of the Strategy for Human Resource Development (2000-2006), etc. Current monitoring and specialized studies of the labor market are performed. 
In its regulatory framework the Republic of Bulgaria has performed the necessary preparation for transposing to the aquis communautaire. Fundamental documents for the employment policy in short-term and mid-term perspective are the Guidelines of the European Employment Strategy and the EU directives on equal treatment, vocational training and other employment-related areas. In April 2002 Negotiation Chapter 13 on Social Policy and Employment was temporarily closed, and June saw the closing of Chapter 2 on Free Movement of People. 

The Employment promotion legislation is also being developed. 

The Employment Promotion Act effected as of 01.01.2002 (amended March 2003) settles the public relations for promoting and supporting employment, career information and consultations, vocational training for unemployed and employed people, job matching for Bulgarians willing to work abroad and for Bulgarians and foreigners in Bulgaria. 
The contents of the labor market policies is brought in compliance with the New Social Policy Strategy 2002-2005
. The plans are to develop an active social policy that influences the causes rather than the effects and that will help create a fair social order. 

A differentiated approach is applied to the separate social groups offering different opportunities for them for the resolution of their problems in compliance with the requirement for social costs efficiency. 

The active labor market policies are funded predominantly from the state budget. This ensures that the employment programs and employability enhancing programs will be implemented with a guaranteed regular funding. 

Despite the harmonization of the policies and the labor legislation with the EU and international requirements, the labor market problems are far from solved. The active policies coverage of the unemployed remains low. 
A number of new programs such as From Social Assistance to Employment, Enhancing Employability and Promoting Entrepreneurship among the Young, Assistance for Retirement, Labor Market Initiatives, Employment Program for People with Disabilities, Program for Employment of Teachers for Training Children with Disabilities, Program for Farmers with a pilot phase in the district of Vidin, etc. started in 2002 and 2003. 

The program for assisting the small and new businesses Micro-lending Guarantee Fund
 showed good results. In addition the Corporate Income Tax Act establishes incentives in the form of remitting the profit tax to employers who invest in municipalities
 with high unemployment rate. 

The vocational training of labor market participants as a basic instrument for improving employability is organized by the Employment Agency through procedures of assigning the training to adequate training providers and in constant monitoring of the quality of training. Since the beginning of 2000 the National Agency for Vocational Education and Training (NOVET) has been licensing vocational training centers and monitoring the quality of training provided by them. 
Actions for extending the range and improving the quality of labor market services are being taken in the attempt to make them more systematic, timely, accessible, efficient and effective. In the labor market management efforts are taken to better harmonize the policies on a national, regional and municipal level and for creating favorable conditions for the adequate participation of the social partners in their design and implementation. 

For the unemployed people the labor office registration and the services offered by these offices are currently considered the main opportunity for seeking and finding employment. The private labor exchanges offer a restricted number of paid job matching services. Until now no surveys of the structure and effectiveness of the job-matching services have been made. 

National Employment Action Plan 

Pursuant to the Employment Promotion Act on an annual basis the Council of Ministers endorses a National Employment Action Plan funded by the state budget, the PHARE program and other sources. The plan is gaining importance and becoming a major tool of the employment policy – it establishes the objectives and mechanisms for the implementation of the national employment and human resource policies as well as concrete projects and programs to be implemented within the respective year.

The National Employment Action Plan will be the operational tool on an annual basis for the concrete actions and measures to attain the objectives laid down in the Strategy. 
After Bulgaria’s accession to the EU in 2007 the country will take an active part in the implementation of the European Employment Strategy. The National Employment Action Plan will be submitted to the EC and approved by it. 
1.4. Labor market institutional capacity 
1.4.1. Labor market institutions 

The government employment policy of the Republic of Bulgaria is determined by the Council of Ministers. 

The Ministry of Labor and Social Policy designs, implements and coordinates the government policy in the area of employment and vocational training of unemployed and employed. 

The Employment Agency implements the government labor market policy. The National Employment Service (Employment Agency) was established in 1989 and has been enhancing its capacity constantly with the technical assistance of the EU member countries. 
The government implements the employment policy in cooperation and coordination with the nationally represented employer organizations and trade unions, as well as with representatives of other non-profit legal entities. This allows the partners to influence the decision making process in the labor market area. 
A major principle in the labor market policy design and implementation is partnership among the institutions, social partners and non-government organizations. In this relation there are a number of tripartite bodies acting on a national level that are regulated by the Employment Promotion Act, including: 
National Tripartite Council – with its permanent committees on: income and standard of living; social impact of the restructuring, privatization and the budget policy. 
National Employment Promotion Council under the Minister of Labor and Social Policy – a permanent consultative body for cooperation and consultations in the process of designing the employment policies. The Council discusses and comes out with positions on the design and implementation of employment policies as well as on the National Employment Action Plan. It proposes to the Ministry of Labor and Social Policy the development of draft regulatory acts, measures and programs for promoting employment. 
Council to the Executive Director of the Employment Agency – a tripartite consultative body advising the Executive Director in the decision-making process and monitoring the Employment Agency’s activities related to implementation of the employment promotion policy, discussing the main trends, the plan and report of the operations of the Employment Agency, discussing the effective implementation of programs and measures. 

Permanent and Interim Employment Committees under the District Council for Regional Development - for the purpose of implementing the provisions to art. 9 of the Employment Promotion Act through the participation of the district administrations, the local government bodies, regional offices of the ministries, organizations and the social partners. These Committees determine, organize and control the implementation of the government policy on employment and vocational training on a regional level. 

Tripartite Cooperation Councils under the regional offices of the Employment Agency - they monitor the implementation of programs and measures, exert control for compliance with the provisions for the selection of the respective programs and measures; discuss which of the programs and measures should get priority funding.

National Consultative Council on Vocational Training of the Workforce and a Consultative Committee on Equal Opportunities for Men and Women and for the Vulnerable Groups on the Labor Market is established under the Minister of Labor and Social Policy. 

The Employment Agency and its regional offices are the bodies responsible for ensuring the quality of services for the job seekers. 
Employment services are provided also by natural and legal entities registered pursuant to the Bulgarian legislation. In accordance with the legal requirements the job matching services provided by natural and legal persons may be offered against payment of a fee. 
1.4.2. Capacity for providing employment services 

Due to the restricted resources of the former Fund for Vocational Training and Unemployment the administrative costs of the Employment Agency and the costs for servicing the jobseekers are lowered. In 2000, the relative shares of the employment services and administrative costs compared to the GDP in Bulgaria were 0.09%, while in Austria they amounted to 0.14%; in Belgium – 0.14%; in Canada - 0.17%; Denmark - 0.12%; France - 0.18%; Germany – 0.23%; the Netherlands – 0.26%; UK – 0.13%; Sweden – 0.23%. The small financial resources of the administrative system of the labor market allow it to survive, however it does not ensure its substantial development. 

A national system for automatic management and IT servicing of the labor market has not yet been developed. 
With the current insufficient IT resources, there are restricted possibilities for applying up-to-date forms of organization of services and making them more intensive. It is impossible in practice to provide a large-scale direct access of unemployed people to IT equipment, to self-servicing of the job seekers and to the employment e-services. The funds available for investments are expended predominantly for the most urgent capital repairs. 
The quality improvement of the services requires significant enhancement of the administrative capacity and organizational procedures. 

A significant problem currently is the lack of a nation-wide system for studying the employers’ demands for workforce and skills that may serve the purposes of both the vocational training of unemployed and the anticipatory training in the system of high-school and university education, as well as the training of the employed with respect to the expected changes in the skills demand. 
1.4.3. Labor market monitoring 

Labor market monitoring is performed in the following manners: 
· On-going monitoring. Within the Employment Agency the monitoring for effectiveness of the employment services is performed within the framework of the internal monitoring. It encompasses the monthly reporting of the detailed indicators of the labor market demand and supply and the progress of the effective policies (measures, programs, activities), as well as the unemployment registration.

The system of indicators developed and used following 1992 has been optimized constantly. In its present form it provides good opportunities for analysis of the current labor market situation. The main indicators monitored by the Employment Agency are the number of registered unemployed in total and by types of specialities, by age and gender, by consecutive number and duration of the registration, by sectors from which employees have been laid off, where job openings are announced, jobs filled and people appointed. 
The monthly and annual monitoring of the employment generation activities is performed by specialized units of the Employment Agency and the Ministry of Labor and Social Policy. 
· Specialized monitoring and evaluation of projects and programs (predominantly with international funding and within the PHARE program), concrete studies (ex-ante and ex-post studies and questionnaires).

· System for gross and net programs and measures effect evaluation. The working group for the implementation and monitoring of the labor market programs and measures set up in 1997 under the National Employment Service performed during the same year the first monitoring and evaluation of the labor market programs and measures. In 1999 the Netherlands Economic Institute (NEI) implemented the project Evaluation of the Net Impact of the Active Labor Market Policies
. 

