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內容摘要：
瑞典為北歐三國之一，人口約為九百萬人，整體經濟環境與我國相似，每年皆會發布該國的年度就業行動方案，作為該國實施勞工政策之藍圖，其失業率也從1997年的8%降至2003年的4%，在近幾年國際經濟大環境不景氣中表現相當優異。我國雖然同樣受到國際經濟不景氣影響，但國內就業市場卻呈現緊縮的現象，爰特申請經濟部聯合技術協助訓練進修計畫，前往瑞典參訪中央勞工行政主管機關、研究單位及勞工團體。除瞭解其就業行動計畫內容與勞工行政機關運作之關連性，作為國內勞工政策形成及實際業務推動之參考外，並藉由此次研習及觀摩不同業務性質勞工行政單位之機會，與瑞典勞工行政人員及全國工會聯合會領袖建立良好的接觸與瞭解，將有助於我國近一步開展與歐盟其它成員國勞工行政人員之來往，進而增加本會加入經濟暨合作開發組織（OECD）就業委員會並成為觀察員之機會。
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瑞典就業行動計畫之研究

壹、摘要

瑞典為北歐三國之一，人口約為九百萬人，整體經濟環境與我國相似，每年皆會發布該國的年度就業行動方案，作為該國實施勞工政策之藍圖，其失業率也從1997年的8%降至2003年的4%，在近幾年國際經濟大環境不景氣中表現相當優異。我國雖然同樣受到國際經濟不景氣影響，但國內就業市場卻呈現緊縮的現象，爰特申請經濟部聯合技術協助訓練進修計畫，前往瑞典參訪中央勞工行政主管機關、研究單位及勞工團體。本次行程共參訪瑞典工業、就業暨交通部所屬十個中央及地方勞工行政單位及二個全國性工會組織，除瞭解其就業行動計畫內容與勞工行政機關運作之關連性，並與該國勞工行政人員交換雙方推動勞動政策之經驗外，共提出有關政策擬定、勞工行政及歐盟運作之四項心得及七項建議，作為我國行政單位研擬勞工政策、加強國際合作及實際業務推動之參考。此外，藉由實地前往瑞典研習及觀摩業務性質相同勞工行政單位之機會，首開我國勞工行政人員與瑞典勞工行政人員及全國工會聯合會領袖互動的機會，並建立良好的接觸與瞭解，將有助於我國近一步開展與歐盟其它成員國勞工行政人員之來往，進而增加本會加入經濟暨合作開發組織（OECD）就業委員會並成為觀察員之機會。
貳、目的

一、瑞典為北歐三小國之一，人口約九百萬人，16-64歲人口失業率逐年下降，已從1997年8%的失業率降至2003年的4%，在近幾年國際經濟大環境不景氣中表現優異，值得與該國整體環境相似的我國作為借鏡。鑑於瑞典每年皆會發布該國的就業行動方案，作為該國實施勞工政策之藍圖，如果能進一步了解瑞典就業行動方案的政策形成及實際作法，將可作為我國勞工行政機關研擬政策及推動相關計畫之參考。
二、瑞典的就業行動計畫係由其中央勞工行政主管機關之工業、就業暨交通部主政，因此為瞭解該國年度就業行動計畫的形成過程、撰擬內容、施政方向、實施方式及績效評估等相關作法，爰申請經濟部聯合技術協助訓練進修計畫，前往瑞典參訪工業、就業暨交通部、勞工政策研究單位、勞工團體及相關單位進行參訪。希望藉此了解瑞典就業政策之形成、就業行動計畫之研擬及降低失業率的相關措施，做為我國擬定勞工政策之參考，並藉由參訪機會，與瑞典勞工行政人員及全國工會聯合會領袖建立良好的接觸與瞭解，將有助於我國近一步開展與歐盟其它成員國勞工行政人員之來往，進而增加本會加入OECD就業委員會觀察員之機會。

參、過程

一、瑞典簡介

（一）地理環境—國土大、人口少

瑞典國土面積為四十四萬九千多平方公里，約與西班牙及泰國相同，是北歐斯堪地那維亞半島上面積最大的國家，同時也是歐洲面積第四大的國家，但人口僅將近九百萬人，約與比利時相同，是歐洲人口密度最小的國家。瑞典進百分之八十的國土是森林、湖泊、河流及野地，包括首都斯德哥爾摩市都是位於大自然之中。該國因接近北極圈地帶，夏季可長達二十餘小時時間的白晝及冬季長時的永晝為其特色，除瑞典文外，人民普遍多能使用英文與外人溝通。
（二）政經結構—君主立憲、國際中立、工會影響力極大

瑞典在十九世紀末仍是一個貧窮落後的農業國家，大批人口移居主要為美國的海外。但在二十世紀初，瑞典和其他國家一樣，經歷了工業革命，一躍而成為工業國家，並在兩次世界大戰中採取中立政策，因此免遭戰爭破壞，使其成為世界上經濟最發達的工業國之一，二００二年平均每人國民生產淨額（ＧＤＰ）為33,925美元，失業率則為4.0%。
瑞典豐富的天然資源為過去工業發展的主要支柱，如今則已強調先進的科技產品。瑞典人民普遍使用行動電話及相關資訊科技產品，是全歐洲資訊科技最發達的國家，亦是世界數一數二的高科技運用生活化國家。以作者拜訪該國工業、就業暨交通部親身經驗為例，訪客到達時先於接待處之電腦自行鍵入來訪單位、姓名及受訪者單位、姓名等資料後，電腦即立即列印訪客出入証供配戴，受訪單位亦藉此同時建立相關資料存檔，省卻許多作業流程及文件管理時間。
（三）福利社會—從搖籃照顧到墳墓

瑞典在第二次世界大戰後的年代（1945-1970），經濟的空前繁榮使其發展成世界最富裕的國家之一，並造就該國得到從搖籃照顧到墳墓的「福利國家」稱號。雖然90年代初期的國際經濟不景氣曾衝擊該國的福利制度，但整體而言，瑞典的福利社會水準仍高於度多數其他歐洲國家。
二、瑞典的就業行動計畫

（一）就業行動計畫由來—歐盟就業行動綱領（EES）
１依據歐盟（EU）條約第125條，所有的成員國應互相合作以發展促進就業的共同策略；另依據第128條第3款，每一個成員國每年必須依據歐盟之年度就業行動綱領，向歐盟會議及就業委員會提交該國主要就業政策或方案的執行情形報告。

２歐盟的成員國曾在2000年共同提出”里斯本策略”，揭櫫的長期目標為”藉由緊密的經濟合作政策、就業政策與社會政策，以加強歐盟的競爭力、鼓勵就業與永續成長”。由於歐盟多數成員國的人口在未來幾年將面臨高齡化，因此必須提出各項可行的計劃或方案，以達到歐盟地區完全就業及社會和諧的永續成長目標。而就業行動綱領就是歐盟藉由其中所列的綱領及建議，以達成”里斯本策略”的主要方式。
３雖然各國的就業行動綱領都仍以該國國內實際需要為考量，但歐盟就業行動綱領的目標仍會被各成員國納入其執行計劃中。因此雖然歐盟就業行動綱領未以立法方式明定，而僅以記載於歐盟條約中的方式呈現，但各會員國仍秉持著共同合作的精神，盡量將綱領融入其國內計劃中。
４ 2003年歐盟就業綱領（EES）有三大主目標，分別為：（１）完全就業（２）工作品質與生產力（３）社會融合，而其十大優先行動目標則分別為：發展並執行預防失業的積極方案、鼓勵創造工作機會與企業家精神、尋求改變並促進勞動市場的適應性與彈性、促進人力資本發展與終身學習、增加勞力供給與促進高齡勞工的活力、促進兩性平等、促進弱勢勞工的平等待遇並消除歧視、藉由”工作即有收入”的刺激以加強就業誘因、將未申報的工作轉換成正式的就業僱用、尋求區域內的僱用平等。
（二）瑞典就業行動計畫的研擬及執行
１瑞典的年度就業行動方案除遵循歐盟的就業綱領外，主要係依據瑞典本身年度預算法案，及其他政府相關法案中的各項計劃所研擬完成的。其研擬及執行過程如下：
首先財政部與工業、就業暨交通部及相關部會經過討論、協調，並確認所有部會及所屬機關都能共同執行歐盟就業綱領後，瑞典的草擬單位勞動市場政策處便開始撰寫就業行動綱領。在此同時，除相關的業務部門意見被納入外，勞雇雙方團體所提供的意見或其他代表各界團體或組織的相關建議，也同時被納入或受邀參加討論，最後經國會通過後便交由工業、就業暨交通部所屬國家勞動市場署（AMV）研擬成年度方案執行方案，再送國家勞動市場局（AMS）轉所屬全國325各地方就業服務中心（LAN）推動。在起草就業行動綱領時，瑞典政府亦分別通知歐盟事務顧問委員會及其常設之勞動市場委員會及財政委員會。
２瑞典就業行動方案的撰擬及執行流程，經歸納後係依下列步驟依序進行：歐盟將年度就業綱領送交各成員國→瑞典政府交由幕僚單位的勞動市場政策處辦理→勞動市場政策處邀集相關部會、勞雇團體及社會各界交換意見與討論→撰擬初稿→送請部長同意→送國會同意（若未獲同意，則由經政治認命之部長或人員附則與國會溝通，但常任文官並不參與）→送國家勞動市場署（AMV）研擬成年度執行方案→送國家勞動市場局（AMS）依性質分類→轉所屬全國325個地方就業服務中心（LAN）推動。
３據此，瑞典2003年提出的就業行動方案共分以下三大部分：

（１）歐盟就業綱領三大主目標下的經濟勞動政策。

（２）瑞典依據歐盟就業綱領之十大優先行動目標所分別擬定的努力方向。

（３）良好的管控與參與以執行瑞典的就業總目標。

（４）除歐盟就業綱領外，另包括瑞典國內所關注的「加強長期勞動供給」、「改善工作條件以降低勞工長期病假發生率」及「尋求稅制及給付改革以刺激工作意願」。
（三）瑞典執行就業行動計畫的成效
依據瑞典國家勞動市場署統計資料顯示，截至2002年底，瑞典15-64歲國民的整體就業率為72%，其中男性就業率為73%、女性就業率為70%，表現都超過歐盟整體就業率之64%、男性就業率73%及女性就業率56%的平均標準。
三、瑞典工業、就業暨交通部參訪介紹
瑞典的中央勞工行政組織與其它國家相較而言，可說是非常特殊，係由工業、就業與交通三大部門共同組成之工業、就業暨交通部主管，屬中央政府中的主要機關之一，分別職掌有關工業與貿易、就業及交通與區域政策等三大業務，勞工事務即由三位部長中的就業部長負責，2004年預算佔當年工業、就業暨交通部的63%，屬主要部會中的最重要單位。就業部的主要單位組成如下：
（一）勞動生活研究所—The Institute for working Life（NIWL） 

１總部設在瑞典首都斯德哥爾摩市的勞動生活研究所，係工業、就業暨交通部直屬的研究中心，它每年依據就業部的指示，從事有關勞工所有相關活動的研究與發展，是工業、就業暨交通部所屬研究機關中最大的一個。它依不同研究性質在全國各地共成立六個研究中心，分別就：（１）勞動市場與工作組織（２）研究發展分析（３）工作與健康（４）人力服務與勞動條件（５）工業與人力資源及工作（６）生理環境等六大領域進行獨立研究，並將研究成果提供行政機關及社會各界參考。
２全國勞動生活研究所成立的目的有二，分別為：（１）讓勞工在其工作生涯中能具有良好的工作條件（２）增進各界有關工作生涯的知識，因此其重要的任務之一便是營造一個理論與實際、學者與勞工的溝通平台。
３由於全國勞動生活研究所的任務皆繫於業者、勞雇雙方、政府單位、工會、雇主協會、公司、學界中有關勞動生涯領域人員的合作，因此其研究主題係多方面從勞動生涯的問題與趨勢中所得，與外界溝通並提供相關資訊是該所在研究工作之餘的重要工作之一。
４全國勞動生活研究所2004年的工作重點分別為：（１）學校的勞動生活（２）城市居民的生活（３）健康的工作生涯策略（４）彈性的工作條件與策略（５）增進工作環境管理之計劃等五大項。由於研究範圍涵蓋從勞工離開家門至返回間所有活動及環境，因此除與民間單位共同合作的研究部分經費來源外，政府為最主要的的財務支持來源。
５勞動生活研究所之哥特堡（Goteborg）研究中心

自1999年開始，哥特堡與另一研究中心開始共同負責有關工業與人力資源的研發計劃，研究重點為工業技術與經濟結構快速變化下，處於工業環境下之勞工、科技與組織間如何相互發生影響，特別是有關勞工的身心壓力方面。由於哥特堡為瑞典的工業港及第二大城，因此研究計畫亦多與該區域的工業活動有關，而該中心之外部研究經費也多來自該區域的民營事業單位。
（二）工作環境局—Swedish Work Environment Authority

１工作環境局的主要工作係依據政府指示，研定有關瑞典境內能夠符合「工作環境法」之工作環境規定，並監督該法在整體環境考量下，能夠得到充分的執行及發展。該局日常業務是以透過立法規定、工作場所的檢查及資訊的發佈等方式，執行其例行業務。
２工作環境局的組織編制為委員制，在依據工業、就業暨交通部政策指示下，決定當年度工作目標並據以執行，但工業、就業暨交通部並不干涉日常行政作業。一般行政事務工作係由局長負責，下屬發展合作、工作環境檢查、法律事務、中央管理及行政資訊等五個部門，在全國各地皆有分支單位，員工約有800人。2004-2006年的工作重點分別為：（１）健康照護（２）照護與社會服務（３）學校教育環境（４）建築與土木工程、運輸（５）木材業等五大項。
３整體而言，工作環境局的工作性質及任務，與我國勞工委員會的勞工檢查處及勞工安全衛生處相同，惟瑞典因勞工團體力量相當龐大，勞工朋友普遍皆非常注重工作環境的安全衛生事項，因此透過運作良好的勞資協商，該國的工作環境安全已達世界級的水準。相較之下，瑞典的人口僅為我國的五分之二，但檢查單位的人員編制卻為我國的數倍，涵蓋範圍及功能亦較我國強大許多。究其原因，除了國情不同外，瑞典的勞資雙方及社會大眾，皆對安全的工作環境能減少勞工身心問題並進而提高工作品質有相同的認知外，並更進一步能共同追求更高的工作環境標準，應該是工作環境局業務蓬勃發展的主要原因。
（三）勞動市場政策處—Division for Labor Market Policy

１勞動市場政策處主要負責瑞典的勞動市場政策，包括職業訓練、失業給付及其他勞動政策的相關議題。該局並負責將研擬完成之勞動政策交由國家勞動市場局、失業保險委員會及勞動市場評估學院等單位據以執行或做為研究主題之參考。現階段勞動市場政策處的政策目標為：（１）建立完全就業的有效勞動市場（２）建立良好的經濟發展環境。
２勞動市場政策處負責將部長每年度的政策指示研擬成年度勞動政策，經部長同意後送請瑞典國會認可。俟國會通過後即轉交國家勞動市場局擬定進一步的細部計畫，最後交由該局所屬全國各地區的勞動市場局執行。
３勞動市場政策處係屬工業、就業暨交通部的幕僚單位，負責包括年度預算在內之勞動政策撰擬，並於次年檢視國家勞動市場局提送之上年度執行報告。就勞工行政業務性質而言，該處並不負責實際業務的推動，而僅是作為部長與業務執行單位之間的橋樑，因此其性質類似我國各部會綜合規劃單位之角色，但我國有些部會的規劃單位在規劃幕僚作業之同時，仍負責許多實際業務的推動。
４瑞典因有良好的獨立專業文官傳統，因此除部長或經政治任命人員會應國會之要求，而隨時赴國會與議員交換意見外，所有文官皆不須赴國會應詢。另瑞典之政治人物亦遵循此傳統，不干涉任何文官之施政方式及計畫內容，有任何問題皆與政治任命之部會首長直接交涉，縱使需經政治任命之官員也不干涉一般之行政事務。另外一個特點是，瑞典業務主管多有任期保障（例如國家勞動市場局為三年），因此在未期滿解職前，皆能獨立執行其業務，不受任何政治干擾，此一全國上下遵守的良好政治傳統，非常值得我國朝野各界及社會大眾多多學習。
（四）失業保險委員會—Unemployment Insurance Board（IAF）
１瑞典的失業保險委員會成立於2004年一月一日，在此之前，瑞典失業保險的相關業務係由國家勞動市場局所負責。為提升當時勞動市場的運作方式及促使就業市場更有效率，瑞典國會在2000年修正有關失業補助的主要規定，政府機關也配合提出有關失業保險之法律保障及平等待遇的規定。
２為改變原先由國家勞動市場局同時負責執行與監督的情形，國會隨後決定將所有有關失業保險範圍的管理交由獨立機關來監督，於是從2004年一月一日起，監督瑞典各失業保險基金運作的業務，從原有的國家勞動市場局轉由新成立的失業保險委員會負責。