The main results of the survey indicate that all analyzed programs have positive net impact – participation in them improved the chances that the unemployed stand on the primary labor market. 
Net impact by programs 
	Program
	Net impact


	Temporary employment program 
	0.025*

	Training and retraining with a guaranteed workplace 
	0.111***

	Training and retraining without a guaranteed workplace
	0.103***

	Subsidized employment 
	0.387***

	Employment generation companies
	0.109***

	Individual employment 
	0.427***


The net impact assessment represents the degree to which the measures and programs participants find employment easier on the primary labor market as of the time of the survey from the respective individuals in the control group. 
Within the framework of general monitoring of the labor market activities not enough attention is paid to the regional differences. There is no systematic follow-up. It is necessary to seek the opinion of the social partners regarding the programs and measures effect, especially when the side effects are measured, incl. through their participation in the monitoring of activities on a nation-wide scope. 

1.5. Major challenges on the labor market 
The analysis of the current situation, trends and potentials for the labor market development allows outlining of several major challenges that will define the development of the social policy, the employment policy and the human resource development policy.

Firstly, the country is facing a group of problems that require joining efforts and resources for their resolution. Among these problems are: 

· Low labor force participation levels;

· Large number of unemployed; 
· Large number of discouraged people; 
· Disadvantaged groups on the labor market;

· Significant regional differences with respect to employment and unemployment;

· Restricted labor demand, significant over supply of workforce; 
· Unregulated employment;

· Skill gaps;

· Insufficient vocational training of the employed persons with respect to ensuring adaptability of the workforce to the changes in technologies and activities.

In addition some more general challenges are worth mentioning that are expected to influence the labor market development in a long-term perspective. These are: 
· Unfavorable demographic trends. Their immediate impact will be the reduction in the number of the workforce and its ageing. This will have a negative impact over the possibilities for a sustainable economic growth and will create a negative challenge for the social security and pension insurance system in the country. In this aspect the increased labor market participation of the population is becoming a strategic priority for the labor market development. 
· The Bulgarian EU integration and orientation towards knowledge based society. This trend will predetermine the dimensions and the major priorities of the structural reform in Bulgaria and will stress the need to actively utilize information technologies and high-tech production processes and services in the economy. In this light the human resource development and predominantly bringing the educational and vocational training structure of the workforce in compliance with the requirements of the knowledge-based economy will be a strategic priority of the labor market development. 
· Changing the nature of working life. The development of the knowledge-based economy presupposes a constant enhancement of the professional knowledge and skills. This requires reconsidering the conditions the organization of labor and the possibilities for reconciliation of life-long learning and work as well as work and family life. The new information technologies require new quality of labor – better labor conditions, increased safety, and greater social security. Therefore the establishment and development of a legislative and institutional framework ensuring the optimal combination of flexibility and security of labor in response to the changed working life nature is becoming a priority in the labor market development. 
2. STRATEGIC GOALS, SUB-GOALS AND DIMENSIONS OF THE EMPLOYMENT STRATEGY 
Basic document for the development of the Employment Strategy in Bulgaria is the European Employment Strategy (EES)
 that sets the need for growth and a macroeconomic policy oriented towards sustainability and structural reforms for improving the potential for economic growth in Europe. 
The objective of the employment strategy of Bulgaria is formulated on the basis of the three main goals of the EES: full employment, quality and good performance of work, cohesive and inclusive labor market.

The actions in the employment strategy are determined in accordance with the ten new dimensions of the EES as follows: 
· Job creation and entrepreneurship; 
· Promoting labor market adaptability and mobility;
· Promoting the human resource development and life-long learning; 
· Increasing job creation and promoting active ageing; 
· Gender equality; 
· Promoting integration and fighting labor market discrimination against disadvantaged people;
· Making work more attractive and making work pay; 
· Transforming undeclared labor into formal employment; 
· Actions to reduce the regional differences in employment;
· Active and preventive measures for the unemployed and persons who are outside the labor force.  
Until 2010 the development of the EU countries should ensure: 
· 70% employment rate;
· Employment rate for women at 60% in 2010 and employment rate among older workers (aged 55 – 64) – 50% for 2010.
· Provision of new standards to the unemployed young people before 6 months of unemployment elapse, and for the older – within 12 months. The new standards are in the form of vocational training and retraining, internship, employment or another employment measure that is combined, if possible, with assistance for seeking job;

· More than 10 percent participation of the population aged 25-64 in different forms of life-long learning;

· Reduction of school drop-outs to less than 10 percent; 
The planned goals and activities in the Employment Strategy are in compliance with the Global Employment Strategy developed by the ILO as follows:

· Turning employment into a core issue for each economic and social policy;

· Taking into consideration the enhancement of workforce performance especially of the working poor people; 
· Providing resources and new investments in ensuring social sustainability, good industrial relations and compliance with the major work standards. 
· Promoting the creation of jobs with fair labor conditions as a factor for increasing performance; 
· Promoting entrepreneurship and private investments;

· Promoting adaptability and employability;

· Overcoming labor force discrimination;

· Developing a new macro-economic framework for employment promotion. 
The Employment Strategy of the Republic of Bulgaria was developed also on the basis of the following documents: 
Human Resource Development Strategy 2000-2006 (2000). This Strategy outlines four different perspectives of the issue – finding employment, vocational education and training, health care and culture. 

A Joint Report on Assessing the Employment Priorities in the Republic of Bulgaria (2002). This document consists of a set of goals of the employment and labor market policy coordinated bilaterally that are necessary for the progress in transforming Bulgaria’s labor market, for adapting the employment system for the purpose of implementing the European Employment Strategy in the process of Bulgaria’s preparation for its EU accession. The overview provides the Government of Bulgaria and the European Commission with information and assessment of the main issues of human resource and labor market development.  
National Plan for Economic Development – for the period 2000-2006 (NPED) – covers the long-term perspective of the economic development in Bulgaria. It introduces a set of modern planning and program definition approaches. The document presents the vision for the future development of the country that is compliant with the national priorities and the progress in the EU negotiations. This document is the basis for a transition to a multi-year programming and utilization of the pre-accession funds. 

Bulgarian Government Program “People Are Bulgaria’s Wealth” (2001). The Social Policy section of the program formulates the main priorities in the areas of labor market, social assistance and social services, income policy and standard of living, public social security policy and outlines the concrete actions in short-term, mid-term and long-term perspective (until the end of the Government’s term in office).

The new Social Policy Strategy of the Bulgarian Government (2002) – The main message of the strategy in the area of social policy is “Better order and social justice”. The strategy is part of the Government’s integrated approach for implementing reforms in the economy and the public life. The strategy takes into consideration both the national experience in the social area and the trends, recommendations and directions of the EC and the Council of Europe in this area. The document develops a new approach based on a new concept for the relation between the separate policies. 
VISION OF THE EMPLOYMENT STRATEGY
People are Bulgaria’s wealth, they have the right to a worthy existence and adequate participation in the public life.  These rights may be ensured through providing employment that allows complete utilization of the skills and capacities of the individual. The economic stability and economic growth do not automatically result in proportionate growth in employment. The performance growth is the main source of significant, non-inflation based increase of the living standard.  The high unemployment rate exerts pressure over the labor market with respect to restricting the labor remuneration, incomplete utilization of the workforce, deterioration of the working conditions. There are some groups on the labor market with extremely low competitiveness and restricted access to jobs. The government, the business and civil organizations are responsible before the individual to mobilize all resources in the country, to create a favorable economic environment and to provide employment. 
The strategy’s vision is defined as follows: Providing conditions and opportunities to each individual in active age for freely selected and productive employment. 
The Employment Strategy is developed on the basis of the following principles:

Legal compliance – including actions compliant with the Bulgarian Constitution, laws and regulations;

Reliability  - taking actions leading to significant tangible positive results; 
Preventive measures – taking actions to eliminate the causes of the negative phenomena;


Sustainable results – the outcomes should be sustainable with long-term impact; 
Effectiveness – the programs and measures are implemented following an analysis of the needs, harmonization and adequacy of the goals, monitoring and evaluation of the results; 
Efficiency – cost-effectiveness, favorable ratio of cost and benefits;

Coherence – the social area management should provide internal logic and interrelatedness of the developed policies, political commitments and responsibilities on behalf of the institutions in the design and implementation of the social policy. 

2.1. Medium-term and long-term objectives of the Employment strategy
The main objectives outlined in medium-term perspective, within the period from the year 2004 to the beginning of the year 2007
, are increasing employment and limiting unemployment. 

Based on the analysis of the status and tendencies in labor market development that was carried out but above all in view of overcoming the above stated challenges and problems the long-term objective of the Employment strategy up to the year 2010 is the increase in the population’s labor force participation and labor potential.  
Increasing the labor resources and improving their labor force participation is necessary both due to the unfavorable demographic tendencies and to the need to achieve sustainable economic growth and better living and working conditions.  

In 2007 an assessment of the implementation of the set medium-term objectives will be conducted and the Strategy will be updated if necessary. 
The specification of these two periods for the purposes of implementing the Strategy’s objectives was conditioned by:

· The commitments made during the EU accession negotiation process, including the Joint report for evaluation of the priorities in the field of employment (signed in 2002) – up to the year 2007;

· The European Employment Strategy’s objectives set with the goals outlined in Lisbon. 
The implementation of these goals up to the end of 1010 will bring about: 
· Growth in the population’s labor force participation by at least 5 points;
· Permanent reduction of the level of unemployment to a level of under 10 %; 
· Participation in active measures and programs for at least 25 % of the long-term unemployed persons.

2.2. Strategic sub-goals (Priorities):

The long-term objective for increasing the population’s labor force participation and labor potential could be achieved by means of implementation of several strategic sub-goals: 
· Increasing employment and limiting unemployment;

· Improving the qualitative characteristics of the labor force and the productivity of labor;

· Achieving social cohesion and reintegration of the vulnerable social groups, which have the smallest chances for participation and job placement.
The implementation of the first sub-goal presupposes the carrying out of a set of measures and instruments for creation of new jobs and promotion of entrepreneurship, which guarantee sustainable employment in combination with continuation of the active policy, which is oriented towards reintegration of the risk groups on the labor market. The increase in the levels of employment and the decline of unemployment are going to have a direct impact on the growth in the percentage of the economically active population in the country. The nature of the set sub-goal allows for the establishment of specific quantitative measures, which provide the opportunity to monitor the level of its implementation. Such measures are the coefficient of employment and the level of unemployment in the country.
In the broader sense understanding the implementation of the second sub-goal – improvement of the qualitative characteristics of labor involves, among other things, achieving better labor conditions and improved safety on the workplace, equal standing on the labor market, participation in the social system, sustainability and social security, guaranteed protection in case of discrimination and violation of the labor rights. One important condition for improving the quality of labor is improving the employability of the labor force through enhancement of its qualification as well as through bringing it into conformity with the changing conditions of labor demand in a knowledge-based economy. The implementation of this sub-goal would ultimately lead to growth of the nation’s labor potential and would create lasting prerequisites for sustainable economic growth.
The implementation of the third sub-goal (social cohesion on the labor market) could be carried out only by means of mobilizing the institutional and organizational resources and a key role should be attributed to the active participation of the social partners, NGOs and the local government bodies. The establishment of a fair social labor market presupposes providing equal opportunities and free access for all social groups.
The implementation of the above formulated sub-goals in the development of the labor market is indelible from the strengthening of the role of the regional employment policy and linking the plans for regional social and economic development with the ones related to employment especially in respect to attracting investments and the creation of new jobs.
2.3. Main dimensions in labor market development
The means and tasks for implementation of the above formulated goals and sub-goals may be grouped in the following main dimensions (the indicated dimensions have been synchronized and brought in accordance with the priorities of the European Employment Strategy):

· Active and prevention measures for limiting unemployment and increasing the population’s labor force participation;

· Income policy that promotes employment;

· Promotion of entrepreneurship and providing incentives to small and middle-sized businesses for the opening of more and better jobs;

· Transformation of informal employment into formal one;

· Enhancing the capacity of workers to remain active and introduction of active aging policy;

· Increasing the adaptability of the labor force to the changing economic conditions;

· Increasing the human capital and activation of the life long learning policy;
· Development of the policy for equal opportunities and free labor market that is accessible for all social groups; 

· Development of active policy on the labor market that is targeted towards the full social and economic integration of the risk groups on the labor market;

· Limitation and overcoming of the regional disparities on the labor market.

3. TASKS UNDER THE MAIN DIMENSIONS

3.1. Active and prevention measures for limiting unemployment and increasing the population’s labor force participation
In order to permanently solve the problem with the lack of balance on the labor market, which is expressed in limited demand of labor force in the conditions of relatively high level of unemployment, it is necessary to concentrate the efforts and resources for the generation of employment in all possible spheres (public and private sectors, big investors, small and middle sized businesses). At the same time in a situation of limited demand for labor the chances of employment for the people with unequal status on the labor market decrease even further. The unfavorable demographic tendencies, the increase of the fiscal burden and the expenditures for pension insurance pose in a very acute manner the problem related to the drafting and implementation of measures for growth in the population’s labor force participation. The specific tasks in this respect as well as the tasks related to employment growth and unemployment decline include:

3.1.1. Unemployment decline
This sub-dimension incorporates only activities of general nature that are oriented towards the unemployed persons, regardless of their standing on the labor market and their social and economic characteristics. The essence of the measures is in the streamlining of economic growth towards the generation of jobs and towards sustainable employment (The programs and measures oriented towards disadvantaged groups on the labor market have been considered in a separate sub-dimension):

· Implementation of a system of criteria for allocation of the funds for active policy in different regions by financing employers and projects in sectors that shape the structure of the economy and in accordance with the priorities for every specific region (deadline 2007);

· Increasing the quality of the job matching services that are being provided by the Employment Office Directorates through the implementation of an individual approach towards the unemployed persons during their consulting, psychological assistance and orientation to the most appropriate programs and measures of the active policy (deadline 2007); 

· Development of an individual action plan for every unemployed person, which includes his/her participation in employment measures and programs as well as other actions for subsequent placement (deadline 2007); 

· Providing opportunities for a fresh start to unemployed young people within 6 months (deadline 2007); 

· Providing opportunities for a fresh start to all other unemployed persons within 12 months (deadline 2007); 

· Closer and more regular contacts between the Employment Office Directorate and the employers (deadline 2007). 

3.1.2. Providing incentives for the labor force participation of persons, who are outside of the labor force
The growth in the number of economically active population in the country could be realized both through enhancing the capacity of workers to remain active and through reintegration of discouraged persons and other social groups that are outside of the labor force.
Due to the importance of the problem concerning the enhancement of the workers’ capacity to remain active this issue has been represented as a separate employment policy dimension.

The reintegration of discouraged persons and other social groups that are outside of the labor force is a problem of primary importance for the solving of which the following requirements should be met:
· Limiting the share of shadow economy and full implementation of the legal provisions that provide benefits related to employment in the formal sector such as the availability of social and health insurance, better conditions for labor and remuneration, observation of regulated working hours, benefiting from the labor rights under the Labor Code, opportunities for professional growth and further qualification; (deadline 2007)

· Drafting and implementation of measures and programs for reconciliation of work and married life that provide incentives for labor force participation of women. (This is a priority of the policy under the Equal Opportunities on the Labor Market dimension, which is described below), (deadline 2010)

· Reexamination of the systems for compensation and their interaction in view of increasing the incentives for the unemployed to look for and start work (deadline 2007).

3.2. Income policy for employment promotion
The government’s powers for direct influence over the dynamics of incomes in our country are limited within the determination of the minimum salary, the dynamics of salaries in the public and above all budget-funded sector and the changing of the direct taxes and social insurance contributions. Despite this fact these interventions in the field of income policy are of crucial importance, on the one hand, due to the possibility to provide incentives for the greater supply of labor by means of increasing the average salary in the country and on the other – due to their influence over the demand for labor through the change in the aggregate labor costs. Undoubtedly the reduction of direct taxes on the incomes received as a result of labor and the social insurance burden would reduce the costs for labor and hence will improve the opportunities for opening of new jobs. But this process should be in conformity with the necessity to maintain the balance of the state budget within the limits of the established budget deficit as well as to preserve the stability of the budget of the NSSI. It is necessary to:

· The growth in the minimum salary should be faster than the increase of social assistance and unemployment benefits. (deadline 2007.) Thus the widening of the gap between the amount of income received for unskilled labor and the income received under social assistance would increase the desire on the part of inactive people (due to discouragement or other reasons) to return on the labor market. The very increase of the minimum salary should be effected carefully and by taking into consideration the dynamics of the country’s economic activity. The abrupt and substantial increase may lead to closure of part of the existing jobs and above all the ones for unskilled people and people with low level of education who are among the most vulnerable social groups on the labor market.
· Keeping the progressive nature of the tax on individuals’ incomes by reducing the rate for the group that has the lowest incomes (deadline 2007). This, on the one hand, would increase the real purchasing power of the lowest salaries and, on the other, would be one of the measures for reduction of informal employment. The changes in the income taxation scale should be in conformity with the dynamics of the tax revenues including the tax on the individuals’ incomes and the distribution of incomes from salaries into income groups so that there is no tension in the implementation of the state budget.
3.3. Promotion of entrepreneurship and providing incentives to the small and middle-sized businesses for the opening of more and better jobs

The state administration’s efforts need to be focused on the creation of a stable basis for the local economy and increasing the qualification of the work force and the productivity of labor, which, in the long run would bring about new investments and innovations. 

The strategies for internal development should also be linked with the opportunities presented by the globalization process. Local administrations should provide incentives to entrepreneurs and companies so that they could actively use the foreign markets, technologies and investments and promote the introduction of market niches of sectors that have potential for growth.
In this respect the implemented macro economic policy and the improvement of the economic environment have a key role for achieving the set goals and objectives. 

In relation to this the Act on the Limitation of Administrative Regulation and Administrative Control over the Economic Activity (in force from December 18th 2003) and the rules and mechanisms for administrative regulation of business that it provides as well as the introduction of new regulatory regimes are expected to facilitate and provide incentives for economic activity. This Act would restrict the administrative regulation and control that are being carried out over this type of activity on the part of the government bodies and the local government bodies within publicly justifiable limits.
In this aspect the measures and instruments for achieving the objectives would include:

· Improvement of the environment and conditions for launching and development of small and middle-sized businesses (deadline 2007);

· Promotion of entrepreneurship amongst the population (deadline 2007);

· Promotion of entrepreneurship in priority sectors that play an important role for the development of the country’s economy. (deadline 2007);   

· Promotion of entrepreneurship in the field of high-tech and innovative industries and development of new tourist products (deadline 2007).