３失業保險委員會的主要任務有下列五項：

（１）檢視國家勞動市場局是否依職責執行有關失業保險的業務，特別是有否適當督促所屬公立就業服務中心（PES）的業務--因為瑞典的公立就業服務中心負責失業認定等相關業務及提供失業者資訊給保險基金據以支付失業給付，與保險基金的支出有很大關係。

（２）瑞典失業保險相關法律議題的建議及法規的補充說明。
（３）監督瑞典現有三十八個失業保險基金的運作。

（４）瑞典國民於歐盟其它國家工作時遭遇的失業給付問題。

（５）國際合作事務。

４失業保險委員會工作職掌類似我國勞工業務的勞保監理委員會，但功能卻較我國為強，單是法律部門就有60人的員額，已接近於勞工委員會所屬勞工保險處與勞保監理委員會的結合，功能類似我國的勞工保險局，其預算多數來自政府，屬於有法令依據的半公營性質機構。其它較特別的是，瑞典的勞保基金因歷史因素，經整併後至今仍有三十八種不同性質的基金在市場運作。
（五）國家勞動市場局—Swedish National Labour Market Board

１瑞典的國家勞動市場局是推動勞動相關業務的主要機關，他負責將部長幕僚單位勞動市場處之年度行動計畫轉換成當年度可供執行的細部計畫目標，再交由所屬21個地方勞動市場局（LAN）及325個公立就業服務中心（瑞典每個地區皆有所謂的郡勞動市場局，下屬數個公立就業服務中心）據以執行。
２另瑞典的國家勞動市場局並負責監督地方勞動市場局業務之推動，並於於次年將執行情形回報勞動市場處，因此屬於計畫、執行與管理業務性質，其年度目標與經費預算由國會及工業、就業暨交通部決定。國家勞動市場局的執行目標有下列四項：（１）儘速完成就業市場的媒合工作（２）增進失業者技能（３）協助就業困難的弱勢勞工（４）提供非自願失業者轉換期的所得保障。

（六）公立就業服務中心（Public Employment Service）

１瑞典公立就業服務中心的業務性質與我國就業服務中心大致相同，雖然會因地區特性提供差別服務，但大致則提供九項制式服務（求職者七項及求才者兩項），分別為：求職者之（１）尋找適當工作（２）提昇求職者尋職技巧（３）提供求職者相關市場資訊（４）提供自營創業者相關協助（５）職業訓練（６）分析職務的基本需求條件（７）提供勞動市場現況分析；求才者部分之（１）補充新進勞工（２）提供求職市場現況分析。依據筆者現場操作及了解地方公立就業服務中心所提供的服務，其中最特別值得我國學習的是，該國所提供的就業市場資訊已經達到包括職業的未來生涯發展之程度，以提供對該職業有興趣勞工選擇的參考。
２瑞典公立就業服務中心的核心工作可歸納為下列三項：
（１）媒合：儘速協助尋職者就業及求才者補充適當人員。

（２）訓練：經由訓練提昇求職者技能以符合勞動市場需求。

（３）激勵：採行相關必要訓練或措施，避免弱勢勞工或長期失業者永遠退出勞動市場。

（七）勞動政策評估學院—Institute for Labour Market Policy Evaluation

１勞動政策評估學院成立於1997年7月1日，業務上屬於研究機構性質，該學院的主要目標有三大項，分別為：（１）評估勞動市場政策成效（２）研究勞動市場運作（３）評估教育制度下勞動市場計劃或方案的成效。勞動政策評估學院目前共有六位主管、十九位博士級研究人員、一位研究生與五位調查人員，成員主要由經濟學者組成，其他包括統計學者與政治學者，2004年正進行31項內部研究計畫及25項外部研究計畫。
２勞動政策評估學院的年度經費來源除部分由工業、就業暨交通部支應外，主要是來自外部的研究經費，但特別的是，勞動政策評估學院所扮演的角色非常獨立。無論從研究主題的選定、研究方法的使用，到研究過程間及完成後對外發表結果為止，完全尊重研究人員的專業作為，並不受到經費來自公部門或委託單位的影響。而各相關單位人員也都有良好的傳統，對勞動政策評估學院的運作不加干涉，以維持其客觀及獨立性。
四、其它非政府勞工組織

（一）瑞典工會聯合會—The Swedish Trade Union Confederation（LO）
１瑞典藍領勞工組成的工會聯合會工會成立時間可回溯自1898年，當時全國各工會為討論有關工會政策的合作事宜而成立工會聯合會。當工會運動逐漸推動時，越來越多的工人被組織成工會，全國性的工會也同時因此逐步增加，直到1940年代，工會的數目才為因要強化工會力量合併而減少。與其它工業國家相較，瑞典工業化的時期相對來得較晚，直到20世紀下半期，瑞典的工會運動已非常強勢，甚至可說是世界最工會化的國家，因此工會在實際上已成為主導瑞典行政部門的各項計劃。在筆者與工會聯合會領袖就工會如何透過影響力達到工會目的議題交換意見的當時，該領袖不諱言的表示，瑞典的工會實際上就是政黨實體。
２瑞典今日共有16個聯合工會組織，涵蓋所有的公私立部門藍領勞動市場。2002年共有一百九十多萬會員，男女比例分別為54:46。與其它國家的工會組織相比，瑞典的工會聯合會則有非常明確的組織計劃，主要的原則就是除少數例外情形，其他所有工作場所的藍領工人皆屬於同一工會。除了藍領工人組成的工會聯合會外，瑞典還有兩個主要由白領勞工組成的工會聯合會，分別為瑞典專業人員聯合會（TCO）及瑞典專業協會聯合會（SACO）。
３瑞典勞動市場的最大特色是其高度的工會化，無論是男、女性勞工或藍、白領勞工皆有加入工會的共同認知，並在1986年達到其最高峰，全國共有86%的工會會員組織率，有些工會之女性會員甚至高過男性會員，2000年更首次產生來自公部門女性會員的全國工會聯合會理事長。完全就業、技能發展、兩性平等、勞動法令、福利制度及社會整合則是工會列為優先關注的重點。
（二）瑞典工會聯合會所屬之經濟研究學院—Trade Union Institute for Economic Research（FIEF）
經濟研究學院是瑞典工會聯合會所屬的一個純學術獨立研究單位，共有十位經濟及社會領域的專、兼職研究人員，其任務僅為發表研究報告供各界參考，並不提供政府決策建議。雖然工會聯合會每年負擔其70%的經費（其餘經費來自其他公私立之委託研究單位），但對研究題目、方向或內容皆不涉入，完全尊重研究人員專業的研究結果，其運作方式與公部門的勞動政策評估學院完全相同，此種尊重專業與客觀意見的作法，非常值得我國有關單位學習。
肆、心得與建議

一、心得

（１）瑞典政府在制訂勞工政策或相關實施計畫之前，皆會不斷地與社會各界溝通並取得共識，主要的溝通對象為國會、勞資雙方、企業界及學界，尤其是所謂「社會夥伴」的勞資雙方，這是瑞典勞工行政業務運作的主要方式之一。由於已經讓社會各界充分參與政府政策之制定，研擬過程及相關資訊亦達到透明化，因此不但在執行業務時能順利推動，縱使發生所制訂之政策無法達道預期目標時（如年度國家行動方案），社會大眾亦能諒解多為突發因素所造成，相關單位也不致成為眾矢之的。

（２）瑞典雖然人口不多，但非常注重員工的訓練，因此勞工的平均素質很高，加上大量使用機械或科技等輔助工具，使得該國的勞工很有競爭力。在競爭日益激烈的未來，我國企業如何留住員工並激勵其發展能力，將會決定該企業生存與發展的機會；而就勞工本身而言，則決定於個人所具備的能力是否有競爭力與健康狀況是否良好而定。

（３）瑞典所謂的勞動生活（Working Life）已經涵蓋所有包括生理、心理及周遭環境等任何有關工作的範圍。由於該國在營造整體勞工工作環境的安全建康方面已經非常完善，因此勞工行政單位的研究重點已經從過去僅關心生產線上的相關議題，轉移到任何與工作相關的間接議題，例如教職員壓力調整或學校工作環境等從前屬與白領工作的議題。
（４）雖然歐盟的就業委員會每年都會提出所謂的歐盟就業行動目標，供各成員國據以於擬定國內之就業行動計畫並推動執行，惟至今仍較屬政治宣示層面之意義，對各國並無強制力。另就經濟貿易及勞工等領域而言，實質上的重要性，亦仍不如經濟合作暨開發組織（OECD）。

二、建議

（１）我國現今勞工行政業務重點仍較偏重直接發生在勞工身體的相關問題，但未來若發展到一定程度後，業務發展重點勢必會走向瑞典現在所體認到的，無論是無形或潛在可能原因，都會影響勞工的生產力，並進而影響雇主的獲利能力的趨勢。尤其是勞工行政及勞工相關議題未來的發展將會涵蓋更廣義的勞工工作環境（Working Life），因此應多吸取西方先進國家之發展經驗，將有助於縮短我國勞雇雙方的學習期。此外為與世界各國勞工競爭，無論是直接或間接整體工作環境的提昇，或是加強我國勞工有關資訊科技的運用，現在應是需重新評估並提出長期改善計畫的時機。
（２）瑞典因為地廣人稀，因此在二次大戰後之經濟發展而引進大量外籍勞工，數量並已佔總人口的九分之一，惟近幾年來亦面臨外籍勞工語言、文化、就業及下一代教育等問題，但至今尚未有解決之道。我國現今面對的狀況與瑞典有相同之處（外籍勞工及外籍新娘），因此勞工行政單位除應未與綢繆謀求對策外，並多觀察瑞典如何因應，以做為我國處理相關問題之借鏡。
（３）客觀而言，瑞典能有傲人的經濟成就，專業與客觀的勞工學術研究單位不斷提出各種不同議題的研究報告，亦是成功的原因之一，我國現今尚未有任何公民營的專業勞工研究機構提供公正客觀的勞工政策議題報告，因此政府應可考慮比照瑞典政府的作法，補助設立一座類似勞動政策評估學院的專業研究機構，以做為政府施政之參考及社會各界專題研究的智庫來源。
（４）未來歐盟如果運作日漸成熟，並從政治層面跨入經濟、社會層面，屆時整個歐洲就業市場可能形成如美洲般的大區塊，人員的移動將更會因工作而更為頻繁。因此在現今全球化的趨勢下，我國除應加強提昇勞工素質及第二或更多專長訓練外，國家整體人力政策似乎應有前瞻性的考量，以對應人口移動或技術勞工流動的大趨勢。
（５）瑞典獨立的文官制度及北歐特有的社會安全制度，使得公部門的人員能不受政治干涉而依職權執行政策。因此如何建立國人尊重專業文官的觀念，應是整個社會共同努力的方向。
（６）政府施政初期應與社會各界多溝通，特別是層面要廣大，並應打破一般所謂的意見領袖迷思，而更應聽取民眾對政策實際推動執行方式的看法，以達事半功倍之效。
（７）雖然歐盟各會員國在撰擬其行動綱領時，仍是以各會員國國內經濟、勞工等環境為主要考量，因此歐盟的年度就業綱領對各成員國無強制力。但由於各成員國在基本上仍會以該綱領做為其國內實際行動方案的參考原則，因此成員國之間的互動合作變成非常重要，以瑞典中央勞工行政機關為例，幾乎每個單位都有國際事務部門。就我國所處的地理位置、外貿環境及全球化的趨勢而言，重視國際事務合作的重要性及全面加強培育各機關處理國際交流合作人員應是當務之急。
伍、附錄
附錄一：聯合技術協助訓練進修實施計畫出國人員實際行程表
聯合技術協助訓練進修實施計畫出國人員實際行程表
出國人員中文姓名：李仲辰
 

英文姓名：Mr. LEE, Chung-Cheng
PIO/P No.: 484-C04-40320
服務機關中文名稱：行政院勞工委員會
英文名稱：Council of Labor Affairs, Executive Yuan
研習項目類別及中文名稱：04-瑞典就業行動計畫之研究                  
英文名稱：04-The Study of Sweden’s Action Plan for Employment
實際出國期間：九十三年六月七日至七月三日
實際行程表如下（中英文並列）:
	訓練進修日期及時間 (Visiting Time)
	訓練進修

地點
(Location)
	實際訓練進修機構

及訪談對象
(Institutions & Persons to be visited)
	訓練進修目的
及討論主題
（Topics for discussion）

	六月七日（一）至六月八日（二）
	台北-曼谷-阿姆斯特丹-斯德哥爾摩

Taipei-Bangkok-Amsterdam-Stockholm
	轉機前往瑞典

斯德哥爾摩
	

	六月九日（三）


	斯德哥爾摩

Stockholm
	勞動市場局

The National Labour Market Administration（AMS）

Kungsstensgatan 45  Stockholm
Mr. Claes-Göran Lock
Head of Division

Department for Goals and Results
	勞動市場局組織架構及運作方式
The organization and function of The National Labour Market Administration


	六月十日（四）


	斯德哥爾摩

Stockholm
	勞動市場局

The National Labour Market Administration（AMS）

Kungsstensgatan 45  Stockholm
Ms. Ylva Ericsson

Director

International Secretariat
	勞動市場局如何執行就業行動計畫
The implementation of Action Plan for Employment

	六月十一日（五）


	索倫圖納

Sollentuna
	索倫圖納市公立就業服務中心

Public Employment Service and Office（PES）in Sollentuna
Tingsvägen 19, Sollentuna

Ms. Gunilla Norgren

Head of Division

Ms. Louise Taher
	自斯德哥爾摩搭早班火車前往索倫圖納市

1瑞典公立就業服務中心組織架構及運作方式
Introduction to the work of a Swedish Public Employment Service
2公立就業服務中心提供的就業服務措施內容

The measures of Employment Improvement by PES
3 公立就業服務中心業務與就業行動計畫之關係

The co-relation between PES and Employment Action Plan
自索倫圖納市搭火車返回斯德哥爾摩

	六月十二日（六）
	
	週六例假
	

	六月十三日（日）


	
	週日例假
	

	六月十四日（一）


	烏普薩拉
Uppsala
	勞動政策評估學院

Institute for Labour Policy Evaluation （IFAU）

Kyrkogarsgatan 6, Uppsala
Mr. Anders Forslund

Associate Professor

Deputy Director-General 
	自搭斯德哥爾摩早班火車前往烏普薩拉市
1 勞動政策評估學院組織架構及運作方式
The Organization and Function of Institute for Labour Policy Evaluation
2就業行動計畫之評估

The Labour Policy Evaluation of Employment Action Plan
自烏普薩拉市搭火車返回斯德哥爾摩

	六月十五日（二）


	斯德哥爾摩

Stockholm
	斯德哥爾摩公立就業服務中心Public Employment Service（PES）in Stockholm
Hamngatan, Stockholm
Eva Nylander
International Secretariat
	參觀斯德哥爾摩公立就業服務中心
Overview The operation of Public Employment Service

	六月十六日（三）


	斯德哥爾摩

Stockholm
	工作生涯學院
National Institute for Working Life（NIWL）
Vanadisvagen 9, Stockholm
Mr. Bo Dahlner 

Project Manager

Mr. Kaj Elgstrand

Head of International Secretariat
	1 工作生涯學院組織架構及運作方式
The organization and function of Institute for National Institute for Working Life
2 工作生涯學院在就業行動計畫扮演之角色

The role of National Institute for Working Life in Employment Action Plan

	六月十七日（四）


	斯德哥爾摩

Stockholm
	工作環境局

Swedish Work Environment Authority

Ekelundsvagen 16, Stockholm
Ms. Elisabelh Delang

International Adviser
	工作環境局組織架構及運作方式
The organization and function of Swedish Work Environment Authority

	六月十八日（五）


	斯德哥爾摩

Stockholm
	工作生涯學院-總部
National Institute for Working Life（NIWL）-Headquarter

Vanadisvagen 9, Stockholm
Mr. Nils F Petersson
	參觀工作生涯學院實驗室

Overview of National Institute for Working Life’s Lab

	六月十九日（六）
	
	週六例假
	

	六月二十日（日）
	
	週日例假
	

	六月二十一日（一）
	哥特堡

Goteborg
	工作生涯學院-企業與人力資源中心

National Institute for Working Life West-Industry and Human Resources

Plejadgatan 3, Goteborg

Mr. Roland Kadefors

Professor
	自斯德哥爾摩搭早班火車前往哥特堡市

企業與人力資源中心研究重點與就業行動計畫之關係

The Research Goals and co-relation with Employment Action Plan 

	六月二十二日（二）
	哥特堡

Goteborg
	工作生涯學院-企業與人力資源中心

National Institute for Working Life West-Industry and Human Resources

Plejadgatan 3, Goteborg

Mr. Gunnar Palmerud

Research Engineer
	參觀企業與人力資源實驗室

Overview the Industry and Human Resources Lab

自哥特堡市搭火車晚上返回斯德哥爾摩

	六月二十三日（三）
	斯德哥爾摩

Stockholm
	勞動市場政策處

Division for Labor Market Policy

Jakobsgatan 26, Stockholm
Mr. Per Nystrom

Deputy Director
	就業行動計劃研擬過程與執行

The Draw Up and Implementation of Employment Action Plan

	六月二十四日（四）
	斯德哥爾摩

Stockholm
	總工會經濟研究學院

Trade Union Institute for Economic Research of Trade Union （FIEF）

Walling 38 Floor 4, Stockholm
Mr. Juhana Varfiancn

Executive Officer
	1經濟研究學院組織架構及運作方式
The Organization and Function of Economic Research of Trade Union 
2 經濟研究學院與總工會間之關係

The relationship between Trade Union and Economic Research of Trade Union
3 經濟研究學院研究重點與就業行動計畫之關係

 The Research Goals and co-relation with Employment Action Plan

4 工會經濟研究學院對政府勞動政策的制定有何影響

The Impact of Trade Union Institute for Economic Research to Labor Policy

	六月二十五日（五）
	
	瑞典國定假日
	檢附我駐瑞典代表處網頁資料

	六月二十六日（六）
	
	週六例假
	

	六月二十七日（日）
	
	週日例假
	自斯德哥爾摩搭火車前往馬爾莫市

	六月二十八日（一）
	馬爾莫

Malmo
	工作生涯學院-工作條件中心

National Institute for Working Life South-Conditions in   

Human Service Work

Bassanggatan 2, Malmo

Ms. Anne Fogelberg

Administrative Co-ordinator
	工作條件中心研究重點與就業行動計畫之關係

The Research Goals and co-relation with Employment Action Plan 

	六月二十九日（二）
	馬爾莫

Malmo
	工作生涯學院-工作條件中心

National Institute for Working Life South-Conditions in   

Human Service Work

Bassanggatan 2, Malmo

Ms. Eva Mansson

Researcher

Mr. Joakim Tranquist

Research Assistent
	參觀工作條件中心實驗室

Overview the Industry and Human Resources Lab

自馬爾莫市搭火車晚上返回斯德哥爾摩

	六月三十日（三）
	卡翠尼爾摩

Katrineholm
	瑞典失業保險委員會

The Swedish Unemployment Insurance Board（IAF）
Hantverkaregatan 3, Katrineholm
Mr. Jorgen Gyllenblad

Head of International Affairs

Mr. Bo Lundgren

Deputy Head of Supervisory Division

	自斯德哥爾摩搭火車前往卡翠尼爾摩市

1失業保險在就業行動方案中扮演之角色

The Role of Unemployment Insurance in Employment Action Plan
2瑞典失業保險與勞動市場政策及失業保險委員會運作方式

The Swedish Unemployment Insurance, Labour Market Policy and the Function of Unemployment Insurance Board
自卡翠尼爾摩市搭火車晚上返回斯德哥爾摩

	七月一日（四）
	斯德哥爾摩

Stockholm
	瑞典總工會

The Swedish Trade Union Confederation（LO）
Barnhusgatan 18, Stockholm
Mr. Per Bardh

Department of Wages and Social Policy 
	工會在勞動政策所扮演的角色

The Role of The Swedish Trade Union Confederation in Employment Action Plan

	七月二日（五）至七月三日（六）
	斯德哥爾摩-阿姆斯特丹-曼谷-台北

Stockholm-Amsterdam-Bangkok-Taipei
	轉機返回台北
	


附錄二：瑞典2002年就業行動計畫（中文翻譯版）
瑞典2002年就業行動計畫

瑞典財政部與工業、就業暨交通部 合編
西元2002年5月印製
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2.2  瑞典經濟與勞動市場
3. 量多且質佳的工作 – 政策總論
3.1  增加就業率與勞動力參與 – 挑戰未來

3.1.1 人口結構狀況
3.1.2 就業發展
3.1.3 展望未來之勞動供給
3.1.3.1 青年人
3.1.3.2 老年人
3.1.3.3 國外出生者
3.1.3.4 婦女
3.2 量多且質佳的工作政策 – 如何克服挑戰?

3.2.1 整合各項政策措施
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3.2.3 積極性勞動市場政策、促進充分就業
3.2.4 鼓勵延長就業年資
3.2.5 修訂稅賦及福利制度、促進工作激勵制度

3.2.6 倡導工作品質與終身學習以維持長期工作生涯
4. 瑞典政府如何執行建議書
4.1 改革稅賦暨福利制度
4.1.1 改革所得稅法規

4.1.2 改變失業保險制度
4.1.3 改變退休年金制度
    4.1.4 改變兒童照護與親職保險制度
    4.1.5 改變在學補助制度
4.2 降低女性與男性在職業和部門間失衡
    4.2.1 失衡原因

4.2.2 降低失衡之措施
4.3 確保勞動市場政策計畫之效能
4.3.1 積極性勞動市場政策新方法
4.3.2 持續追蹤和評鑑
5. 終身學習、伙伴關係與指標（橫斷面目標之回報） 

5.1 終身學習策略
5.2 發展社會伙伴關係
5.3 常見指標

6. 支持就業指導綱領報告

6.1 增進就業能力

    6.1.1 解決青年失業問題與預防長期失業 (指導綱領一) 

6.1.2 加強就業友善措施：福利、稅賦和訓練制度 (指導綱領二)  

    6.1.3 積極發展工作年齡延長政策 (指導綱領三)

    6.1.4 以終身學習為內涵、發展新勞動市場之技能 (指導綱領四)

    6.1.5 發展電子化學習 (指導綱領五)

    6.1.6 積極性政策以發展工作配對、預防和對抗歐洲新勞動市場興起之瓶頸 (指導綱領六)

    6.1.7 藉由就業途徑以對抗歧視、促進社會融合 (指導綱領七)

6.2  發展創業精神與開創就業機會
    6.2.1 協助創業與事業經營 (指導綱領八、指導綱領九)  

6.2.2 以知識為基礎的社會及服務業裡的新就業機會 (指導綱領十)

6.2.3 區域與地方的就業措施 (指導綱領十一)

    6.2.4 針對就業與訓練的稅賦制度改革 (指導綱領十二)

6.3  鼓勵企業及其員工的適應能力
6.3.1 工作組織的現代化(指導綱領十三)

    6.3.2 工作組織的現代化(指導綱領十四)

    6.3.3 支持企業調適能力以作為終身學習的促進措施之一 (指導綱領十五)

6.4  強化就業機會平等政策
6.4.1 性別平等措施 (指導綱領十六) 

6.4.2 處理性別歧異 (指導綱領十七)

6.4.3 調和工作與家庭生活 (指導綱領十八)

1. 歐盟體制下之瑞典就業行動計畫
歐盟(EU)元首在里斯本會議中提出宏願，歐盟將於西元2010年前成為全球最具競爭與動力的知識經濟體，同時，經濟持續成長，工作不僅量多且質佳，社會呈現同心協力、上下一心之繁景。
在里斯本(Libson)策略架構下執行，才能達成此任務。自西元2000年春季，策略的基礎建立在整合歐盟國家。經濟成長乃促進繁景的根本，高成長率促使高就業率和更多的分配及投資的資源，以鞏固社會凝聚力和均等的生活水準。經濟成長和高就業率乃互相依賴，需有活化的計畫。
為了在八年內達成目標，必須制訂全面、廣泛的政策，其內容如下：
- 經濟政策
運用平衡經濟政策以發展優質經濟。廣泛經濟政策指導綱領(The Broad Economic Policy Guidelines) 為發展和評估經濟政策的主要工具。歐盟財政部長每年定期討論綱領和全面採用合作機制，包括評估歐盟各國勞動市場。另一個總體經濟的重要工具為穩定和成長協約(Stability and Growth pact)。這個協約能加強監測歐盟各國公共財政，長期確保各國政策原則。
- 人力與技術政策
準備將知識、資訊、研發為基礎並融入於經濟和社會中。為了達成此目的，投資人力和技術是必須的。貨物、人力、服務和資本應能夠在歐盟各國間自由移動。追求競爭和創新的改革需要透過研究和發展的長期投資。經濟改革的另一個重要工具為加地夫(Cardiff)流程。各國運用經驗和成功典範，互相學習。透過此方法，產品和資產市場更具效率，真正形成單一市場。各國每年需報告該國發展現況。
-環保政策
任務持續發展。經濟、社會領域和環保領域之政策，需相互支援和方向一致。制訂政策時，需考量符合當代和未來世代的需求，避免成本的重覆浪費。促進經濟成長的同時而不造成污染之措施。較佳的環境代表良好的健康。歐盟必須開發和利用潛在性環境效率技術的條件。
-就業政策
現代和鞏固的社會模式。自1997年歐洲就業策略(盧森堡程序)(the Lexembourg process) 著手進行後，歐盟成為就業和社會凝聚之聯合體，不僅需重視工作量多且質較佳條件，工作品質也應多加改善。經由盧森堡程序，各國同意以開放、合作促進就業，協助人們克服經濟結構的改變和對抗社會隔離。盧森堡程序的主要負責層級為國家，包含四個步驟。第一、各國同意指導綱領；第二、各國以綱領為本，訂定國家行動計畫；第三、歐盟評估各國行動計畫並製作就業報告；第四、歐盟對各國就業政策提出建議。透過此機制，各國交換經驗和學習好的典範。現代化社會模式也包含教育、退休和貧窮領域。因此，各國在教育和對抗貧窮領域的合作是里斯本(Libson)策略的重要行動之一。  

1.1 充分就業即將達成

穩定成長和增加就業是經濟和社會持續發展的前提。里斯本政策提出歐盟充分就業之目標，希冀2010年以前達到70%的總工作年齡層人口數和60%總婦女工作人口數就業，並預期將有2千萬個新工作。為了加速推動策略，先訂定2005年中程就業目標：67%的總工作年齡人口數就業，其中57%為女性。由於歐洲人口逐漸老化，2010年以前將有50%的工作年齡超過55歲。鑒於目前的比率為37.7%，未來仍需做不少的努力。工作品質和工作數量同等重要，優良的工作品質可以協助人們進入勞動市場、維持和發展工作生涯。同樣地，改善工作環境和消弭不良健康也很重要。施行以上措施後，將使就業目標更易達成。
根據里斯本策略之架構和充分就業目標下而制訂之各國進展評量指標顯示：瑞典不僅已達成2010年的歐洲就業標的，也於婦女、老人、一般之就業率領先各國。其他影響當代和未來世代的因素如終身學習、教育投資、教育層級、獲取資訊技術和溝通等，瑞典也優於其他各國。
1.2 行動計畫之籌畫辦理
瑞典2002年就業行動計畫為達成充分就業和歐盟2010年目標的構成要素，其內容描述2002年就業指導綱領之措施，包含改善就業、創業、增加彈性和機會平等，由公私部門攜手合作，共同制訂。其中，社會機構提出活化工作年齡老化、地方和區域層級就業、廠場組織、經營彈性、機會平等和家庭和樂等相關政策建言。財政部和工業、勞工暨交通部規劃行動計畫，教育暨科學部、環保署也參與其中。上述之各部所屬機構，負責執行之工作。

2. 經濟與勞動市場
2.1 經濟政策
充分就業是政府施政的重要目標之一，透過持續高成長和充分就業以增進繁景之經濟政策。結構性經濟政策追求完善的公共財政、低通貨膨脹、有效的勞動市場與薪資結構並促進市場效能。
瑞典年度財政和預算政策為2% GDP之平均盈餘和中央政府之之初步能超過已設定之上限。若以2%GDP盈餘為長期目標，每年應依景氣循環和資源使用情形，修訂盈餘標的。實際上，瑞典已達成並超越此標的，也代表公共負債下降比率較快於原訂計畫。
自1996年改革預算程序，政府和國會共同制訂中央政府支出上限，並提早三年提出，預防暫時性的收益增加造成永久性支出增加。如此，當面臨經濟不景氣時，可避免預算刪減之痛苦。自從支出上限提出後，每年都能確實執行。政府評估2002年能達到支出上限。
低通貨膨脹是經濟政策能成功的基本前提。國會(Riksdag)最優先的財務政策為穩定價格，允許其銀行獨立運作，並由其訂定穩定價格政策。因此，限制消費價格指數至2%，上下1%的忍受範圍。同時，政府也支持財務政策和通貨膨脹標的。 
有效薪資結構是持續好的社會經濟發展因素之一。薪資提升至某水平後，反映出低通貨膨脹和低失業率，適度的增加薪資是達成充分就業的前提。數十年來，薪資政策逐漸以結構政策為導向，結構性改革以彈性面對經濟的快速變遷，其目標在於改善創業環境、強化競爭、投資教育和訓練以增進勞動技能，並注重產出因子，如促進教育和訓練，刺激資金投入以加強企業之國際競爭。其它如修訂和鬆綁電子、通訊和運輸產業之競爭法規以增強競爭力；稅賦和福利制度改革後，增加收入之邊際效應會降低，進而促進勞動力供給。總之，結構性政策以促進生產資源易得性和使用有效性，並強化瑞典長期經濟成長能力為重心。
2.2 瑞典經濟與勞動市場
近年來，瑞典經濟呈現正成長。由於受到國際經濟的影響，2001年成長減緩，GDP只增加1.2%。自1980年代以來，國際經濟成長緩慢，經濟合作暨發展組織(OECD)國家成長更顯疲弱，尤其在美國911恐怖事件發生後更是雪上加霜。雖然經濟全面復甦尚早，不過跡象顯示經濟將慢慢回升，今(2002)年下半年瑞典經濟應會加速成長，預期GDP為1.4%，明年將達2.8%。
瑞典相關的資訊和運輸科技產業(information and communication technology, ICT)之2001年出口下降約30%，間接顯示其他出口產業也大幅下降。由於預期今年ICT產業需求呈現疲軟，將使ICT產業發展面臨不確定性。今、明年的出口總值預期將提高不少。
雖然可處分所得(disposable income)增加不少，2001年的家庭消費(household consumption)只溫和增加。可處分所得持續強勁增加，未來遠景樂觀，促使2002、2003年家庭消費加速攀升。
縱使景氣面臨不佳，公部門的財務平衡也由2002年的3.7%GDP提高至2001年的4.8%GDP。去年的高平衡現象，部分乃源自於分配期和暫時性高稅收，並預期今年的財務平衡將下降至1.8%GDP，持續至2003、2004年不變。　　
表2.1  瑞典2000至2004年重要統計之年間變動情形
單位：%
	項目別
	2000年
	2001年
	2002年
	2003年
	2004年

	就業人數
	2.2
	1.9
	-0.4
	0.4
	0.4

	一般就業比率1
	77.2
	78.2
	77.7
	77.9
	78.0

	廣泛失業比率2
	4.7
	4.0
	4.3
	4.0
	3.9

	勞動市場計畫，等級2
	2.6
	2.5
	2.5
	2.2
	2.0

	每小時工資成本
	3.7
	4.2
	3.5
	3.5
	3.5

	消費者物價指數之年平均
	1.3
	2.6
	2.2
	2.2
	2.1

	公共財政收支占國內生產毛額之比率3
	3.7
	4.8
	1.8
	1.8
	1.8

	國內生產毛額
	3.6
	1.2
	1.4
	2.8
	2.5

	1 20至64歲工作人口數，扣除循環勞動市場方案（cyclical labour market programs）之受雇者。
2 勞動力百分比。
3 技術性計算轉換前之國內生產毛額百分比。
資料來源：國家勞動市場委員會及財政部公布之瑞典國家統計。