3.3.1. Improvement of the environment and conditions for launching and development of small and middle-sized businesses  (deadline 2007)

The starting point for implementation of the outlined tasks for improvement of the environment and conditions for launching and development of small and middle-sized businesses are going to be the results of the studies and analyses that have been carried out, which reveal the obstacles and difficulties facing the development of the entrepreneurial initiative and achievement of sustainable development of the small and middle-sized business in our country. By taking into account the above stated groups of problems we can define the following measures for their overcoming:

а) Facilitating the launching and reducing the costs for administrative servicing of business (deadline 2007):

· Cutting the time and costs for administrative servicing at the tax administration offices, the social insurance offices, the National Statistics Institute and other institutions through the implementation of modern IT technologies, for example, for receiving of letterheads and forms, for making of payments and inquiries via the Internet, etc.;

· Providing 24 hour access to information that concerns the tax and social insurance systems, the programs and measures for promotion of entrepreneurship, sources of financing of small and middle-sized businesses through the maintenance of web sites, which also incorporate the latest amendments to the legislation in due time;

· Closer and more regular contacts between the Employment Agency and the employers, especially at a local level in the drafting and introducing of tax preferences and concessions, which may be used when hiring people, which belong to certain risk groups on the labor market;

· Introduction of a unified code for administrative servicing of firms in the tax administration offices, the social insurance offices, the National Statistics Institute and other institutions;

b) Expanding the opportunities for funding the start-up of independent economic activity (deadline 2007):

· Analysis of the results achieved from the implementation of the micro lending scheme during 2002 and outlining measures for its improvement; 

· Subsequent funding with preferential conditions;

· Introducing unemployed persons and other social categories that are interested in launching independent economic activity to the opportunities for utilization of funds under the European pre-accession and structural programs.

c) Looking for opportunities to reduce the taxation and social insurance burden and to provide greater flexibility for hiring and discharging of workers in small and middle-sized businesses (deadline 2007).

· Adoption of amendments to the Labor Code that would increase the flexibility on the labor market.

3.3.2. Promoting the attraction of foreign investments and creation of new jobs (deadline 2010):

In order to successfully fulfill the tasks set under this dimension the efforts of a number of institutions need to be synchronized so that the following could be achieved:

· drafting of programs and measures for investment promotion;

· implementation of complex measures for advertising the opportunities and advantages that our country presents to foreign investors;

· facilitation of the administrative procedures;

· providing assistance to investors in their relations with government institutions;

· providing advice, information and fast administrative servicing to investors and other measures;
· providing assistance for establishment of the necessary infrastructure.
3.3.3. Promoting entrepreneurship amongst the population in active age
а) Promoting entrepreneurship among the unemployed: (deadline 2007.)

· Providing adequate training for the utilization of funds for launching of independent economic activity by unemployed persons;

· Active implementation of the individual approach towards the unemployed persons in view of the timely assessment of the person’s attitude and the possibility to really carry out the business plan that has been drafted by him/her.
b) Consolidation of the institutions responsible for the establishment of entrepreneurial culture among the population (deadline 2007.) 

· activation and expansion of the network of business incubators and business centers and providing assistance for their activity as mediators between business and its surrounding environment;

· improvement of the IT systems at the Employment Office Directorates in relation to the possibility to receive business consultations and the development of independent economic activity in business incubators, NGOs and industrial organizations at a local level. 

· upgrading the package of services offered through the employment offices to the persons, who would like to launch independent economic activity; 

· training oriented towards the introduction of international quality and safety standards.

3.3.4. Promotion of entrepreneurship and innovations in sectors that are priority for our country: high-tech industries, food industry, tourism, services, etc. (deadline 2010). 

a) Promotion of entrepreneurship for the development of high-tech operations, which are going to lead to the creation, production and marketing of new, competitive products and technologies.
· Promoting the participation of Bulgarian companies working in the field of high technologies in the international transfer of technologies, research, technological development and demo sessions.

· Support innovation through the creation of a financial instrument that would assist innovative projects that would bring profit and would have proven economical effect and that have been developed by or with assistance from scientific teams of organizations.

· Support for existing and creation of new units for transfer of innovations in the field of agriculture and food industry, creation of high quality materials that can be competitive in terms of price and technological indicators.
b) Promoting entrepreneurship in sectors that shape the structure of the economy.

· Drafting of a set of measures for promotion of entrepreneurship in specific sectors that have been defined as influential for the economic development, like for example, ecological tourism, production of phytho-products, agriculture and food industry. Increasing the qualification of those working in the field of tourism by means of investments in vocational training (including re-qualification), certification of the acquired qualification and participation in international programs for transfer of know-how and education.

3.4. Turning informal employment into formal one and making work more attractive 

Reducing the share of informal employment would require the simultaneous implementation of measures in different areas (deadline 2010): 

· Implementation of schemes that would make formal employment more economically profitable and informal employment would become unacceptable and unprofitable both for the employers and the workers;

· Strengthening of the labor market institutions’ controlling function, which would be a prerequisite for effective implementation of the existing regulations in the field of labor legislation;

· Increasing the sanctions for failure to comply with the provisions of labor legislation and at the same time providing preferences and incentives for compliant firms;

· Incorporation of industrial organizations into the process of reduction of the informal economy’s share; organizing public education campaigns for the damages caused by the firms working in the shadow economy not only to the state budget through reduction of its revenues but also to the whole society by means of redistribution of expenditures for public services as well as the competitive advantages obtained by evasion of due payments that are being made by their compliant competitors.

· Continuation of the process of necessary transfer of social insurance contributions from employers to workers; providing for penalties for employers in case of established evasion of such payments in the firms that have been examined.

· Enhancing the protective efficiency of the internal labor market through creation of favorable conditions for integration of the labor force inside the country.

3.5. Enhancing the capacity of workers to remain active and implementation of active aging policy (deadline 2010)

Enhancing the capacity of workers to remain active would require:
· Implementation of schemes for enhancing the capacity of workers to remain active as part of the country’s overall concept for human resource development;

· Activation of activities related to vocational training (including re-qualification) on the work place in view of improving the adaptability of older workers to the changing requirements to the work force in a knowledge-based economy and implementation of modern IT technologies;

· Implementation of flexible employment schemes for persons in pre-retirement age that are combined with adequate financial incentives both for them and for the employers;

· Drafting of a program for overcoming the negative attitude of employers towards older persons and providing of incentives for longer exploitation of their experience.

3.6. Enhancing the adaptability of the firms and the work force to the changing conditions on the labor market (deadline 2010)

The enforcement of measures in this area should be carried out in the conditions of active cooperation with the social partners. The solving of problems concerning the regulation of labor relations should be done through collective labor contracts on industry or company level.
The process of enhancing the adaptability of employers and work force on the labor market could take place in the following directions:

· Reconciliation of flexibility and security on the labor market;

· Providing guarantees for the conditions of labor and security for those people who are employed in the small and middle-sized enterprises;

· Expanding the opportunities and intensification of the social dialogue including the bilateral dialogue between unions and employers.

· Partnership;

· Improving the government IT services in the part that is related to the flexibility and security on the labor market.

Enhancing the adaptability of the workers and the work force on the labor market should be implemented in the following dimensions:

· Upgrade the organization of labor: input of the social partners at all levels – national, industrial (sectors and branches), local and company level. The following specific areas should be included: promoting support and improvement of social dialogue, development and strengthening of the social dialogue in the field of collective bargaining at all levels and more specifically in the companies, turning education for professional qualification into a major labor priority and a key component of the implementation of a work place reform, development of new forms of labor organization; binding remuneration with the productivity of labor; providing incentives for flexible employment and flexible working time arrangements, part time reporting of employment.

· Upgrading the organization of labor: improving the legislative framework for removing the obstacles before employment, expanding the process of upgrading the organization of labor, assisting the adaptation of the labor market to the structural changes in economy. This is related to the analysis of specific areas in the regulatory framework in view of maintaining the quality of the work force, building of monitoring capacity, etc.
· Assisting adaptability in companies through life-long learning. This is related to: development of the regulatory and methodological structure of adult education, especially for acquisition of professional qualification – forms and methods, funding, certification; activation of the overall set of activities related to life-long learning; achieving quality of training and education; development of the national system for adult education for professional qualification (Art. 58, item 2 of the Employment Promotion Act); increasing the companies’ capacity for training of trainers; complex analyses of the state of professional qualification of the work force; continuous linking of education (including for re-qualification) to the practical needs of production and services, etc. 

· Assisting the adaptability of companies to the EU legislation requirements (deadline 2007) for the purposes of introducing healthy and safe working conditions in accordance with the European requirements and prevention of the closing down of firms.

· Re-qualification and providing of alternative employment for the persons, who have been laid off by firms that have discontinued their operation due to lack of compliance with the regulatory requirements. 

3.7 Improving the qualitative indicators of the human capital and activation of the life-long learning policy 

The realization of this objective is related to the drafting and implementation of measures in the following directions:

· Improvement and supplementation of the regulatory and methodological structure of education and training in order to achieve what is necessary to provide life-long learning; development of module training; spread of distance learning (deadline 2010);

· Drafting and adoption of a national strategy and a national plan for development of life-long learning in view of enhancing the employability of the labor force (deadline 2007); 

· Improvement of the educational system, development of the system for adult vocational training including the basis for determining the demands for qualified labor force; elimination of the imperfections in the certification of adult education for professional qualification (deadline 2010);

· Activation and creation of suitable conditions for life-long learning including for acquisition and increasing of professional qualification; building institutional capacity and adequate resources (deadline 2010);

· Drafting of specific organizational and management programs for: providing new basic and key skills; providing an assessment of learning for recognition of informal learning and learning that has not been organized; improvement and high quality of career guidance and consulting; bringing the learning process closer to home and facilitating the access to it (deadline 2010).