雖然經濟疲軟，2001年的平均失業率降低，公布的失業率(open unemployment)約為4%，預期2002年將微升。在允許時間遲緩反應下，預測未來經濟景氣的提振將會導引失業率新一波的下降。
2002年的勞動市場趨勢充滿不確定性。政府之經濟政策目標乃為運用財政政策和勞動市場政策，預防失業率的增加。然而，2002年失業率的微升乃由於2001年經濟停滯之後續效應。政府也密切監測勞動市場發展，一旦失業率增加，將採取行動。
2000和2001年之就業趨勢呈現好轉。2001年就業率比年平均值增加1.9%。過去幾個月來，就業率之增加呈現停滯。2000、2001年之工作時數僅增加0.5%。同樣地，去年的平均工作時數大幅下降，可能的原因乃是生病請假激增。由於去年大量解僱通知案例大增，預期今年的就業率將微降。2001年之20至64歲的工作者約占總人口數78.2%，預期2002將稍微下降。因此，預期2004年之就業率將再提高。
雖然營建業和服務業的薪資提升，但是2001至2003年的薪資協商相對持平。根據統計資料，2001年之瑞典薪資上升4.2%，較長期經濟成長為高。因此，預期2002至2004年的總薪資將約增加至3.5%。 
3. 量多且質佳的工作 – 政策總論

3.1 增加就業率與勞動力參與 – 挑戰未來
3.1.1 人口結構狀況
瑞典和其他歐盟、經濟合作暨發展組織(OECD)國家人口結構相似，人口面臨高齡化，表示二十一世紀初期之老年人口比例將增加。勞動市場外之勞動力將減少，顯示依賴人口數之增加。工作年齡層人口、絕對工作人口數比率下降。老人人口數的增加對於退休金給付和醫療、社會需求將造成影響。由於人口結構的改變，經濟和社會福利制度需作彈性改變。勞動市場需因應配合勞動力縮減及平均工作年齡增加而作適當之調整。
為了維持經濟成長和確保公共福利系統財務之健全，私部門的工作時數必須穩定，才能促使勞動力高度參與和高就業率。鑑於此因，內、外部勞動力之資源應善加運用，如移民者、青年工作者和55-64歲工作者。
3.1.2 就業發展
直到1990年代，瑞典較其他歐盟國家有較高的就業率和較低的失業率。之後，由於景氣循環和需求下降，導致失業率上升。基於景氣遲至1995年迄復甦，瑞典政府近幾年來更積極致力於失業率減半之目標，並從三方面進行以對抗失業率之措施：統籌預算分配平均、積極性勞動市場政策和投資於教育、訓練及提升技能，同時，解決失業引發之預算赤字問題。
就業對於經濟成長、未來社會福利之財務發展，甚至所得平均分配扮演重要的角色。藉由增加就業率，進而降低社會福利和社會安全支出。
近年來，瑞典的就業發展極為強勁。1997年至2001年間，就業人口數約增加31萬7千人次。但是2001年與1990年代比較仍少於24萬6千人次。同時，失業人口增加10萬，其中為數不少的失業人口為長期失業者。2001 年勞動市場外之人力較1990年多出38萬人次、增加6%的總人口數，約占22%總人口數。想找並能夠工作之勞動市場外的潛在尋職者也呈現上升。與1990年4%相比，2001年約占10%。
表3.1  1990年、2000年和2001年勞動市場概況
	項目別
	1990年
	2000年
	2001年

	
	千人
	百分比
	千人
	百分比
	千人
	百分比

	16至64歲人口
	5397
	
	5602
	
	5632
	

	
	
	
	
	
	
	

	勞動力
	4560
	84.5%
	4362
	77.9%
	4414
	78.4%

	受雇者
	4485
	83.1%
	4159
	74.2%
	4239
	75.3%

	1.就業者
	3664
	67.9%
	3497
	62.4%
	3537
	62.8%

	2.失業者
	75
	1.4%
	203
	3.6%
	175
	3.1%

	
	
	
	
	
	
	

	非勞動力
	837
	15.5%
	1241
	22.2%
	1217
	21.6%

	1.學生 
	346
	6.4%
	558
	10.0%
	503
	8.9%

	2.家管
	119
	2.2%
	55
	1.0%
	52
	0.9%

	3.領年金、罹患疾病
	274
	5.1%
	418
	7.5%
	436
	7.7%

	4.徵召入伍
	15
	0.3%
	11
	0.2%
	8
	0.1%

	5.其它
	83
	1.5%
	198
	3.5%
	218
	3.9%

	　
	
	
	
	
	
	

	消極尋職者
	37
	0.7%
	130
	2.3%
	126
	2.2%


下列單元將分別說明2000年與1990年之勞動市場概況的比較情情。2000年的可工作人口數（介於16-64歲）為560萬2千人，較10年前增加20萬5千人，而1990年至2000年間，平均總人口數每年約增加0.4%。與19990年相比較，2000年的45歲至54歲及55 歲至59歲所佔比率較高，年齡介於25至34歲人口數維持不變，其它年齡層之人口數下降；青年和老年人之勞動參與率低，而最高之參與率年齡為35至44歲。從勞動參與面探討，2000年工作人口年齡組成較1990年較佳，但是各年齡層的參與率下降，代表人口結構較為改善，勞動力的累積參與率卻降低。
影響2000年低勞動參與之因素為1990年之經濟不景氣造成許多失也者離開勞動市場。再者，推動三年制的第二級學校之後，年齡介於20至24歲者紛紛決定繼續進修。2000年時約有56%之16至19歲人口數在學，而1990只有46%。此外，老年工作者之提早退休和長期病假也是其原因之一。2000年時，平均約41%之年齡介於60至64工作者，而1990年為33%。
就業率增加為解決全球福利之財政問題的途徑之一。增加就業率和工作時數將為最大之挑戰。瑞典之公共財務健全，將為提供符合需求之最佳基礎。　
3.1.3 展望未來之勞動供給
根據瑞典統計處人口結構資料顯示，至2008年前，瑞典工作人口年齡趨於老化。由於老人工作者人數增加、低就業率及工作時數縮短，總體的工作時數維持不變。而2008年以後，工作人口總數將前所未有地減少。青年和老年工作者增加，相對於25-54歲的工作人口數減少。縱使工作年齡人口的就業率將達80%，而相較於2010年至2030年間之整體人口發展，將由47%降至43%，老人工作者在就業市場比率將居高不墜。
如同大多數歐盟國家，必須運用人口發展來增加就業率。瑞典勞動就業率高於其他國家，也表示可用勞動準備率較少。青年、老人、移民者具有較低的勞動參與率特性，他們為潛在勞動力準備群。
- 青年人
由於就學和非勞動年齡層等自然因素，16-24歲的工作者之勞動參與較低。2001年資料顯示，40%的青年族群為專職學生，其失業率高於總體平均失業率，尤其移民的年輕族群更顯嚴重。
青年工作者失業率較高和具學生身分人數增加，使得進入勞動市場的年齡延後，特別是年輕女性族群。大部分年輕族群接受較高的教育乃有利於未來勞動力供給，但是如何縮短教育制度的修業年限將是重要的挑戰之一。
- 老年人
與國際間比較，瑞典的平均退休年齡高於其他國家，尤其是女性工作者。過去十年來，提早退休和團體職業年金制度的推行，促使老人工作者勞動供給減少。於2001年時，僅有55%的60-64歲人口仍在勞動市場工作。
除了人口結構的改變外，亦因長期病假而退出職場的問題，尤其是老人工作者和女性主導的產業更加明顯。長期病假將加速提早退休，並造成勞動參與率下降。1997年至2001年間，病假超過365天的人數由4萬5千人增至12萬人，同時期間，提早退些的人數由42萬3千人增至45萬人。更甚者，病假的延長將導致總工作時數下降，產生勞動供給惡化之問題。
長期退休者可能有提早退休之危機，除非他們的能力符合工作條件。提早退休，代表永遠自勞動市場消失。由於未來將面臨勞動短缺，增加60-64歲的勞動工作者愈顯重要。政策目標應以降低長期病假和病假日數，並營造適合老人工作者能力的工作條件。
- 國外出生者

基於移民者的年齡組合較適合勞動市場，他們將是勞動供給重要之潛在來源。由於移民者的能力大多低於勞動市場的能力門檻，其就業率遠低於瑞典出生者且薪資較低，職涯發展遭受限制。政府政策應以提高加移民者的就業機會、促使其勞動供給增加為目標。根據瑞典國家勞動市場部和統計處統計，潛在勞動準備約有10萬人。

- 婦女
瑞典婦女就業率高於歐洲其他國家。近年來，女性之長期病假和提早退休而離開勞動市場因素，造成女性勞動供給趨於下降，尤其是老年之女性。生病病假和兼職失業因素將威脅女性未來之勞動參與。近年來，年輕女性請病假亦增多。據研究報告，此問題並非是性別造成的，而是年輕女性主導的產業，如健康照護、社會服務部門，多因生病而離開職場。這些產業的非自願性兼職失業之人數也最多。根據2001年的瑞典勞動市場部研究，2001年時，約25%的95萬1千6百位兼職工作者希望增加工作時數，其中女性約占72%。
3.2  量多且質佳的工作政策 – 如何克服挑戰
3.2.1 整合各項政策施行措施
人口結構、就業率、依賴率等量化因子，只有在長期努力下才能有所改變。廣泛的措施需採行共同合作策略，才能充分就業。健全的公共財政，穩定的價格，有效能的勞動市場和薪資結構是基本的條件。投資人力和社會安全計畫是生展的要素和成長趨動力。對於促進經濟成長和就業提升，勞資政策、勞動市場政策、稅賦政策和教育政策扮演重要的角色。
勞動市場政策的目標為有效能的勞動市場、充分就業和高經濟成長。瑞典勞動市場以就業和訓練為基本原則，換言之，若失業或無工作機會，應加強訓練或實務經驗、增加職能，以謀求就業。進入二十一世紀之際，勞動市場政策將以長成率為焦點，重心檢討與修訂，以符合時代之需求。
福利制度的設計，對於高就業率非常重要。良好的福利制度能提供個人成長和確保生活安定。瑞典的福利制度以增進技能為原則，促進個人就業與謀生能力。在勞資政策方面，政府提供優質創業環境及企業擴展規模之機會。政策應以加強競爭力為手段、產品和資金市場的經濟改革。相關措施如鬆綁法規、轉移資訊、技術和知識及有效競爭，才能刺激經濟成長。
教育政策乃增加就業和減少失業率的重要措施之一，政府需營造知識密集的社會、促進終身學習和基本教育的環境。兩性工作平等是社會公義的基本議題。機會均等政策應謀求兩性工作和家庭生活為目標。從人口觀點而言，就業政策應以積極性勞動市場政策、延長老人工作者工作壽命、改善工作補償制度、提升工作品質和終身學習為目標。
3.2.2 制定國家目標、推動政策發展
充分就業是政府施政的宏願。瑞典政府已具備良好的經濟政策，推動中、長期經濟發展，邁向未來繁景。政府制訂三大經濟目標為：2%之公部門財政平均收支；設定2000年4%失業率，約1996年的一半；2004年80% 之 20至64歲人口工作者。此外，政府也訂定社會公義標的，於1999至2004 年間，將依賴補助減半。失業率和預算目標皆已達到，瑞典政府也決心致力於其他量化目標之達成。

3.2.3  積極性勞動市場政策、促進充分就業
現今的就業市場為經濟低迷、高品質人力供給。勞動市場政策也面臨需全面的改變，應以加快降低失業率為手段。政策應以質優於量為方針，並且協助長期失業者、職業失能者、移民者進入就業市場。勞工就業服務提供就業資訊，個人行動計畫應以縮短失業時間為目標。勞動市場政策包含職業訓練、語言訓練、禁止歧視法立法、青年保證計畫等。
3.2.4 鼓勵延長就業年齡
在改善就業架構下，經由再次訓練、發展第二專長，以刺激老人失業者和早期退休者新的就業機會。瑞典政府發現延長就業年齡的最佳方案為改善工作生活之健康，並提出11項健康措施。
瑞典退休改革制度已增加繼續工作之退休金，並延長工作年齡至67歲。此制度以終身所得為計算單位，個人工作年齡之延長使得退休金也因而增多。與其他國家比較，瑞典弱勢的老人就業率最高。近年來，雖有下降趨勢，但希望新的退休年金制度能改善提早退休之問題。
3.2.5 修訂稅賦制度、促進工作激勵制度
增加勞動力供給和促成高就業率的主要一項措施為改革稅賦和福利制度以激勵工作。瑞典政府已實施降低賦稅和福利制度邊際效應。
自瑞典政府推動兒童照護收費上限制度後，全國289個市中僅有2個市沒有選擇加入。由於此上限制度剛推行，尚無法評估其影響力。實際上，兒童照護收費明顯降低後，促成婦女重返職場意願，增加勞動供給。失業保險制度的改變，如提供青年獎助學金使其能工作與學業兼顧，提高工作意願，其結果為增加勞動供給和就業率。
3.2.6 倡導工作品質與終身學習以維持長期工作生涯
改善工作品質於就業率、勞動供給和對抗病假問題具有正向效果。促進工作者經由勞動市場進入、留任、發展至長期持續工作生活為瑞典政策之目標，成長、就業、生產力和競爭力之工作生活，創造優良工作條件和環境、彈性工作組織、員工參與和影響力、就業安全和終身學習。工作生活政策以促進整合、機會均等和多元的工作環境。 預防工作環境問題產生的最佳方法為長期進行策略性改善工作條件和工作績效。政府現正執行11項優質工作生活計畫，期能改善工作條件和降低不良健康之發生。
勞工保護法令為管理者和受雇主間的安全和彈性之權力平衡，並需不斷的審查以確保安全和彈性的需求。目前，許多部門和產業發生勞動力短缺現象，代表管理者需有能力留任和甄選擁有特殊技能的受僱者及工作環境的預防和復健活動愈顯重要。其中，政府近年來正積極尋求降低兼職工作人口，以確保人口、經濟和個人三方面勞動力的有效運用。
技能發展能強化個人在勞動市場的定位、改善就業機會及平衡供給和需求。開放學習管道，使得成人能結合學習技能和工作承諾於生活中。瑞典已發展義務和第二級以上的成人教育，教育的規劃採個人化和彈性化，提供終身學習的高等教育環境。
高需求勞動市場多以勞動技能為條件，技能持續發展為管理者發展和留任員工的重要因素。對許多中小型企業而言，受僱者受限於時間無法發展個人技能，卻需由個人自行發展技能，因而，政府應積極推動提高個人工作技能發展計畫。
瑞典社會關係伙伴扮演量多質佳工作的重要角色，與其他國家由法令和公權力介入的手段有所不同，瑞典之團體協商處理許多勞動議題，例如工資、工時、休假、工作條款和條件等。瑞典就業保護法多依據某特殊產業或廠場的需求，經由社會關係伙伴的團體協商以修訂法規，同時達成受僱者需求彈性，反應相當程度之安全和合理之預測。雖然1970年已制訂禁止性別歧視，近年來，受僱者保護法規更以消弭工作歧視為焦點，並針對性別喜好和功能失能因素訂定新的禁止歧視法令，尤其在性別和種族歧視議題上更加嚴格。  

4. 瑞典政府如何執行建議書
每年由議會(Council)採行之建議書係瑞典勞動策略的主要依據，各州以該建議書執行計畫，藉以創造更多且質佳的工作機會。2002年的建議書主要之內容有三議題：稅賦暨福利制度、性別隔離勞動市場和確保具勞動市場計畫之效能。
4.1 改革稅賦暨福利制度
為了達成增加就業、降低失業和減少依賴福利，政府政策應以增強獎勵工作之長期性措施。2001年和2002年的措施與稅賦暨福利制度相關，內容強調：改革中低收入者所得稅制，降低平均和邊際稅賦，推動活動擔保(activity guarantee)，改變失業保險，訂定新退休條款，爭取提早退休權，修訂孩童照護經費上限條例及增加獎學金補助額度等。
4.1.1 改革所得稅賦
稅賦的最終目的為確保福利之財政健全，應用於社會安全和社會公平正義。稅賦制度也提供優良的經濟成長和創造就業條件。基本上，總稅賦負擔(tax burden)在於公與私部門福利財政的平衡。本質上，稅賦並不具價值，某程度的稅賦負擔，代表公民認為繳稅後能獲得好的福利。預算政策以建立一套公部門經費制度為目標。政府運用稅賦暨福利制度，加強獎勵工作為優先措施。相關研究顯示，邊際稅賦對於勞動供給具有影響力。因而，政府應考量以稅賦暨福利制度之邊際效益為施政重點。
1990年代末期，瑞典的經濟已改善良多。經濟景氣良好而失業率下降。在預算目標之架構下，實施降稅以促進成長和增強社會公義。降稅的部分應只限於公共財政和避免危及社會保險制度的長期財務之平衡。
在支持工作和訓練原則計畫尾聲時，政府體認到需要改革中低收入者所得稅致。2000年之改革，內容分為兩部分。一部份除去影響一般性年金的平均和邊際稅率，降稅對於兼職者、婦女相當重要，及另一部份降低繳交州政府所得稅比率，至15%為設定目標。
2002年實施改革稅賦第三階段。2001年和2002年的所得中，每一位賺取工資者獲得約有1/4和1/2一般年金的補償，2002年擴大至3/4。此補償由調降稅率中支付給個人。對於中低收入者，每月降稅金額約為瑞典幣500至700。政府在2002年將作進一步的調整，評估繳交州政府所得稅 15%之目標是否可行。合併基本稅率之降低，係環保稅交換(Green tax swap)策略之一環，而繳納州政府之所得稅，由1999年之19%降至2002年之17%。 所得稅改革導致邊際和平均稅率之降低，增加中低收入者的邊際薪資，進而激勵就業。改革將使勞動供給增加。政府於2002年秋季時將評估國家經濟是否能提供2003年改革稅制的機會。
環保稅交換 (Green tax swap)為建立較公平和生態環境永續發展社會的重要政策之一。增加能源和環境廢氣之環保稅以平衡降稅，創造完全就業為目標。2000年時，課徵柴油環保稅及增收電和核子之能源稅。增加的稅收部分，用來增進個人工作生活的技能。再者，2001年立法通過環保稅交換預算條款。此策略顯示，在不影響總體稅收下，環境危害活動之徵稅將逐步增加，反之，勞動所得稅降低。政府運用環保稅交換來增加基本教育和降低勞動所得稅。
除了上述環保稅交換外，政府應增加個人在工作生活的技能發展之額外資源。個人生活技能發展制度的目的，為增加個人能力以適應和加強其於勞動市場的定位。政府已提出一套個人生活技能發展制度計畫，提供每一個人某額度限制之技能儲蓄帳戶。當作需要技能發展而提出額度時，將以特別激勵之技能紅利支付。
4.1.2 改變失業保險制度
新制之失業保險於2001年2月實施，其修訂內容朝向公平和透明化而不損及安全保障，提高失業津貼上限及釐清求職條件。
- 參與強化勞動市場計畫時，不額外提供失業日保險福利。此目的為阻斷勞動市場措施和失業期間的惡性循環。最大失業保險期為300天。若於公佈失業保險期結束才失業，而新的就業資格已開始，仍可賦予新的福利期。若於失業保險期結束時，仍未達新的工作資格條件，無法進一步參與活動擔保(activity guarantee)計畫，失業保險期可再展延300天(總共600個福利天數)。
- 提供謀求長期工作求職者參與活動擔保(activity guarantee)機會，經由活動擔保強化勞動市場政策。藉由改變個人之計畫或專職活動，協助參予者進入正規勞動市場，也提供接受失業福利之兼職者參加活動擔保計畫。此活動的時間相當於工作供給。
- 更加明確職業和地理區域流動條件。於起初的100天內，求職者可以先依據職業和地理區域作選擇，之後，必須擴大求職之範疇。
- 若謀職者拒絕合適之工作機會或勞動市場措施，將面臨減少失業福利。每拒絕一次工作機會或措施，將降低失業福利；若在同一時段拒絕三次，福利權將被取消。
- 在第一個100天福利後，失業保險上限將降低。 

- 求職者一旦接受失業保險，必須能隨時工作，積極尋找工作和參與個人行動計畫。
為了降低部分失業和增加兼職工作者就業，國家勞動市場委員會自2001年5月訂定一套機制，所有原從事於健康照護和社會服務兼職者而遭致失業時，需由其原雇主提出該職務工作時數消滅的證明。假如就業服務處認定目前任職的原工作時數受到限制，將提供另一個就業機會。此外，國家勞動市場委員會也積極地與貿易和飯店餐飲業社會伙伴協商，希望降低兼職這些行業之失業人口。
4.1.3 改變退休年金制度
退休金制度的設計將影響勞動之供給。年長員工提早退休係常見的現況。2001年的新退休金制度提出退休金給付額度將比之前的舊制更強調個人終身所得。工作年資多一年，給付額度比以前更好，預期勞動力參與將會增加。另一種值得研究之改變為退休金改由其他收入來源浥注，授與退休金權利。
自2001年9月迄，瑞典法令禁止社會伙伴強迫勞工簽署於67歲前退休。此改變的目標為讓更多的勞工在65歲以後仍活躍於勞動市場。
為了使提早退休者重返職場之可能性，自2000年1月1日起規定授與提早退休之退休金可以延期提出之權利。允許已提領退休金之提早退休者多工作三年，而不致喪失提早享有退休金之權利。
4.1.4 改變兒童照顧與親職保險制度
瑞典推動改變兒童與雙親保險制度的政策之目的，乃期望經由強化激勵工作、增加失業者求職動機，降低邊際效應。例如”最高額度保險”，訂定所得為基礎之兒童照護費之上限，降低邊際效應和激勵失業者尋求就業和延長工作時間。最高額度保險制度於2001年1月1日期施行，期望降低邊際效應，特別是單親家庭，及增加育有幼齡兒童低收入的父母之勞動參與。影響勞動力參與之因素很多，收入為主要之決定因子。低收入戶之婦女的勞動參與力約為7%，然而，高收入戶之婦女則不受影響。而中等收入戶的勞動力供給約為3%。緣於改革， 使得低收入者將增加他們的勞動參與，而最高保險額度亦能促使降低社會福利津貼之依賴項目。 自2001年7月1日起，各市政府負有提供每週至少15小時之學前活動。這方案將協助求職之失業父母，儘速獲取工作機會。
4.1.5 改變在學補助制度
新的就學補助制度於2001年7月1日施行，其目的在於抑制學生負債和降低各州在學補助費用。例如提高”免除額”，而不需要降低就學補助，學生能夠在就學期間賺取生活費，並預期能增加勞動之供給。其他修正就學補助部分，將原年齡限制由45歲放寬至50歲，並將就學補助列為退休金名目。這些方案鼓勵成人就學和終身學習及促進勞動市場的流動。
4.2 降低女性與男性職業和部門別的失衡
4.2.1 失衡原因
1990年代時，勞動市場的性別隔離(gender segregation)呈降低趨勢，其主因為健康和醫療部門的女性工作者及建築和土木工程的男性工作者人數下降，然而其他行業的男性、女性工作者相對增加，例如資產管理、人力資源管理。這正向發展乃源自於產業結構的改變，非政府的積極措施。縱使部門別的性別隔離已趨下降，但是水平性別隔離問題依然存在。
性別隔離與1960年、1970年代公部門擴張有關，尤其在教育、社會服務、健康照護、公共行政領域勞動需求增加，流動性地召募不少婦女加入勞動市場。除了發展成完善的福利國家之成果外，也創造了婦女的高就業率、高程度之財力獨立，因而，性別隔離議題應被受到重視。性別隔離對於產業結構改變具相當程度的負面影響，特別在兩性工作平等方面。回顧瑞典歷史背景，勞工政策已針對此議題行有多年，但想在短期內消弭勞動市場之性別隔離仍困難重重。 
4.2.2  降低失衡之措施

消弭性別隔離和促進兩性工作平等是瑞典勞動市場之重要策略之一，並以推動許多特別活動，內容如下：
鑑於消弭勞動市場性別隔離之策略，去年創立之國家勞動市場委員會(the National Labour Market Board)成立特別專案小組報告其工作任務和成果。AMS也設置「打破性別隔離專案」(Break Through project)特別基金，目標為消弭勞動市場之性別隔離。2001年間的發展工作，朝向達成長期和持久的效果，期以提升計畫案品質和執行力，公告實驗性研究和風險分析之需求；再者，以執行為專案焦點將增加發展研究方法並作為優先考量。 2002年將繼續進行發展之任務。消弭性別不平衡的其中一項有效方法為提高現存薪資差異之能見度。機會平等法(The Equal Opportunity Act)才能被強化，提出薪資差異的解決方法。
根據2002年2月資料顯示，69%失業者為女性。AMS已依該情況規劃降低部分失業之計畫。再者，國家勞動市場委員會與AMS、工作生活機構(the Institute for working life)、瑞典之歐洲社會基金委員會(the Council for the European Social Fund in Sweden)及機會平等調查機構(the Equal Opportunities Ombudsman)共同合作，並於2002年至2004年間，每年提撥10億瑞典幣(SEK 100 million kronor)。鼓吹機會平等，強調技能發展、工作組織、工作環境和建構資訊系統。
瑞典政府也頒布禁止歧視兼職工作者和定期契約工作者。此禁止歧視內容，將含括薪資、退休金、工作安全、工作福利和訓練機會。期望激勵兼職婦女工作者之工作領域，跨向以男性為主的部門及傳統上不常見和不完全接受的行業。　 
瑞典之歐洲社會基金委員會(the Council for the European Social Fund in Sweden)於2002年以”平等機會”為訴求主題。在追求社區平等架構下，發展以消弭勞動市場性別隔離為焦點之合作伙伴，例如商業暨政策研究中心(the Centre for Business and Policy Studies, SNS)和其他伙伴攜手合作，促進婦女於商業部門擔任領導職位。另一個計畫為”Gavleborg郡伙伴合作、促進機會平等” (Partnership for Equality of Opportunity in Gavleborg County)，使得商業部門、公部門和志工部門著手改善Gavleborg市之勞動市場隔離問題。由營造業社會伙伴推行的另一有趣專案為經由改變營造業工作之組織和影響態度之因素，促進更多婦女加入該產業。 

政府也協助婦女創業與經營。預計2002年至2004年間，約有4千2百萬瑞典幣之經費作為協助婦女成為企業經營者。教育領域之推動亦是成功消弭性別隔離的重點之一。早年破除傳統性別模式更顯重要。負責監督第二級教育體系的國會委員會(parliamentary commission)提出新的教育體係之架構應該打破偏頗之泛社會和性別召募議題。特別成人教育計畫(Special Adult Education Initiative)之目標為依據就讀和職業指導方針，打破性別決定教育之選擇。每一個大學或學院於2002年必須訂定女性教職的比例員額。瑞典政府並於特定之大學訂定女性教授的比例員額。經由與高等教育機構的對話討論後，制訂2001年之後的目標。

4.3 確保勞動市場政策計畫具效能
4.3.1 積極性勞動市場政策的新取向
瑞典政府致力於促進勞動市場計畫之效能和品質，追求符合效能和增加流動性勞動市場之需求，並依現況持續改進。由於1990年代之高失業率現象，瑞典政府開始制訂勞動市場政策以解決該問題。近年來，由於經濟向上攀升，勞動市場政策以協助弱勢團體為目標、制訂降低長期失業和長期註冊失業者的人數並由就業服務處推出活動擔保計畫。勞動市場訓練條件更為嚴格，其目標為70%的參與者於完成訓練後，需就業3個月。近年已改善不少，由1999年之43%提高至2001年之59%。
為了增加勞動市場計畫之有效性，另一個重要的改變為參與計畫者將喪失享有失業保險新的福利期之資格。此做法才能夠真正授與最需要者，同時表現最佳的人。
4.3.2 持續追蹤和評鑑
為了更加了解勞動市場措施之效能，工業、勞工暨交通部內成立勞動市場政策評值院(the Institute for Industry, Employment and Communications, IFAU)。該院的任務為獨立評值勞動市場策措施對於教育體制的影響和勞動市場功能的研究。勞動市場的研究議題有薪資形態、勞動需求、工作時間、勞工保護法令和弱勢團體的狀況。經由IFAU分析勞動市場政策之影響，提供決策者參考。長遠來看，將使政策更為正確，促進勞動市場措施更有效。再者，行政發展局 (the Agency for Administrative Development) 和瑞典國家審計局 (Swedish National Audit Office)也自行或被委託評估勞動市場政策與方案。持續的工作應為調查於不同階段的景氣循環應如何設計勞動市場之政策。
為了確保勞動市場計畫之效能，政府持續監測AMS活動。去年，政府嚴格要求AMS季報告和每月執行勞動市場資料之報告作更深入的探討與分析。AMS必須發展系統方法和展開行動計畫，提高勞動市場計畫的全面品質及達成相符之預測和結果。此外，AMS於2001年10月31日前也需提出如何發展有效且深入的郡行政委員會和就業服務處之內部標準作業流程。
勞動市場計畫必須適用於個人，並且應經由溝通後而精心設計。就業服務處提供求職者發展行動計畫為近年來最優先之政策之一，尤其是移民者的服務，係因移民者具有不同的經驗和背景，必須為他們規劃各種發展方法以改善其就業機會。例如，於就業服務架構下，提供較高學歷的移民者額外的訓練和教育。該處也曾針對移民者作相關之實驗計畫。瑞典政府並於2002年2月指示行政發展局(Agency for Administrative Development) 執行勞動市場之移民者的整合評估計畫。該局主要目標在於調查暨有計畫、勞動市場計畫和相關利害人之整合領域與重疊部份、提出計畫之後續與評估改善，並將於2002 年12月31日提出報告。
瑞典將持續、積極鼓吹勞動市場之尊重個人、法律權利、施行之效能和品質等議題。 

5. 終身學習、伙伴關係與指標 - 橫斷面目標的回報
為了確保目標全面性和執行指導綱要，目前之就業政策含括六項橫段面目標：完全就業、改善工作品質、發展終身學習策略、發展與社會機構之伙伴關係、設立衡量進展之指標及確保政策之貫徹並朝正確之發展方向。
5.1 終身學習策略
在正式教育、一般教育、研讀支持系統中，教育政策為建立終身學習和多元教育形式之最重要方法。透過經營政策，協助工作生活的技能發展。社會政策提供初步的直接教育和訓練，例如社會保險機構財務資助之復健計畫。歐洲社會基金會(European Social Fund)投資於脫離失業之工作生活技能發展和訓練。其他高額比例的學習經費則由雇主和勞工共同負擔。
教育政策的目標乃將瑞典成為知識經濟翹處之國家，鼓吹追求高品質和終身學習之成長和社會公義，其意涵為在公立教育系統內學費全免，結合個人研讀支持系統，提供就學之財務協助。從學齡前至大學和成人教育的終身學習乃是機會平等、個人發展、民主和有有效能之勞動市場的利器。政府、個人和社會伙伴應共同擔負責任，人人終身學習之風氣才能實現。
瑞典於1990年初改革第二級教育體系，其課程以職業為導向，包含增加共同學科課程及改為三年制。此改革之雄心，以提供廣泛的學科教育及授與合格進入第三級教育之資格為目標。瑞典的成人教育課程非常豐富且為傳統特色之一。課程內容多元化、提供地方成人教育、通才成人教育及個別化教育資源。經由大量資金浥注成人教育領域，發起”成人教育創新計畫”(Adult Education Initative)，提供勞動市場中職能弱勢者技能增加之機會，同時增進他們的能力和信心。未來成人教育的設計應以工作發展和地方基礎建設為主。成人教育係支持具彈性、終身學習和滿足個人想要的學習需求。現代科技和教育系統使得個人化和區域擴散化成為可行，並彈性給予女性和男性之工作和生活結合，接受繼續教育之機會。
透過一連串的改變策略，瑞典高等教育吸引不同年齡層的人就讀。政府更致力於高等教育學府的增設和注重地理位置的可近性，例如擴充遠距教學。瑞典教育體制強調課程具分別性、不具連續性、增加重返就讀機會，學期制度為每年四期的季制和二期的半年制，開辦夜間和週末課程。 修訂高等教育法，促使各大學或學院依法促進和擴大召募，並規劃行動方案。鑒於擴大召募和促進終身學習，政府也提出新類型的課程和考試。高等教育機構也應擔負評估申請者的先前學習經驗之職責。各大學和學院應與私部門合作設計課程，確保符合勞動市場之需求。這項合作應基於雙方之考量並成為教育和研究的一部份。 