· Assisting the development of institutions that provide adult vocational training (vocational training centers); increasing the requirements towards the product that they offer (deadline 2007);

· Involving the social partners into those activities that concern life-long learning (deadline 2007).

3.7.1. The improvement of the system for education (deadline 2007) would presuppose:

а) creation of conditions for limiting the number of students who drop out of school and growth in the percentage of those, who complete secondary education:

· Providing of equal access to primary education for all children through rationalization of the territorial structure of the school network in the country;

· Adoption of measures and providing for expenditures related to facilitation of the transportation of students, who attend schools in towns and villages that are different from their permanent place of residence;

· Preservation of the assistant teacher institution in schools with predominance of students from ethnical minority groups for the purpose of facilitating their participation in the process of education;

· Gradual integration of children from ethnical minority groups into schools so that the ‘minority’ schools phenomenon could be eliminated;

· Keeping the practice of binding school attendance with other incentives that are mainly oriented towards the parents;

· Development of the system for social assistance through scholarships in order to effectively provide incentives for those students who have achieved excellent results in their education and prevention of early dropping out of the school system due to poverty or lack of money for gifted young people in disadvantaged situation.
· Creation of conditions for education in an integrated environment for children with disabilities.

b) synchronization of the training of specialists in the system of vocational training and education and introduction of training for new professions based on the labor market analyses and the National Plan for Economic Development. 

· Introduction of vocational training in vocational schools and vocational high schools under the Classification of Professions for Vocational Training and Education under Art. 6 of the Vocational Training and Education Act;

· Optimization of the process of admission of students to the state, municipal and private vocational schools, vocational high schools and vocational colleges;

· Drafting of projects in the system of vocational training and continuing training for the purposes of its convergence with the European practices;

· Updating of the National Classification of Professions.

c) bringing the educational programs in the system of vocational training and continuing training up-to-date with the development of the new technologies and the requirements of industries that hold potential including tourism and the services sector:

·  Increasing the role of general education in the system of secondary education, oriented towards preparing students for moving to and adapting to the changing conditions on the labor market;

· enhancing the quality of vocational training in those institutions that provide training (vocational schools, vocational high schools, vocational colleges, vocational training centers) in accordance with the Government Educational Requirements and achieving transparency of the training for the different professions; drafting and implementation of international projects in the system of Vocational Training  and Education;

· enhancing higher education and bringing the number and structure of majors in conformity with the demand of labor under the different professions and the future development of  industries that are priority for our country;

· linking education with practice by creating incentives for employers and professional guilds to participate in such initiatives;

· providing incentives to young people at the age of 15 or more to remain in the system of education by providing part time employment and summer jobs (only under the condition that they continue their education).

d) Improving the system of education with emphasis on vocational training:

· providing second chance for education and training to persons who have dropped out of the system of education by implementing more flexible forms of education and reconciliation of work and education;

·  improving the system of counseling centers that facilitate young people in their future career choice; providing resources for career orientation in the secondary education system through the creation of Centers for information and career development; regulatory and methodological structure of professional orientation training in the system of secondary education;

· drafting and implementation of programs for qualification of teachers in the state and municipal schools; introduction of efficient incentives for participation of teachers in the secondary education system in the forms of qualification;

· rehabilitation of the institutions providing vocational education and training for the purposes of providing quality training in accordance with the changing requirements of the labor market;

· involvement of other institutions (social and economic partners and representatives of business) in determining the focus and organization of vocational training so that it corresponds in a better way to the market requirements.
3.7.2. Establishment and development of a national system for vocational training: (deadline 2010)
Providing incentives to employers to improve the qualification of their staff (including through tax preferences in accordance with the expenditures for qualification); what is meant here is that the biggest incentive in this respect is going to be the market itself and the ambition on the part of entrepreneurs to increase the productivity of labor of their workers;

· introducing more flexible working time arrangements through amendments to the legislation or through collective labor contracts in the cases when workers attend courses or classes, study for exams, etc.;

· review the existing infrastructure of training-providing organizations (adult vocational training service providers) including vocational training centers and outlining of measures for monitoring and control over the quality of education that is being provided in order to guarantee that the offered skills are fully compliant to the latest requirements of the market and the professional profiles;

· development of a certification system for those who complete specialized courses for professional qualification, which would guarantee that the certificates would be acknowledged on the territory of the country (and in other countries in long-term perspective);

· upgrading the active training policy for acquisition of professional qualification for the unemployed persons, which shall be synchronized with the other active policy programs and measures.
3.7.3. Development of a program for raising the IT awareness and training in modern IT technologies: (deadline 2007)
· providing access to computer skills training and Internet for all students as early as secondary education level (deadline 2010);

· activation of modern IT technologies and their implementation in the higher education system thus turning these technologies into an indelible part of the education process;
· computer skills training for all teachers in the system of secondary and higher education;

· development of a national strategy for raising the IT awareness amongst the population;

· expansion of the opportunities to increase the availability of suitable equipment and  IT resources in schools.

3.8. Drafting of a policy for equal opportunities and free labor market that is accessible for all social groups.

The tasks whose purpose is to eliminate the inequality of certain groups from the labor force on the labor market, no matter whether this inequality is based on sex, ethnicity or another factor, can be classified into two main groups:

· General measures oriented towards the creation of legal, institutional and resource basis that would guarantee equal opportunities for the different social groups;

· Specific measures tailored to the needs of those social groups in relation to which certain inequality on the labor market is considered to exist as compared to the other people.

It has to be pointed out that not only the measures under this segment play a role in the process of providing general equal and free access to the labor market but also many of the policies and programs that are part of the other segments. One basic approach in effecting equality on the labor market is to report at every stage the consequences a given labor market measure has on the circumstances of those groups, for which there is danger of inequality.
3.8.1. General measures
This group includes measures that are targeted towards the establishment of legislative, institutional and resource basis that would guarantee equal opportunities for the different social groups. 
а) IT services: (deadline 2007)

· Providing information to the government bodies regarding the status and the perspectives that face the labor market in relation to gender equality;

· Outlining of measures targeted to improve the national statistics in its part concerning the labor market and providing data for the necessary break-downs by gender, degree of working capacity, etc;

· Creation of a system of indicators that would allow for the tracking of the conditions and tendencies in relation to equality between the different social groups;
· With assistance form NGOs - drafting of a program for the carrying out of empirical studies for cases of discrimination on the labor market in relation to:

- the equal representation of social groups in the government;

- the equal representation of social groups in all spheres and sectors of the economy;

- the disparity between the levels of employment and unemployment of the different social groups;

- the disparity between the levels of remuneration of the different social groups;

b) Institutional structure: (deadline 2007)

· Implementation of those statutory requirements, which guarantee elimination of the possibilities for discrimination in relation to employment and development of adequate mechanisms for promotion of equal opportunities for men, women and other social groups;

· Amendments to the legislation in order to synchronize it with the EU legislation regarding flexible employment arrangements (part time; shared employment; fixed term labor contracts including seasonal employment; flexible working hours with weekly/monthly reporting; employment for the carrying out of a particular assignment).


c) Evaluation of the impact of a certain policy on the circumstances of the representatives of the two sexes (Gender mainstreaming): (deadline 2010.)

· Development of a national mechanism – overall institutional framework for equality between men and women that would include creation and implementation of a national policy related to equality;

· Appointment of responsible employees (so-called focal points) in all central administration units;

· Establishment of consultative bodies with participation of NGOs and the social partners;

· Training for the implementation of gender mainstreaming;

· Implementation of temporary measures for support of groups at risk.

3.8.2. Specific measures
The specific tasks for enhancing equality on the labor market are based on available researches that indicate certain inequality regarding women, the Roma and persons with reduced working capacity. The purpose of these researches is to outline more specific measures for elimination of existing disparities and improving the chances for the representatives of the above mentioned groups to find a job and receive adequate remuneration: (deadline 2007)

а) Equal opportunities for men and women:

The existence of certain disparity between the sexes on the labor market in our country imposes the necessity to implement certain measures:

· development of a strategy for better reconciliation between work and married life that includes the introduction of parental leave for children up to 7 years-of-age;

· introduction of more flexible employment arrangements for mothers, who have children up to 7 years-of-age and introduction of differentiation in accordance with the child’s age;

· guaranteeing and observing social security for pregnant women and mothers with children up to 3 years-of-age – establishment of a system for childcare provision;

· analysis of the status and outlining of measures for improvement of the social infrastructure for upbringing and education of children up to 6 years-of-age.


b) Equal opportunities for ethnical minority groups and the Roma in particular (deadline 2007):

· facilitating the social and economic integration of the Roma and creation of new opportunities for sustainable employment;

· undertaking of actions for providing of literacy, vocational training and employment;

· nurturing entrepreneurship and training for people with skills in traditional crafts.


c) Equal opportunities for people with disabilities (deadline 2007):
· Increasing employment and creation of jobs that are adapted to people with disabilities;

· Nurturing entrepreneurship and providing of assistance for starting up of an individual business;

· Training and increasing the professional qualification of people with disabilities.

3.9. Development of an the active labor market policy that is directed towards full social and economic integration of the risk groups on the labor market (deadline 2007)

а) prevention and limitation of youth unemployment;

· Providing of a school-to-work transition without a period of unemployment;

· Expanding the opportunities for internships in firms and in the public administration and creation of financial incentives for employers in case of their participation in such schemes; linking practical trainings and internships with placement within subsidized employment programs;

· Studying the possibilities for funding the training of young specialists and skilled workers with a contract for starting of work after the student’s successful graduation;

· Turning the drafting of individual plans for young people up to 24 years-of-age into a priority task for the Employment Office Directorates; in this process opportunities should be sought to reconcile active programs and measures for the purposes of creating sustainable employment and prevention of long-term unemployment and discouragement in this risk group.

b) prevention and limitation of long-term unemployment and registration at the Employment Office Directorates more than twice
· Limiting the incoming flows into the long-term unemployed persons’ contingent;

· Drafting of individual plans for long-term unemployed persons  (over 1 year) with emphasis on psychological assistance and job search skills through reconciliation of active programs and measures so that the discouragement of this risk group can be prevented;

· Upgrading the information database for those who have been registered at the Employment Office Directorates, which would allow the implementation of an individual and preventive approach in the registration of unemployed persons two or more times.

c) prevention and limitation of unemployment among persons above 50 years-of-age:

· Enrollment in courses for additional qualification and re-qualification and fostering entrepreneurship among these persons;

· Providing financial and statutory incentives for employers for the carrying out of additional qualification and re-qualification trainings for their elderly employees in view of the longer exploitation of their experience and skills;

· Development of a set of measures for suitable re-qualification of persons, who are expected to be laid off after the privatization and restructuring of big monopoly companies;

· Carrying out of an active campaign among employers for overcoming of their negative attitude towards older unemployed persons.

d) expanding the scope and targeting of the active measures towards reintegration, limitation and prevention of social isolation of persons for whom these measures present the only chance for placement under the current state of the labor market, for example single mothers, people with disabilities, persons, who have served a term of imprisonment, etc.
3.10. Limitation and overcoming of the regional disparities in employment and the labor market (deadline 2010)

There are significant disparities in the economic development of the different regions in the country including in relation to the condition of the labor market. These disparities exist both between different regions and between municipalities within one and the same region. Those municipalities that are relatively more advanced in economic terms do not play the role of a leading factor that would bring about better development of the region as a whole. The process of our country’s EU accession poses the issue concerning the overcoming of these regional disparities as one of the major requirements that Bulgaria has to meet so that it may join the union as a more homogeneous community and not as a union of regional communities that have achieved different levels of development. It is necessary to:
· increase the role of strategic documents in the field of regional development for the establishment of priorities in the field of employment policy (National strategy for regional development, Regional strategies for regional development, Regional development strategies, Municipal development strategies).

· develop regional employment strategies with active participation on the part of the social partners, the local government bodies and NGOs; 

· continue the process for development of local self-governance. It is necessary to expand the scope of the local governance bodies’ powers and responsibilities. This process should be accompanied by further development of the process of financial decentralization of the state budget. Assistance will be provided to municipalities that are lagging behind in their economic development and those, which have smaller administrative capacity. 

· build the capacity of local governance bodies. As the process of Bulgaria’s EU accession progresses more opportunities appear for funding of regional development projects under the EU funds. For this purpose our municipalities need to develop and justify projects with which they could successfully compete against other regional initiatives in the other EU countries.
· attract national and especially regional (local) employers’ organizations in the drafting and implementation of projects in the field of the labor market that have been implemented in different regions/municipalities; use the potential of employers’ organizations and the local business for providing of direct consultancy, educational and other services related to activities in the field of employment.
· undertake actions for achieving balanced and sustainable development in the regions of Bulgaria: regions experiencing industrial decline; underdeveloped rural regions; mountain regions facing specific problems; underdeveloped border regions; urban districts in decline;

· improve the infrastructure related to the development of business and the perspectives for economic development in underdeveloped regions and regions experiencing economic decline: local roads, communal services, energy infrastructure.

4. IMPLEMENTATION AND REPORTING THE PERFORMANCE OF THE EMPLOYMENT STRATEGY 

4.1. Development of the institutional capacity for monitoring and evaluation of the strategy

One of the most important conditions for successful achievement of the Strategy’s objectives is the availability of capacity in all institutions and partners at national, regional and local level. That is why certain actions need to be undertaken in order to help enhance the capacity and improve the coordination between the different institutions.

4.1.1. Improving the monitoring and increasing the efficiency of the active programs and measures
A key factor for the implementation of the Strategy is the availability of sufficient and up-to-date information on which the administrative decisions could be based. That is why the system for monitoring and evaluation of the programs and measures on the labor market needs to be developed both on national and regional level:

· introduction of Eurostat methodology for the database of the measures that are being implemented under the labor market policy;

· introduction of a system for studying the needs of employers for labor force with particular qualification;

· upgrading and updating of the National Classification of Professions; 

· early warning system in relation to possible unfavorable changes in the labor market on regional and municipal level;

· better targeting of the active policy – inclusion of persons for whom a certain program could be the most suitable for subsequent sustainable employment, in the organization of professional qualification acquisition courses, including re-qualification, in the programs for subsidized employment, etc.;

· increasing the programs’ efficiency through achievement of a synergy effect expressed in the creation of sustainable employment through combination of the different programs in which the unemployed person takes part (for example, combining training with temporary employment, providing literacy with basic skills training, start up of individual business with training for business launching and development). The fact that there is an individual plan would contribute to the better implementation of this task and the more efficient allocation and appropriation of the funds under different programs and measures at a regional level;

· evaluation of the efficiency of the separate active measures and programs by emphasizing the side effects (dead weight loss effect, substitution effect) especially in subsidized employment and in the creation of sustainable employment through professional qualification training, including re-qualification.

4.1.2. Institutional strengthening of employment services provision (up to 2007):

а) Streamlining the funding of public services by:

· annual updating of the funding needed for services related to employment in accordance with intended future measures and programs;

· active exploitation of the possibilities to combine financial resources provided for employment by the state budget, own source revenues, donor programs, national and international funds, municipalities and other stakeholders; 

· finding suitable forms for the institutions on the labor market to receive revenues ‘in kind’ such as free or partially paid Internet access; usage of telephone lines; receiving information; access to distance learning schemes for the employees, etc;

· improvement of the mechanisms for control over the expenditures for active policies through the introduction of annual expenditures limits, obligatory co-funding from external firms implementing measures and programs and training programs for professional qualification acquisition. 

b) Improving the quality of training of those employed in the system of employment services so that it anticipates the current requirements:

· introduction of a continuing training system for the specialized and general staff; 

· introduction of a grading system for the staff.

4.1.3. Improving the organization of servicing clients at the Employment Office Directorates and their IT resources (deadline - 2007)

In order to improve the quality of services that are provided to the public by the Employment Office Directorates new work model will be adopted. The Employment Office Directorates are going to implement the process-servicing model, which is going to bring the services as close to the clients as possible and will optimize the activities of the Employment Office Directorates themselves. 

Some of the main issues to be included in the future model are:

· Primary segmentation of the unemployed persons during the registration phase and secondary segmentation during the job matching process for the purposes of differentiating the offered services in accordance to the specific needs of the contingent. Offering of jobs as early as the registration phase and during all subsequent visits of the unemployed person in order to increase his/her chances for fast placement;

· Optimization of the information input through reduction of the number of databases and the repeating requisites in the different documents; 

· Improving the quality of job matching and increasing the chances for job seekers to be placed through: increased awareness of the employers’ needs and requirements and the skills that every job seeker possesses or lacks; more efficient selection of job seekers by taking into account not only the formal but also the more specific requirements posed by employers; segmentation and active work with employers as well as more active offering of job seekers that meet their requirements; increasing the number of available jobs announced at the Employment Office Directorates through active searching for alternative information sources;

· More efficient training and qualification with emphasis on the skills gap on the labor market, diversification of the forms and opportunities for training, providing greater freedom and regional variety of the trainings that are being carried out, drafting and monitoring the implementation of the person’s commitments in relation to his/her newly-acquired skills and qualifications;

· Better planning and implementation of the programs by providing financial, IT and methodological resources in due time. Improved quality of the process for drafting of new programs that would be achieved through participation of experts from the Employment Office Directorates as well as by means of pilot testing of the programs. Optimization of the existing measures and programs for the purposes of focusing on those that have the biggest social effect. Dynamic management and change of the existing measures and programs in correspondence to the changes in the contingent of unemployed persons; 

· Implementation of the one-stop-shop model for providing services to clients. The improvement in the customer services is based on the optimization of the processes and activities that comprise the main services; standardization of operations and determination of the necessary resources; outlining of the skills gaps and determination of the needs for introductory and maintenance training; introduction of a system for tracking the results.

· Improvement in the conditions for providing of employment services through the introduction of fully computerized process of services;

· Establishment of relations and partnership between the organizations that provide public employment services and the private job brokers; creation of mechanisms for continuous exchange of information between them; advertising the already established relations between the public and the private sector and the established best practices for placement; 

· Implementation of self-service forms for the clients of the Employment Office Directorates (with provided access to sufficient number of computers at the Regional Employment Service Directorates and the Employment Office Directorates); 

· Expansion and unification of the IT services for the administration working in the filed of the labor market; 

· Providing access of the Employment Office Directorates staff and the job seekers to national and international information systems; 

· Providing full access to information concerning labor market policy on a national, regional and local level as well as on EU level in view of nurturing labor mobility. 