5.2 發展社會伙伴關係
傳統上，瑞典以合約和三方協議作為政策的基礎。自1999年起，社會伙伴參與國家行動計畫、提供行動綱領資料和提出建言。政府單位也與這些社會伙伴定期合作，針對歐洲就業策略和歐盟勞動市場議題提出建議書。
有效率的薪資結構是發展勞動市場效能之決定因素之一。中央層級之協商對於穩定和健全經濟方面非常重要。所有勞動市場之相關利益團體必須盡力改善薪資結構之責任。2001年之團體協商的結果對於勞動市場發展非常重要，並扮演維持經濟高成長、實際工資成長、分配公平和穩定、低失業率之決定性角色。薪資形成過程也會影響其他領域，例如性別薪資差異問題。
團體協約也包含協助員工改變工作和接受訓練以面對組織發生更新的時候。政府將任命一委員會與社會機構密切合作，分析建立所有勞動市場的 ”更新協約”(Restructuring Agreements)，讓更多人在被資遣前時，有機會參與預防行動。此委員會將於2002年6月30日提出報告。讓區域和地方社會機構參與政策制訂與執行亦屬重要，係因他們能貢獻其力以增進高就業率。長久以來，勞動市場政策皆由各層級人員共同執行。為了增加地方之影響力，成立勞動市場委員會，並邀請市政府代表、當地經營代表和勞工代表三方參與，促進合作。
社會伙伴也加入區域技能議會，參與改善教育和勞動市場的政策。區域成長協議是中央政府執行區域經營政策的主要手段。此協議乃由社會伙伴和其他相關人協商之結果。
5.3 常見指標
發展指標的目的為於四個主要架構及歐洲就業策略下，促進各州之發展，並分析其進展。此指標之產出來自於就業委員會(Employment Committee)、指標小組及其委員會之合作。就業委員會定義指標、分類主要和補充指標。主要指標用來比較其發展與歐洲就業策略及衡量就業綱要之直接目標。補充指標被作為背景資料和分析之支持。2001年時，指標小組制訂工作品質之指標。發展工作和改善指標是一種持續的過程，反應其發展情況。
6. 支持就業指導綱領報告
6.1 增進就業能力
勞動市場政策之目標，係以就業和訓練為基礎，提供失業者技能之訓練，使他們能重返工作崗位。年輕和長期失業、 就業促進、稅賦和福利制度、工作年齡高齡化、終身學習、瓶頸和對抗歧視，都是改善就業之訴求。
6.1.1 解決青年失業率與預防長期失業 (指導綱領一) 

■ 政府致力於全面性勞動市場計畫和就業服務以預防出現長期失業問題。
■ 透過「活動保證」和「召募報償」制度，協助長時間失業者重返職場。
長期失業和年輕失業對經濟和個人皆會產生傷害。降低長期失業是勞動市場政策的任務之一。瑞典國家政策之目標為降低長期失業人數。2001年的目標為失業人數降至4萬4千人，其成果亦接近設定之目標。該年登記長期失業者人數約4萬4千6百人，比2000年約下降15%。長期失業者占總失業者之比率也由16%降至14%。個人行動計畫應建置於初期，確認求職者之需求。失業之勞動市場計畫包含教育、再訓練、工作經驗或其他活動以符合失業者就業之需求；直到2001年底，約99%失業者參加三個月一期的活動。
瑞典政府也推行一連串增進年輕工作者之有效措施，包含增加年輕人與就業服務處聯絡之機會並以訓練為主要之焦點。市政府之年輕人計畫，係提供20歲以下之年輕失業者全職之活動，並由中央政府撥款補助市府承辦之經費。Youth Guarantee (年輕保證)計畫，為預防長期失業，提供20-24歲工作者100天之加強就業、教育或就業課程。其他如針對20歲以上求職者的勞動市場活動。其中，勞動市場訓練和在職訓練為兩項主要活動。此外，2000年推行的「活動保證」計畫，協助長期失業者脫離失業的惡性循環，強化其能力以獲取工作。另外，「召募報償」計畫，政府補助雇主僱用長期失業者約50-75%的人力成本。
■ 新措施
- 政府於2002年仍以解決長期失業者為優先政策，其預期目標為降低長期失業者至 4萬2千人。
6.1.2 就業友善措施：福利、稅賦和訓練制度 (指導綱領二)  

■  政府修正稅賦和福利制度以降低邊際效益、增加就業，並減少福利依賴者和社會安全支出。 

■  政府改變所得稅、失業保險和最高額度兒童照護津貼之法規。
■  政府設定2004年社會福利制度中之依賴數比1999年減半。
2001年時，瑞典政府繼續降低稅賦和福利制度之長期邊際效應。降低中低戶所得稅和改革福利制度，增加提供就業的補償金，刺激其尋找和接受工作之意願。1997年至2001年間改變稅賦之結果為每年增加1%之勞動供給。再者，最高額度兒童照護津貼以增加勞動供給為目的。根據研究顯示，勞動供給受所得分配之影響，低所得婦女之勞動供給將增加，但高所得婦女不受影響。
失業保險的改變也朝較公平和透明化發展，其目標在於降低失業之時間。退休金制度之改革，係以終身收入加上工作至67歲為條件，並以增加勞動供給為目的。
此外，2004年社會福利之依賴值比1999年減半。這代表1999年約有11萬5千2百人比2000年10萬8千人約減少1萬4千3百人，而預計2004年約減至5萬7千6百人。 2001年時，平均約60.3%失業者參與勞動市場政策計畫。據2001年資料顯示，約有35.5%參與計畫案後，獲得工作三個月的機會。 最高比率為參與開始補助(start-up grant)占72.9%和第二高比率之接受召募津貼，占44.9%。  

■ 新措施
· 提供兒童照護最高額度津貼與市政府提供雙親失業之家庭的兒童學齡前和動。
-   施行2002年第三階段之稅賦改革，加強激勵就業。
-   因應低景氣循環，資源加碼，使得2002年勞動市場較不受變動之影響。
-   2002年下半年提供6000個市政府教育訓練機構經費，以對抗製造業的大量解雇通知、裁員或低勞動需求地區所產生之問題。
6.1.3 積極發展工作年齡延長政策 (指導綱領三)

■ 藉由發展技能和賦予雇主召募之補助，改善就業情形。
■ 致力於改善工作品質並由健康和工作環境方面著手進行。
雖然瑞典55至64歲人口中，平均約有67%就業，但是隨著人口結構發展之改變，老年工作者比率仍需增加。政府也施行多項方案以增進老年人之就業率。重要措施如改善就業和工作品質，為保持老年人繼續於工作職場中之重要因素。為了促進工作品質，施行工作組織現代化、改善工作環境、對抗工作相關的疾病和營造終身學習之先決條件等相關措施。上述皆為影響老年人之因素，而社會伙伴也居中扮演重要的角色。
近年來，政府舉辦一系列的措施來促進年長者就業之機會。若是企業雇用長期失業且滿57歲者，將獲得政府補助之特殊召募激勵金。施行該項措施後，許多人因而獲得工作，2001年底約增加1千7百人就業。為了刺激提早退休者重返工作崗位而不致喪失其提早退休金權利，於2000年修法以爭取該項權利。有效適用期為3年。由於很少人提出申請，國家社會安全保險處(the National Social Insurance Board) 正進行密集之宣導活動。
新的退休福利制度對於年齡資格較具彈性，表示部份退休金可延至61歲請領，允許個人結合退休和工作，延長退休年齡。政府也修正強迫退休之年齡。自2001年9月起， 法定退修年齡也由65歲延長至67歲。為了鼓勵年齡較長者接受訓練，政府提供年齡51至55 歲者相關人力短缺之職業訓練課程之獎助學金。 

社會伙伴的貢獻
社會伙伴多攜手合作，致力於延長實際之退休年齡。為了達成此目標，需提供勞工技能發展之訓練和機會，實務上亦於個人工作場所執行。對於從事與精神和身體相關需求之職業，由於通常無法正常工作至65歲，需提供發展職涯改變的機會。為提供早期退休之另種選擇，必須發展各種彈性之工作型態。例如，年長者與年輕者之導師制度。 
■ 新措施
- 每年提出勞動供給報告書，分析現今和潛在年長者的勞動供給。
- 任命國會委員會擔負發展年長者的長期發展政策，並應考量年長者參與的工作生活和65歲以後能繼續工作的可能性。
- 法令和團體協商條款被認為阻礙雇主雇用年長者，而政府也檢視年長者繼續於勞動市場的情形。此專案並與社會伙伴協同合作，若有需求發生，建議於2002年春天修正法令。
- 實施「11項工作生活更健康計畫」(11-point programme for Better Health in Working Life)，其目標為加速病假者重返工作崗位。
- 2002年至2004年期間，補助推行技能發展和改變組織活動，以降低部份失業人口。
- 提出工作生活之個人技能發展制度之計畫。
6.1.4  以終身學習為內涵、發展新的勞動市場技能 (指導綱領四)

■ 改善教學品質，提供校內、校外休閒中心之補助。
■ 應用更彈性方式以支持個人學習，發展成人教育。
■ 1997年至2003年間約擴充1萬個高等教育場所。
對於公民獲取所需的知識，有效率與效能的教育制度扮演極為重要的角色。教育制度也需考量勞動市場之需求，以確保可用之勞動資源、克服技術短缺和預防失業而導致技能喪失的問題。為了改善教學品質，政府提撥17.5兆瑞典幣之特殊補助，提供教職員使用校內、校外休閒中心，為期5年。補助大都會地區之教育，例如學齡前語言發展和改善受義務教育之孩童能力。
2千個研讀場所之「工作生活的學習」(Learning in working life)實驗活動，為另一種代替第二級學校之國家或特殊設計計畫之方案。約有三分之一的學習時間在工作場所舉行。自1997年起，政府為強化地方成人教育而推動一系列成人教育活動，預計於2002年結束。這五年期間之投資，創造了80萬成人補修其先前所受之教育。2001年春季課程開始時，約有46%第二級教育之學生已於就業處登記。根據評值顯示，四分之三參與特殊成人教育活動者已經找到工作或研讀進階教育。1999年秋季至2000年春季間，超過30%的男性參加第二級成人教育，人數約增加4.4%。而2001年春季，人數維持不變。 
1997年至2003年間，約增加10萬個新的高等教育場所。1990年代，高等教育之學生人數約增加80%。此擴充計畫，使得開設高等教育之終身學習變成可能。自2001年起，高等教育國家局 (the National Agency for Higher Education) 評值學術機構的學科和學程等級品質。瑞典之評值制度與其他國家有所不同，其範圍極廣泛，包含高等教育國家局撤消入學許可測驗和學生也能參與評值行列中。
· 新措施
· 國會委員會提出第二級學校之新的架構，也包含發展學校和工作生活之合作。2002年底將提出建言書。    

· 成立職業教育和訓練資訊之國家中心，並與歐洲層級一致，以增加其流動性。規劃第二級學校海外之工作訓練也著手進行。
· 2003年至2005年，新的補助方案為支持地方成人教育和民間高中教育，市政府每年可提供4萬7千個上課場所，7千個公立高中。 

· 國會(Riksdag)決定發展全國成人教育政策。活動、綱要、確認、可近性和研讀支持作為終身學習之基礎。在發展基礎建設之程序後，中央政府於2002年可補助市政府約35億瑞典幣。同時，約增加25%之 5千萬瑞典幣補助工會組織和失能組織。
· 2002年1月1日成立第三級教育與工作生活強力連結之進階職業教育。
· 調查研究、職業綱要和國外資格之批准需求，並於2002年著手進行。
· 政府提出一項新的協助召募學生之補助方案。市政府可利用此方案作為支援工具，鼓勵學生至義務教育和第二級教育層級就讀。以25歲以上、可能成為或變成失業者、或功能性之失能者，需要較長時間達成學習目標為召募對象。
· 成立新機構以促進成人教育和大眾教育之彈性學習。
· 為了增加高等教育的可近性，結合高等教育體制之大學和機構教授的科技支援遠距教學成為網路大學，提供就學和工作的機會。
· 高等教育體制的大學和機構負有評估個人申請者的學習經驗。
- 提出符合勞動市場需求的新碩士課程，協助訓練員工。
· 推出新種類之課程和甄選模式以增進有效招募，並修訂高等教育法，促使高等教育機構擔負促進和廣納召募之任務。
- 提出工作生活中個人技能發展系統之計畫。
6.1.5 發展電子化學習 (指導綱領五)

· 政府於1999年至2002年優先建置以知識為基礎之網際網路，讓學校可以便於使用。投資於科技資訊之結果將會影響一半以上教授之教學方法，其目標在於訓練教師使用資訊科技，並作成教育工具。
· 成立新的機構，負責促進發展和使用遠距教學及地方成人教育和大眾教育之學習具備彈性特色。
■ 整合大學之遠距教學課程，設置瑞典網路大學。
政府認為需快速轉變以知識為基礎之社會。所有的學校應該便於使用網路，教師應該被訓練學習使用這項科技。因而，政府推動一系列校園資訊科技活動。此活動提供教師汲取和使用資訊科技的新機會。儘可能的投資校園資訊科技，藉由新的教育工具，發展新的學習方法。1999年至2002年間共投資1兆7百億瑞典幣，約有7萬個教師和一半以上的教授參與，促使越來越多的學校 持續建構電腦系統。1999年時，平均約有6位教師共用一台電腦，而2001年時約為3位使用一台。2001年時，於義務教育學校，約8位學生使用一台電腦，而1999年之數據為10位。第二級學校之電腦密度也由5位降至4位。與1999年相比，2001年已改善良多，約有十分之九之義務學校和第二級學校之學生使用網際網路非常便利。第二級學校進行的遠距教育實驗將繼續執行至2002年秋季。
■ 新措施
· 由國家成人學院(National Schools for Adults, SSV)和負責推動大眾教育之遠距教學機構(distance education agency, Distum)合併成立國家彈性化學習中心 (National Centre for Flexible Learning, CFL)。國家彈性化學習中心主要負責發展和提供第二級學校遠距教學型態之成人教育。
- 「瑞士成長和活力政策」(A policy for growth and vitality throughout the  whole of Sweden)之法案，中央政府宣佈2003年將提供市政府一項約2千萬瑞典幣之特殊補助作為直接投資之經費，建立當地學習中心。
· 自2002年3月起，資訊科技相關進階教育課程將與瑞典網際網路大學建教合作，增加進入高等教育的可近性，提供較佳的進修和工作之機會。
 - 國家高等教育機構之大學教育委員會(the Undergraduate Education Council at the National Agency for Higher Education)決定撥出一筆基金，進行增進教授語言之教師使用資訊科技的知識之計畫案。政府並於2002年預算法案上額外提撥基金，發展高等教育之教育系統。
6.1.6 積極性政策以發展工作配對與預防、對抗由新歐洲勞動市場興起之瓶頸 (指導綱領六)

· 建立具效能就業服務和繼續發展就業服務之網際網路，促使工作易於配對。
· 加強勞動市場訓練品質和彈性滿足勞動市場之需求。
· 增加科學、科技、教師訓練和健康照護課程之高等教育場所。
· 建置新型態之第三級教育體系，並與勞動市場強力聯結。
■ 審視第二級教育學程範圍，增進社會和勞動市場需求一致。
大致上，勞動市場呈正向發展。由於2001年下半年解僱勞工人數大量增加，致使勞動市場受挫。解雇勞工人數之增加，減緩工業和資訊產業需求具技能之勞工，導致這些領域短期需求下降之瓶頸問題。然而，健康照護領域的高教育勞工和教授之需求仍很高。
有效工作配對與增加技能活動係達成完全就業之根基。妥善使用未利用之能力以滿足增加之勞動需求是必需的。藉由使用低度利用或未利用資源，將增進總生產量，因而促使國家經濟成長。於此基礎之上，今年進行之計畫如下述：
- 勞動市場計畫的重點在於增加已失業一段時間之失業者之技術。
- 失業保險上的活動需求較為明確。
- 提供雇主召募激勵金、雇用長時期之失業者。
- 加強國外受教育者互補性之訓練機會，刺激公共行政和私人公司雇用多元化種族或文化背景之勞工。
勞動市場訓練係供給雇主想要的技能和對抗失業之最重要的手段。該目標為70%之參與職業勞動市場訓練者，於完成訓練後之90天內獲得工作。雖然2001年之勞動需求受挫，但2002年仍維持原目標。就業服務處的目標為提供足夠人數之申請求職者獲取80%的工作空缺。2001年12月之成果報告為81%。此外，91%的人表示滿意就業服務處之服務。政府將繼續監控和評值先前之措施，確保品質和改善勞動市場政策之績效。就業服務和失業者一起規劃之個人行動計畫係維持求職者密集及願意和能夠擴大地理和職業上之搜尋的重要工具 。關於此點，失業保險福利的角色如同調整保險般，相當重要。
1996年至2001年間進行第三級學校進階職業教育試驗活動。這些課程以勞動市場和雇主代表間暨存之需求為基礎，但以管理課程居多。商業部門參與課程設計和資助工作場所之訓練約佔三分之一的課程。上課教室從1999年的1千7百個增加至2001年的1萬2千個。進階職業教育係一個強調勞動市場需求成功教育概念，，85%之學生於課程結束後，必須在自己就業公司或工作6個月。進階職業教育中，婦女占46%。
由政府委辦之國家高等教育局著手研究和分析高等教育課程，期能與勞動市場需求一致。這項研究顯示：長期來看，如何藉由高等教育和工作生活的結合以調整課程的範圍，滿足勞動市場之需求。國家高等教育局也籌劃多項改善合作之計畫。由於科學和技術勞動人力專業化需求激增，多年來，政府也增設高等教育場所，特別是科學和技術領域。其成果為：自19994、1995年至2000 年，主修科學和技術之學生由59,950人增至86,783人，約增加45%。政府也投資於擴大教
師訓練和健康照護之課程。
未來勞動市場發展將伴隨具技能勞工之短缺，表示高度需要雇主提供員工訓練機會。在歐洲社會基金架構下，瑞典目標三之計畫(Swedish Objective 3-programme)提供補助金，促進勞動市場受雇者發展相關經營技能。為了獲取此補助，企業需提出技術和組織分析報告，其中小型和中型企業最多可獲得50%之補助。
■ 新措施
- 推動健康和照護服務訓練實驗計畫。當失業者進修健康和照護課程至三學期時，將以全職雇用。雇主將獲得召募補助，約相當55%的薪資成本，作為教育成本之補償。
- 進階職業教育成為第三級教育層級之正規教育形式，並與工作生活強力聯結。
- 委員會訂定擴展和擴大綱領，審視第二級學校的學程計畫，使其符合社會和勞動市場需求，導正社會和性別召募之扭曲現象。特別是介紹完成主科和第二級學校考試之第二級制度。也考量如何改善具有外國背景的學生之求學情形，及發展工作生活之學習型態。  
- 政府也促成高等教育的區域合作並建立代表制度。這項措施的目標在於協助安排大學、學院、市政府、郡議會、郡行政委員會或相似委員會的合作，並刺激區域持續發展，同時，促進高等教育之召募。
6.1.7 運用就業以對抗歧視與促進社會融合 (指導綱領七)

■ 任命AMS採取消弭就業服務歧視之措施。
■ 2002年推行協助具國外高等教育者補充有關短缺勞工職業之技能訓練。
■ 檢討難民的申請與收容政策。
■ 廣泛檢討如何加強職業失能者於未來勞動市場的定位。
■ 國會(Riksdag)制訂學生平等對待之新法令，並於2002年3月1日生效。
自1997年起，移民者的就業率逐漸提高，其原因係國家經濟之改善。過去五年來，移民者的失業率明顯下降，更甚於瑞士出生者。男性移民者的就業率高於女性。雖過去幾年來呈正向發展外，現況仍未能令人滿意。移民者和瑞士出生者在許多方面仍有差距。　
鑒於此因，政府實施多項促進移民者工作平等機會之措施。例如，提供專款補助就業服務處額外增加短期職員之工作機會。與抗種族主義、仇外、同性戀恐懼症、歧視相關的國家行動計畫工作也持續進行。其中之一項特殊調查，建議國會主導制訂平等對待原則，並適用於瑞士境內各種族或民族。政府也任命成立議會委員會，專司制訂消弭歧視之法律制訂，內容括含社會之各種歧視型態。
職業失能者之失業率呈明顯下降。2000年1月約有3萬2千位職業失能者於國家勞動市場行政處 (National Labour Market Administration)登記失業，而2002年約有1萬6千8百位。在1996年至2000年間，職業失能者的就業成長率高於人口平均數。根據IFAU研究表示，瑞典是歐盟國家中職業失能者最多者。因而，2001年之勞動市場政策，將職業失能者議題列為最優先處理。平均而言，約18.7%的職能失能者，其中9.5%處於失業中。政府也制訂職業失能政策，協助職業失能者就業，並提供薪資補助金，期望每年至少5萬9千位職能失業者獲得就業機會。2002年1月約有5萬8千4百位就業。再者，政府指示 AB Samhall　國營經構規劃職業失者於該機構工作，召募2萬5千人，並進一步要求，至少5%的人需至公開市場就業。2001年時，平均5.7%的員工找到工作。
■ 新措施
- 國會(Riksdag) 制訂「學生平等對待」新法令。該法令禁止高等教育機構基於功能性失能、性別、族群關聯或性偏好等因素而歧視學生。依據該法，高等教育之大學或機構負有預防、調查和矯正上述因素造成之困擾，每年需採取行動計畫。
- 自2002年起，就業服務處之短期員工將轉成正式職員，讓就業服務處之官員能夠致力於個人之服務和召募公司之聯繫。此基金之某部份，指定作為強化外國背景的移民者於勞動市場的定位。
- 指派AMS 採取對抗就業服務活動中歧視行動，並於年底提出工作報告。 

- 2002年時，7千萬瑞典幣資金補助AMS以協助具有國外高等教育移民者補充勞工短缺之健康照護和其他專業領域需求之教育和訓練。
- 2001年和2002年時整合委員會 (Integration Board)補助超過3千萬瑞典幣之資金，改善公共行政和私人公司之新人工作介紹及促進多元化之族群和文化。
- 以整體面為基礎，審查難民的申請和收容。 再者，AMS被要求初期受理時，將難民和國外出生者之就業列為優先。
- 在政府大城市政策架構下，於2002年至2004年提撥60億瑞士幣資金，以成長、就業和語言訓練為計畫重點。
- 國會(Riksdag) 於2002年至2004 年提撥3千萬瑞士幣資金，安排具海外高等教育背景的移民者，進修瑞典之高等教育。
- 政府指示國家採購委員會出示反歧視條款之案例，並應用於國家採購之合約。
- 政府提出未來如何強化職業失能者定位之調查及任命兩個調查委員會。其職責分別為考量勞動市場政策計畫與今日勞動現狀，是否合適和提供工作能力不足者支持以獲取生活能力及審查 Samhall 的活動，改善政府控制與達成較高的效能和適當性。
- 提撥資金予市政府，增加教學時間和改善教學品質(精神失能的成人教育)，與提供精神失能者受良好教育的機會。
- 瑞典特殊需求機構被要求規劃成人功能性失能者獎助學金。
- 彈性學習國家中心(the National Centre for Flexible Learning)和瑞典特殊需求機構(the Swedish Institute for Special Needs)支持手語之發展，成為成人學生的第一語言。
- 瑞典國家成人教育院規劃將10%的中央政府補助一般高中接受功能性失能者參與特殊成本密集活動。
6.2 發展創業精神與創造就業機會
需要更多和規模擴大的企業，刺激瑞典之經濟成長與就業。工業政策的焦點以營造優良企業氛圍，藉以改善經營環境，聚集知識、資本和其他資產，並使其有效為利用。此架構下之措施 ，包含知識經濟為主的社會、降低企業行政負擔、促進新的企業和就業機會、創造當地和區域的工作、增進就業和教育之稅賦改革。 

6.2.1 協助創業與事業經營 (指導綱領八、指導綱領九)

■ 簡化和明確政府組織結構。
■ 決定國家之企業計畫。
■ 加強簡化工作規則。
■ 提供私部門減稅。
■ 2001年推展企業指南 (Business Guide)平台和 Kontakt-N活動。
■ 持續調查工作者成為經營者之障礙。
一般而言，工業政策的焦點係營造優良的經營、就業和競爭，也設計使區域條件具影響力。2000年時，政府開始於工業政策上再造中央單位之功能，塑造更簡化和明確的組織結構。組織再造計畫已完成，並創立三個新設單位：企業發展機構(Business Development Agency, NUTEK)、成長政策研究機構 (Institute for Growth Policy Studies, ITPS)和創新系統機構 (Agency for Innovation Systems, Vinnova)。
2000年5 月，工業、就業暨交通部之下成立一特殊單位 SimpLex，其職責為與政府各單位合作，簡化工作規則。SimPlex 的工作目標為降低管制小型企業的行政負擔。為了達成簡化管制架構，政府機構、單位和審查委員會之官員必需接受訓練。再者，強制結果分析被視為一種工具，用來檢驗政府機構影響小型企業條件的所有規範。除了檢驗新法規外，最初的目的在於簡化既存之管制架構。例如，與小型企業代表諮商後，六個相關單位被要求於2002上半年提出簡化法令和法案之計畫。政府正規劃”24小時單一窗口” (24-hour agencies)。建議於2005年，公民和企業與政府洽辦任何特殊議題時，縱使需經由許多主管單位之核可，但是只要向一個統籌單位接洽即可。也定期調查企業如何從政府單位獲取資訊和服務。經由簡化委員會 (Simplification Commission)檢討簡化現存合夥稅法之可能性，俾便於非常小型企業內導入簡化概念。該委員會近日剛完成此任務。
現今，每五個創業者即有一個具有移民背景，約有7萬個企業主出生於國外，約占八分之一的全國公司總數。政府建議移民企業家至瑞士族群創業家協會( Swedish Association of Ethnic Entrepreneurs)諮詢評估，據統計約有1,854人接受建議，其中有480人著手創業。
■ 新措施　
- 2001年10月成立企業指南 (The Business Guide)平台。該計畫為設置入口網站，提供企業家和潛在創業者有關政府單位之資訊。在該平台內，創業者能找到如何開始經營生意、稅則和執照及詢問問題與承辦單位等資訊。
- Kontark-N更進一步發展以網路為基礎之服務。該網頁提供公司組成型態、登計增值稅、公司稅之申請表格並儘可能於網上填覆資料。
- 提撥1千2百萬瑞典幣，進行為期三年之促進企業經營之國家級計畫。此計畫目的係鼓勵企業家精神、致力於營運和增加新的企業之正面態度。
- 退稅延滯金自2003年將降低。新開始之企業也准予延展前三個月的稅金繳納。
- 政府擬提出合適的減稅方案以留住25%到28%之企業根留瑞典。提議之降稅將最為企業改善內部資本型態。
- 2002年之預算議案中，政府申述改變稅則與1998年公司稅提案一致之重要性。這些提案將取消企業利害關係人之資本利得繳納或資本損失扣除稅金之政策。
- 瑞典外商之重要主管予以減稅係去年之一項重要法規，相當於所得稅和雇主資助之25%收入，期限可至3年。此規則的目的，係讓短期在瑞典工作的專家和研究人員便利。 2001年1月至2002年3月共有859人申請，其中491人核可。
- 為響應政策，國會(Riksdag)於2001年提撥4千2百萬瑞典幣、三年一期協助女性和移民者之創業專案。
- 2001年11月成立審查委員會，其任務為審查相關區域層級企業發展之政府活動或計畫。
- 不斷檢視專利和註冊局(Patent and Registration Office)業務，強化管理和控制機制，案件審理具效能及降低專利和註冊成本。 

- 「新企業和雇用形式」(New business and employment forms)計畫將於2002年完成。此計畫係檢視當個人想由雇員轉換為經營之雇主的障礙及現存之經營和雇用規範制度之差異，特別在失業保險和社會安全制度方面。
- 政府於3月14日公布更有效對抗卡特爾同業聯盟 (Cartel)之相關法令。該法令提出讓步或降低競爭損害費，懲罰違反限制競爭之企業間合作的競爭法令。讓步或降低競爭損害費將授與報告卡特爾同業聯盟和與調查合作者。
6.2.2 知識為基礎的社會與服務的新就業機會 (指導綱領十)

■ 投資於需協助之區域ICT企業技能。
■ 加強山岳景點觀光旅遊、創新觀光事業和宣傳觀光之研究。
觀光部門的就業人口呈穩定成長。1997年約占50.3%全國總人口數，而2001年約為55.5%。在整個服務部門中，善用就業潛力非常重要。政府提撥3千萬瑞典幣，並於2001年及2002年實施加強小型企業之ICT技能，並以尚未系統化使用ICT之企業家與創業者為對象。直到今日，約有55件獲得補助。 開始之2000年三年一期 SVEA計畫，其目的增加電子商務的使用。超過10萬家之中小型企業已使用網路和電子交易於經營上。為了普及ICT的使用，企業、個人、創業者和地產擁有人使用寬頻通訊，將獲減稅。
■ 新措施
- 政府於2002年至2004年提撥5千萬瑞典幣，由NUTEK代表政府加強需協助區域(區域A)之公司建置電腦資訊計畫。
- 政府於2002年至2004年積極投資觀光事業，提撥2千萬瑞典幣，並透過計畫案加強推動山岳景點觀光事業。
- 政府浥注3千3百萬瑞典幣刺激觀光事業之創新和750萬瑞典幣促進觀光業研究。
6.2.3 區域與地方之就業措施 (指導綱領十一)
■ 自2004年起，區域成長計畫將形成工作的根基，穩定區域之成長。
■ 2002年至2004年間將提撥3千萬瑞典幣以加強地區發展工作。
自1998年開始，已進行區域成長協議，結合專家、企業、高等教育機構、縣市政府和國家政府單位共同合作，促進區域經濟成長和就業。
今日，此成長協議 ( growth agreements)已遍佈全國各地。工業、就業暨交通部於2001年春季提出第一份研究報告。該報告顯示，該案正持續進行，而所有區域也開始施行。區域伙伴之政府單位、郡議會和企業組織之代表認為成長協議能助長區域發展之資源合作。2000年 9月15日之財務評估報告，約需3兆資金投入該專案 。
在國家大城市政策架構之下，政府與七個大城市市府當局於1999年簽署促進地方落後住宅區發展協議。此協議之目的係給予大城市地區長期穩定成長的先決條件，促成更多工作之機會。地方發展協議要求中央和地方政府攜手合作、發展策略，創造工作機會和助長求職者就業可能性。幾乎所有資源的四分之一被用來增加就業和降低依賴福利。根據初步評估顯示，由於住宅區之失業率下降快於郊外地區，此措施成果極為成功。
政府也關注與企業合作之型態，因而發起「共創您的事業」(Start your own business together) 活動，並評估這項支持合作之活動。2000年成果報告顯示，與當地合作發展中心(Local Cooperative Development Centres, LKU)諮詢後，約有307個企業著手進行合作。
地方和區域層級公共就業服務之角色係確保地方勞動市場委員會繼續推動區域成長協議之工作。每一個郡下設置區域技能委員會 (regional skills council)，負責快速確認勞動短缺之區域。瑞典地方專家協會和瑞典郡議會聯邦之貢獻瑞典地方專家協會和瑞典郡議會聯邦非常關心區域和地方之就業和工作，希望積極地加強社會伙伴間合作。社會伙伴係部份扮演強化各層級之公共就業服務以發現地方就業機會和改善地方勞動市場之執行。再者，瑞典地方專家協會與市府或個人合作，提出就業行動計畫。 