4.1.4. Reforming the organization of labor at the Employment Agency and the Employment Office Directorates so that they correspond to the new employment policy priorities (deadline 2007):

· Development of a procedure for mandatory annual drafting of priorities in employment plans on the basis of consensus with the social partners and the stakeholders on a national and regional level;

· Development of a system of recommended criteria for monitoring and valuation of the quality of services provided at the different administrative levels that is in compliance with some general indicators for service quality;  

· Introduction of an internal service quality management systems and in particular: using a Common Assessment Framework (CAF) for the quality of services provided by the Employment Office Directorates as well as introduction of ISSO 9000 for quality management on the level of the Employment Agency. 

4.1.5. Mobilization of the efforts of all stakeholders in the implementation of employment policies

· Strengthening the role of Employment Office Directorates as initiators and intermediaries between the institutions and organizations that develop and implement employment policy on regional level through systematical contacts with employers, industrial organizations and NGOs;   

· Distribution of reference information for the possible ways of participation of the social partners and other stakeholders in the implementation of employment policies;

· Providing targeted incentives for local and regional employment strategies based on local and regional partnership between the stakeholders.
· Preservation and promotion of the role of the three-partite dialogue including on sectoral and industrial level for seeking of every possible support for solving the specific employment problems in the different sectors and industries.  

In particular the powers and tasks of the different institutions are determined as follows:

The Council of Ministers (CM) administers and coordinates the actions and efforts of the different bodies in the social sphere including in the field of employment. 

 The Ministry of Labor and Social Policy (MLSP) develops, implements and coordinates the government policy in the field of employment and training for acquisition of professional qualification for unemployed and employed persons. 

Apart from this the Ministry of Labor and Social Policy directly organizes, coordinates and takes part in the drafting of the National Employment Action Plan and monitors its implementation, prepares financial plans and budget projections for active policy in its field; 

The Ministry of Labor and Social Policy will carry out an on-going monitoring of the performance of the tasks outlined in the employment strategy in cooperation with the other institutions and organizations, it will attract and allocate the available resources and control the strategy’s implementation. The Ministry is also the chief correspondent for international organizations in the field of employment policies.

The Employment Agency (EA) implements programs, projects and other promotional actions including such with national and international funding. Due to its efforts and under its guidance are being carried out most of the services related to providing information and job brokerage, training of unemployed persons, etc.

The National Three-partite Cooperation Council (NTCC) is the main body that synchronizes the policies of government and non-government entities in the field of the labor market. Its role in the strategy implementation process is related to the social acceptability of the actions that are being undertaken and the representation of the interests of employers and unions. 

The National Council for Employment Promotion (NCEP) to the minister of labor and social policy, the National Consultative Council for Professional Qualification of the Work Force and the Consultative Commission for Equal Opportunities for Men and Women – they discuss specific aspects of the implementation of the Strategy and recommend the adoption of appropriate measures for achieving the set objectives. The standing and ad hoc employment commissions to the regional councils for regional development, the Council to the executive director of the Employment Agency, the Councils for Cooperation to the Employment Agency’s offices have as similar role for implementation of separate components of the Employment Strategy including at a local (regional) level.
The Ministry of Economy (ME) works in the field of investment promotion, potential employment sources; drafting of projects and undertaking of actions in the field of tourism, industry, etc; efforts to foster small and middle-sized business, creation of regulatory conditions for job supply growth in the real sector, improving the quality of employment by providing incentives for investments in high tech industries, IT technologies and establishment of a knowledge based economy.
The Ministry of Finance has crucial role in the formation of the country’s budget policy and in the improvement of the tax system. Furthermore, the Ministry of Finance coordinates the programming, management, monitoring and evaluation of the financial assistance that is being provided to the Republic of Bulgaria under EU’s pre-accession financial instruments. 

The Ministry of Education and Science (MES) plays a leading role in the implementation of those elements of the employment strategy that concern education and training, including adult literacy, life-long learning, acquisition of necessary and higher qualification and additional skills, determining the future needs for work force that possesses certain qualification and directing the capacity of the educational system towards training of the respective specialists.
The Ministry of Regional Development and Public Works (MRDPW) will contribute to the implementation of those activities that are related to overcoming regional disparities including as part of its individual tasks and objectives. Apart from this the MRDPW distributes the biggest investment potential in the country thus becoming an important domestic investor with flexible allocation of resources.
The National Social Security Institute (NSSI)– administers the public social insurance, collects contributions, determines the amount, administers and pays the cash benefits for unemployment; registers the labor contracts after their conclusion of after changes have been introduced to them.
Other ministries – in their field of competence and through their activity they also participate significantly in the implementation of the strategy, for example the Ministry of Youth and Sport in relation to youth unemployment and the respective programs and actions, the Ministry of Agriculture and Forestry in relation to the employment of farmers, cattle breeders, etc.
The organizations of employers, regardless of the fact whether they are representative or not, they will assist the strategy’s implementation by using employment measures and actions in their staff policy. By providing resources and opportunities for work and training, employers also solve their immediate and prospective problems concerning production and staffing. During the strategy’s implementation, the relationship between these organizations and the Employment Office Directorates at a local level will be extremely important.

The organizations of employees and workers participate in the three-partite cooperation bodies and have multiple opportunities for providing assistance to some of the components of the actions concerning the strategy’s implementation that are related to information, education and qualification, job matching services, etc. Through the system for collective bargaining they also have the opportunity to influence the increase of employment flexibility and provide conditions for improving the level of qualification.

NGOs have the important function of a useful corrective of the government’s intentions and actions and they also have significant opportunities for providing assistance to components of the actions concerning the strategy’s implementation related to information, education and qualification, job matching services, etc. and to participate in the implementation of employment programs. Many NGOs have contacts with international organizations or indirectly participate in their structures and can be extremely efficient in the implementation of projects and actions in relation to the strategy that also include international participation.
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	Consolidation of the institutions in order to raise the public awareness in relation to entrepreneurship 
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3.3.4.
	Promotion of entrepreneurship and innovation in priority sectors for our economy: high-tech industries, the food industry, tourism and the services sector, etc.
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	Limiting the number of school drop-outs and increasing the number of children, who complete their primary education
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	b)
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	Updating of the education programs in the system of vocational and continuing training and bringing them in accordance with the development of new technologies and the requirements of prospective sectors, including tourism and the services sector
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	3.8.
	Development of a policy for equal opportunities and free labor market that is accessible for all social groups 
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3.8.1.
	General measures
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3.8.2.
	Specific measures
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	а)
	Equal opportunities for women and men
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	b)
	Equal opportunities for the ethnic minority groups and the Roma in particular
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	3.9.
	Development of an active labor market policy targeted towards the full social and economic integration of risk groups on the labor market
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	Prevention and limitation of unemployment among people above the age of 50
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	d)
	Expanding the scope and targeting of the active measures for reintegration, limitation and prevention of the social isolation of persons, who fall into the following groups: single mothers, people with disabilities, persons, who have served jail sentences, etc.
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	Increasing the active measures’ efficiency
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	Limitation and overcoming of the regional disparities in employment and the labor market
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	Implementation and reporting the performance of the Employment Strategy
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	Achievement of higher quality of training for those working in the system of employment related services
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	Improving the organization of service provision to clients of the Employment Office Directorates and their IT resources
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*NCCPQWF – the National Consultative Council for Professional Qualification of the Work Force 
**CCEOMW – the Consultative Commission for Equal Opportunities for Men and Women 
4.2. Funding
The implementation of the objectives set out in the strategy would require substantial funding. During the annual determination of their policy the different ministries (MLSP, MES, ME, MRDPW, MYS, etc.), agencies and bodies will include for implementation the strategy’s main priorities in accordance with the set deadlines. In this way the funds from the state budget, in accordance with the determined limits for expenditures, would be as efficiently appropriated for achieving the strategy’s tasks as possible. 

Apart form the state budget funds from the following sources would be used for the strategy’s implementation:

· PHARE program – in its ‘social and economic harmonization’ part (after the year 2007 – Structural funds);

· SAPARD program;

· ISPA program;

· International sources;
· Own resources provided by employers, municipalities, local legal persons (donors), NGOs, etc. 
4.3. Expected results
The strategy’s implementation is expected to lead to:

· Growth in the population’s economic activity and attempt to bring the levels of labor force participation and employment as close to the targets of the European Employment Strategy set at the Lisbon European Council as possible;

· Strengthening the population’s labor potential, improvement of its employability and enhancing the capacity of workers to remain active;

· Significant reduction in the number of unemployed and discouraged people;

· Significant reduction of unemployment among disadvantaged groups on the labor market;

· Improving the access to the labor market and securing equal opportunities for the different groups;

· Income growth;

· Significant reduction of unregulated employment;

· Fostering social partnership;

· Efficiently operating institutions in the field of employment and the labor market;

· Significant reduction of regional disparities in employment and the labor market.

The expected results from the strategy’s implementation will be reported on different levels:
· Macro economic level – improvement of the all-around social and economic environment and upgrading of the conditions for creation and development of an individual business;

· Regional level – reduction of regional disparities and creation of conditions for higher sustainable growth;

· Direct beneficiaries – as a result of their inclusion in different programs the above mentioned groups are expected to significantly improve their overall performance on the labor market in terms of their social and economic status. This could be measured under the following parameters:

· Employment – returning to employment after a certain number of months has elapsed following the participation in the program for the different groups; self-employment a certain number of months following participation in the program for the different groups.

· Level of incomes – increasing the level of incomes of people following their participations in specific programs; salaries and sectors for re-employment.

· Social status – increasing the motivation for employment, acquisition / updating of work habits, improving employability, etc.  

What needs to be monitored at the same time is the extremely precise targeting of the different groups under the programs in order to reduce the negative results and reach maximum net effect.
4.4. Performance and monitoring indicators for the strategy’s implementation
In addition to the indicators for valuation of specific measures, database will be created for monitoring the implementation of the strategy’s objectives that will be updated on an annual basis. The database would contain indicators that would allow for tracking the progress in the implementation of the goals, sub-goals and tasks set in the Strategy. The indicators are grouped in the following main dimensions: population and social development, labor market, active labor market policy, system of education.
А. Population and social development
Population under, above and in active age / age range between 15 and 64 years-of-age;

Productivity of labor;

Average salary (rate of growth)

· General for the country; 

· For the different sectors.

Ratio between population outside the labor force and the number of employed people; 

Ratio between unemployed and employed people;

Population under and above the poverty line. 

B. Labor market.

Economic activity indicators
Coefficient of the population’s economic activity:
· according to  sex ;

· according to age;

· according to planning regions and districts;

· according to the level of completed education.

Number of people outside of the labor force:

· according to sex;

· according to age.

Number of people outside of the labor force / percentage of this group of the population in active age.

Employment indicators
Number of employed persons:

· according to sex;

· according to age;

· according to planning regions and districts;
· according to the level of completed education;

· according to economic sectors and industries;

Employment coefficient:

· according to sex;

· according to age;

· according to planning regions and districts;

· according to the level of completed education .

Indicators for labor force supply
Unemployed persons (Monitoring of the labor force – National Statistics Institute):

· according to sex;

· according to age;

· according to planning regions and districts;

· according to the level of completed education;

· according to the duration of unemployment;

· according to the method used for job search. 

Unemployment coefficient:
· according to sex;

· according to age;

· according to planning regions and districts;

· according to the level of completed education.

Registered unemployed (administrative statistics – Employment Agency). 

Number of registered unemployed:

· according to sex;
· according to age;

· according to planning regions and districts;

· according to the level of completed education;

· according to the duration of the registration; 

· according to the consecutive number of the registration. 

Indicators for labor force demand 

Number of vacancies announced:

· total;

· newly-opened; 

· in the private sector.

В. Active labor market policy. 

Number of jobs opened /included in training/:

· under measures provided for in the Employment Promotion Act;

· under programs for employment and vocational training financed by the state budget, the PHARE program and other sources.

Number of placements:

· with assistance from the Employment Offices;

· on the primary market; 

· under measures and programs. 

Number of unemployed persons in disadvantaged position on the labor market, who have been placed.
Indicators for improvement of the circumstances of groups in disadvantaged position on the labor market
Number of registered unemployed:

· with over 1 year registration; 

· young persons up to the age of 29; 

· with reduced working capacity;

· above the age of 50;

· women;

· with low level of education, unskilled and without profession.
Financial indicators 

Percentage of the GDP of expenditures for social activities  

Active policy expenditures: 

· total;

· under programs/measures;

· percentage of the GDP.

D. System of education 
Net coefficients of enrollment in the different levels of education
Number of dropouts from the system of education
Indicators for the population’s educational level  

Distribution of the population aged 15 and above according to the degree of completed education
Number of graduates according to the types of institutions providing education 

Employed persons according to the degree of completed education 

Unemployed persons according to the degree of completed education 

Indicators for scope of vocational and qualification training  
Number of unemployed persons included in vocational and qualification courses. 

Number of unemployed persons who have completed vocational training
· according to sex;

· according to types of training. 

Number of unemployed, who have been placed after completion of vocational training
Number of employed people, who have completed courses for increasing of their qualification.

The progress will be determined both through measuring the absolute values of the indicators and their relative shares of the total. The year 2003 is set as basis year in the system of indicators in relation to which the chain indexes that account for change are going to be calculated. The main sources of information are: the National Statistics Institute (Monitoring of the labor force, other representative statistical researches), administrative statistics of the Employment Agency and results from other comprehensive or representative sociological studies.

� In accordance with the expert assessments and projections this trend will persist over the following 10 years. 





� Calculated as an average for the EU member countries.


� Meanwhile, another side to this issue is the low demand of skilled workforce due to the restricted capacities of the small and medium-size businesses to offer favorable conditions for career development and growth, its unstable positions, low investment performance, constant bad projections that do not enable projecting the employer demands. In accordance with the annual overviews of the labor market prepared by the Employment Agency over the past 4-5 years there has been demand predominantly for the following types of qualified specialists: medical doctors, pharmacists, dentists, accountants and insurers in the smaller towns. 


� Garibaldi, Pietro et al, “labor Market in Bulgaria in the 1990s – from transition to EU accession”, World bank Банка, 2001


� Until 2000 employment in the communications sector is reported separately, after which it is reported together with the transportation sector. 





� Pursuant to the Small- and Medium Size Businesses Act (SMSBA) the criterion for classification of firms in accordance to their size encompasses several indicators – average annual staff on the payroll, size of the annual turnover or the long-term tangible assets and some that are independent. Meanwhile enterprises with certain concrete types of business activity such as banking and insurance, gambling, wine and alcohol production and trade etc. (art. 4 of SMSBA), may not be considered small companies, however, usually for the purpose of analysis of the small and medium enterprises only the employment indicator is used. Pursuant to the SMSBA classification a micro enterprise is the enterprise that has on an annual average a staff of up to 10 people, a small enterprise is an enterprise with an average annual staff of 10 to 50 people, and a medium-size enterprise has a staff of 50 to 100 workers. Pursuant to the EU classification medium-sized are the enterprises whose staff is between 51 and 250 workers, because of which very often in the analyses of the Bulgarian small and medium enterprises a sub-group is formed that represents the larger enterprises having a total staff similar to the indicators adopted in the other countries and this is done for the purpose of comparing data. 


� See “Current Situation of the Small and Medium Businesses in Bulgaria”, Foundation for Entrepreneurial Promotion,1998;  “Small and Medium Businesses 1996 – 1999”, center for Economic Development, 2000


� The last indicator is formulated as a sum total of the operational profit of the enterprises, their labor costs (salaries, social security payments, bonuses, etc) and their depreciation expenditures. Although this parameter is not identical to the gross value added in the National accounts it is gradually becoming its substitute.





� The data of NSI based on the Labor Force Survey is quite similar  - for the period January – September 2002 the average unemployment rate is 18.1%. 





� The participation of part of this group (97986 for the first seven months of 2003) in the program From Social Assistance to Employment helped reduce the number of long-term unemployed to 489 343 and proved to be almost the only way for providing employment to these people. 


� Data from the Labor Force Survey


� The strategy was developed as an element of the program of the Government NMSS and MRF and the purpose of implementing this program 


� The pilot phase of the project started on 26.12.2001 in 18 municipalities on the territory of 9 districts, and since August it covered the entire country. The program provides access to loans for small and medium size businesses, unemployed natural persons, craftsmen, co-operatives and farmers, that are currently not eligible pursuant to the general requirements of the banks and the requirements for starting-up business. The interest payments for individuals with reduced working capacity is subsidized and they receive a benefit amounting to 100% of the loan principal. 


� These are municipalities that for the two years preceding the current year reported unemployment rate that is 50 percent higher than the average for the country for the same period in accordance with a list approved by the Minister of Finance and pursuant to the Corporate Income Tax Act. 


� The effect is that having participated in a program or measure, the unemployed person finds a job or is placed at a job. The effect of the active labor market measures may be gross and net. 


Gross impact – the unemployed persons found employment pursuant to participation in a program or a measure regardless of the fact that they might have found employment even if they had not participated in the program or measure. 


Net effect  - the job placement is a result namely from the participation in the program or measure. The main objective of the assessment of the macro-economic impact of the programs is to measure the impact over the individual, while the assessment of the macro-economic effect is based on an aggregate analysis of the connection between employment and income. From a macro-economic perspective the impact is reduced due to the influence of the deadweight loss, the substitution and displacement effects, as well as other general equilibrium effects.


� The difference is statistically significant at a 10% significance using a two-tailed test.


**	The difference is statistically significant at the 5% level (two-tailed test).


***	The difference is statistically significant at 1% significance using a two-tailed test.


� The EES was launched at the Luxemburg Summit (1997), following the endorsement of Chapter Employment of the Amsterdam Agreement. Until now it has developed extremely dynamically – ever higher objectives are being placed and the impact scope is extended to cover different labor market aspects in compliance with the Council meetings in Cardiff (1998), Cologne (1999), Lisbon (2000), Stockholm (2000), Barcelona (2002) and Thessalonica (2003).





� Here and everywhere in the text what is meant is the beginning of 2007, when Bulgaria is expected to become EU member; in respect to the year 2010 what is meant is the end of the year. In this way the duration of the first period is 3 years and the duration and the second one is 4 years.
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