■ 新措施

- 政府企圖擴大成長協議至2002年底，之後，以區域成長計畫取代該案，當作穩定區域發展和成長工作之基礎。
- 2002年1月，政府成立高等教育區域合作之代表制。該代表的任務係支持大學與其他高等機構、郡議會和郡行政委員會或同等單位之協同計畫案，以刺激區域穩定成長，同時促進高等教育之召募。
- 強調在結構性計畫和區域成長計畫內包含新的參與者。為了強化地方發展工作，政府擬提出多項未來之重要活動，約提撥3千萬瑞典幣補助企業家地方計畫和發展計畫。擴大地方合作發展中心的業務，以促進企業於地方和區域的社會經濟發展。此預算於2002年至2004年將增列至9千萬，其中之3百萬將補助地方和區域信用擔保協會。
6.2.4 針對就業與訓練的稅賦制度改革 (指導綱領十二)

■ 所得稅改革之第三階段。
■ 環保稅交換策略之第二階段。
■ 政府提出工作生活的個人技能發展制度。
稅賦制度在於提供經濟成長和就業之優良條件。與歐盟各國之邊際稅相比較，瑞士之中低收入並不特別地高。2000年開始實施所得稅改革，並進行至第三階段。所得稅改革產生好的和穩定之成長和就業，確保社會福利和財務的平衡。降低中低授入者的稅率係為工作所得稅政策的主要方式。簡言之，所得稅改革將影響一般退休年金的補償和減少繳稅15%之收入者比例。再者，政府也推行環保稅交換政策。
實施所得稅改革之後，1999年至2002年，對於只繳納地方稅的人而言，邊際稅只減少4%。對於繳納州政府所得稅和收入低於退休金補償上限的人來說，約降低收入之邊際效應2.5%。降低之邊際稅將負擔中低收入者增加之邊際稅，激勵工作之意願。改革之成果係預期勞動供給將增加。 

由於瑞典經濟持續國際化，政府於2000年任命審查委員會負責研擬較佳之稅賦政策。 此委員會分析附近各國之稅賦制度如何影響瑞典之稅賦政策，並於2002年11月15日提出報告。 

■ 新措施
-  在環保稅交換政策之下，政府提撥額外發展工作生活之經費，刺激終身學習。 

-  政府預定於2002年秋季時，根據經濟條件提出2003年是否需再進行稅制改革。
6.3 鼓勵企業及其員工的適應能力
在鼓勵彈性的企業與勞工概念下，政府的目標係提供每個人好的工作生活之機會與滿意的工作環境，使個人免於疲憊、受傷或離開工作生活，並應以發展和更新工作生活為手段。依此方法，工作生活政策將能提升生產和效率，助長社會之高成長和低成本。對於達成工作品質、現代化工作組織、改善工作環境和營造終身學習的充分條件，社會伙伴扮演非常重要的角色。為了發展企業、改變勞工之能力，相關之措施如下述。　 

6.3.1 工作組織的現代化 (指導綱領十三)

社會伙伴的貢獻
- 縮短工時為團體協商之優先議題。
2001年社會伙伴之團體協商的中心議題係工作時間，如工作時數之長短、平均工作時間之計算。在1998年的團體協商中，提出2001年可施行之各種不同模式的工作時間。2001年的協商，促使一半之勞工藉由配置工作時間帳戶或其他相當模式(working time account or the equivalent)而縮短工時。此設計讓勞工選擇二種替代方案，儲存基金於帳戶內並於離職時取出、接受額外進修補償金或支付現金。在團體協商範圍內，當勞雇雙方同意某種形式的縮短工時，該分配額約等於每年0.5%的薪資成本，36至38個月合約期的1.5%成本。大部份的協約資料公開地讓地方勞資團體作為締結協約之參考，相關議題如縮短工時和安排公司與員工間之彈性工時。
社會伙伴申述他們將繼續擔負協商工時之發展任務，成功之案例如紙業勞工和雇主協會(Arbio)。根據該協約內容，與2000年的1.5%工資比較，2001年之2%的工資用於休假(free time)、雇主支付退休補償金或現金。80%的紙業勞工中，約47%選擇休假、20%退休補償金或33%現金支付。大部份女性選擇休假，而男性選擇退休年金。
6.3.2 工作組織現代化 (指導綱領十四)

■ 擴大實施「促進工作生活美好健康之11點計畫」工作，改善工作生活的健康和降低病假。
■ 國會委員會提出以增加工時對勞工之影響法令。
■ 社會伙伴共同合作，探討工作環境議題並以訓練和資訊為重點。
瑞典勞動市場的特色為強力之工會、雇主協會和高度組織型態。這些相關團體透過團體協商，解決許多勞動市場之議題。瑞典勞動保護法令能依某一產業或場廠勞動團體協商之需求而修訂，不僅可達成彈性化，同時並確保勞工安全和預測之合理需求。
國會委員會發起審查工時法和假日法，社會伙伴並與其合作。該委員會提出一項新法令，關於增加個人勞工對工時之影響力，同時也允許好的生產彈性。也審視規範之架構，簡化小型企業申請程序為目的。考量縮短工時之各種方法和參考歐盟施行之工作時數方針。委員會的報告中提出，於現有的規範架構下推動勞工休假超過四星期之權利和保留假日如同一天休假。 
郡議會聯邦 (the Federation of County Councils)、瑞典地方專家協會 (the Swedish Association of local Authorities)和州政府於1999年11月至2000年11月聯合促進兼職失業者人數減半目標。雖然目標尚未達到，但仍努力中，其成果相當可觀。2001年12月顯示，由29,500位兼職失業者急速地下降至18,800位，約降低36%。超過80%以上的兼職失業者為女性，但降低之性別比例差別不大。
在彈性和效能的勞動市場架構內，勞動保護法應該提供勞工安全之範疇。國家工作生活機構 (the National Institute for Working Life)負責審核勞動保護法令，以便確保符合要求。審視定期工作之勞工規範和加強與保護勞工關聯之育嬰假。
政府也審查法令和其他措施之需求，以強化個人工作生活之整合。主要考量的議題為藥物測試和體檢，其他議題如工作中使用電腦、電子郵件和網際網路。
社會伙伴之貢獻
長期以來，社會伙伴共同合作並致力於解決工作環境議題。合作的伙伴，含預防健康暨安全委員會( Prevent- Health and Safety Council，其前身為工業安全聯合會，Joint Industrial Safety Council)、瑞典企業聯邦 (Confederation of Swedish Enterprise)、私部門受薪勞工工會暨協商聯盟 (Confederation of Trade Union & the Negotiation Cartel for Salaried Employees in the Private Business Sector, PTK)。伙伴合作的目的在於透過訓練和提供資訊，預防勞工健康不良和意外並負有當地安全工作之職責。自1970年中期以來至今，安全衛生代表和管理者需進修「促進佳質工作環境」課程，也是國內最受歡迎之課程之一。
■ 新措施
- 工作環境之重要活動為政府促進工作生活健康策略之11點計畫。產生此策略乃因病假大量增加，特別是長期病假。該計畫包含三個主要範圍：改善工作環境、明確雇主職責及不良健康者快速重返崗位和研究。11項計畫的主要精神在於政府和社會伙伴三方商談，建立策略方針和合作計畫。在討論之架構內，政府和社會伙伴共同協商各種不同計畫和措施方案，發展策略及劃分各自的權責。 

· 政府決定於2001年9月任命一個工作小組，成員含工業、就業暨交通部代表、社會伙伴和工業代表，擔負評值與人力機構相關之議題。
· 政府提出禁止工作生活之歧視新法令。該新法包括禁止歧視有關固定時期兼職勞工之支付和工作條件。
- 政府提出認可國際勞工組織(ILO)兼職工作協定。該協定規定兼職工作者應享有與全職工作者相同之保護。不應該以兼職之理由，使得兼職工作者的基本薪資低於全職工作者。
- 國會(Riksdag)提撥3億瑞典幣、三年期之計畫案，以協助降低兼職失業者。此基金主要用於測試金工作主之和工作方法已創造更多全職工作機會。  
- 政府將繼續從事環境工作和提撥2千萬於2001至2002年由工會安排訓練區域安全代表計畫。
6.3.3 支持企業適應立以作為促進終身學習措施之一 (指導綱領十五)

■ 社會伙伴於團體協約協商技能發展乃常見特性，並於某範疇內允許技能發展之地方合作。
■ 社會伙伴於歐2002年3月歐盟社會會談上同意工作生活的技能發展為終身學習之一部份。
社會伙伴之貢獻
由於工作技能創造高競爭之充分條件、提供勞工安全且好的工作環境、好的薪資發展和增進工作場所機會平等，社會伙伴對工作技能發展持正向看法。因而，制訂薪資和工作條件將刺激勞工積極、持續朝向技能之發展。社會伙伴經常於團體協商上，締結技能發展之一般協約，充分提供地方間技能發展議題之合作機會。
關於技能發展之財務方面，依各產業需求和前提下於各類項團體協約中商訂。在某些案例中，技能發展經費可能由雇主承擔、勞雇雙方共同分攤或特殊技能之帳戶基金支出。例如電力工廠 (Power plant) 之協約，勞資雙方同意自2001年迄，雇主每年至少將0.5%總薪資用於發展技能或場廠組織。假若社會伙伴不能達成地方性之同意運用這些資源，個別勞工薪資每年平均將增加約0.3%。這方案期待產生激勵雇主投資技能發展，同時，勞工本身也部份負擔費用。社會伙伴於2002年3月歐盟層級社會對話中同意工作生活的技能發展架構為終身學習之一部份。各相關團體的雄心在於歐盟在里斯本和feira會議訂定之就業、社會凝聚和競爭策略目標架構下，達成有效和具體之終身學習。藉由強調雇主和個人扮演不同的角色和職責，鼓勵終身學習。
優先順序為：
- 確認和預見技能及資格的需求。
- 認可和批准職能及資格。
- 資訊、支持和指導。
- 藉由有效和創新的處理資產、時間和人力資源以促進投資合作和贊助發現資源之新方法。
瑞典工會聯合會 (the Swedish Trade Union Confederation, LO)、專業勞工聯合會(the Confederation of Professional Employees, TCO)和瑞典專業團體聯合會( the Swedish Confederation of Professional Association, SACO)之貢獻。
為了多加激勵發展終身學習的計畫和新思維，工會伙伴呼籲相關參與者申請結構性之基金，特別是歐洲社會基金。國家層級之機構需提出各項措施之年終報告。提出三年報告後，該團體將於歐盟層級上檢討其成果。與指導綱領十五相關的貢獻為工會和政府共同協議個人技能保留計畫，並將於2002年推行。

6.4 強化就業機會平等政策
機會平等之工作必需普及至國家之各項政策和社會的各個階層，範圍包含整合所有政策之機會平等措施、降低性別歧異及男性和女性能夠調和工作和家庭生活。
6.4.1 性別平等措施 (指導綱領十六) 

■ 積極展開改善性別於中央政府行政和單位之主導權。
■ 在預算機制內，發展整合之機會平等計畫已開始進行。
■ 發行性別主流系統化手冊。
瑞典機會平等政策的主要目標為促使男性和女性於生活之機會、權利和義務平等。代表權力和影響力的均等，財務獨立、平等條件、創業、工作、工作條件和工作中發展之充分條件之相同機會。 其它如接受教育、發展個人志向、興趣和才華之機會、分享家務和扶養小孩的職責及免於與性別相關之暴力。
自1990年代中期，瑞典政府因應機會平等，改變工作型態。各部會首長在主管範圍內，負有促進機會平等的職責，而機會平等首長亦有協力配合機會平等相關議題。機會平等任務是整個政府之部份施政。雖然政府以選擇性別主流作為策略之事實，仍優先舉辦以女性或男性為主之特殊活動(?)。政府單位著手進行系統發展、教育和訓練、會議活動及發展性別主流程序。現今，如何將機會平等結合預算程序之架構受到重視。
政府於1999年成立一特殊委員會(Jamit)，負責資訊科技和運輸產業之機會平等議題。該委員會已完成其任務，並提出於運輸政策中建立機會平等特別目標之建言。2001年12月，國會(Risdag)回應政府提出之專案，通過推動六項運輸系統機會平等計畫。
機會平等乃為男性與女性之議題。男性必需深入參與，才能創造平等之社會。「男性與機會平等」活動之目標為辨認男性參與機會平等之阻礙因子，並於2002年提出報告。在郡行政單位，設置審查機會平等的可行性之專家委員會，並監督機會平等法之執行。
分析機會平等品牌工作仍持續進行。政府指派成立一委員會，負責評估未來推動自願機會平等品牌之產品或服務系統之可行性。政府單位也成立一工作小組，分析影響出生率(birth rate)之因素。根據研究報告指出，機會平等是影響瑞典出生率重要因素。該研究分析顯示幾個世紀以來，調和家庭和工作之機會，促使愈來愈多的女性投入職場，也伴隨高出生率。
■ 新措施
- 工作小組已於2001年完成發展工作平等機會之系統，並出版”性別平等-整合性別平等之操作 ” (make it equal- to integrate equal opportunity in operations))手冊，內容敘述瑞典各行各業施行性別平等的方法和應用。工作小組之最終報告提出”改變優先順序 – 機會平等策略性發展” (Change order- strategic development for equal opportunities”，如何強化機會平等工作之建言。
- 政府單位內，發展機會平等形式之策略，該計畫目標為整合政府預算之機會平等工作。
- 政府於公共採購上採用反歧視條款(anti-discrimination clause)。
6.4.2 處理性別歧異 (指導綱領十七)

■ 繼續採取更嚴格的機會平等法以對抗無正當理由薪資差別之措施。
■ 禁止歧視學生。
■ 加強學校和高等教育之機會平等工作。
與國際間比較，瑞典女性就業率很高。1970年代之三項策略性改革促進女性易於進入勞動市場。第一項策略為改變稅賦制度，配偶個人納稅而非合併申報，第二項為施行父母福利制度，第三項為持續擴大公共之兒童照護。 
教育和訓練對於消除勞動市場性別隔離問題非常重要。再者，投資教育也非常重要，尤其是年輕族群選擇就讀第三級學校之性別差異問題。國會委員會也提撥重組第三級學制之計畫。該計畫之設計，以消弭社會和性別差異之召募為目的。其中，藉由特殊成人教育活動消除根深蒂固之性別教育的選擇。其它方法有進修和職業指引。相關措施如勞動市場之訓練以消除性別隔離之問題。
多年來，政府也進行增進年輕族群對科學和科技之正向態度之計畫案，及激勵女性修習這些科目。1990年代時，女性申請高等教育主修科學和科技課程也增多。高教育機構曾針對某些課程性別偏差分布進行探討，其研究顯示女性於男性主導的課程愈來愈多，而男性於女性主導之課程並不多。此外，愈來愈多的女性修習資訊科技課程，約佔三成。 
為了因應政府之要求，國家高等教育機構(the National Agency for Higher Education) 選擇一些大學和其它高等教育機構作為代表，進行實務上改革之成果調查，其結果顯示1999至2001年間，23%的教授為女性。2001年1月修訂之平等工作法更為嚴謹。這次修訂代表平等工作法將與其他相關法規共同規範以對抗工作生活的歧視和推行反向證明，要求雇主表示沒有性別歧視之發生。禁止歧視也應用於甄試過程。法令業要求薪資研究，代表所有雇主必需每年檢視和分析男性和女性對照團體之薪資及其它條件。2000年之女性薪資約為男性之80%。
瑞典工會聯合會 (the Swedish Trade Union Confederation, LO)、專業勞工聯合會(the Confederation of Professional Employees, TCO)和瑞典專業團體聯合會( the Swedish Confederation of Professional Association, SACO)之貢獻
工會積極致力於減少勞動市場性別隔離之議題，監測和繼續發展此議題，並以計畫產生實證為重點。其中，由探討薪資發展和性別薪資差異之研究，消弭勞動市場之薪資歧視。
■ 新措施
- 2002年元月開始接受機會平等申訴。「歐洲機會平等計畫」(the European Project on Equal Pay) 以降低男性和女性薪資差異為目的。該計畫主要向雇主和工會推行公私立部門之性別中立薪資系統(gender-neutral pay system)。
- 機會平等申訴辦公室 (the office of the Equal Opportunity Ombudsman, JamO)於2002年成立，處理正式申訴文件。由於薪資調查調侃愈趨嚴格，JamO需諮詢協調委員會有關社會伙伴的薪資計畫或活動。`JamO也協助社會伙伴促進地方伙伴於中央層級之團體協商討論薪資平等。  

- 學生平等對待新法於2002年3月生效。
- 政府指示國家工作生活機構 (the National Institute for Working Life)考量是否需將父親休假納入勞工保護法。
-  國家教育機構 (the National Agency for Education)提供案例，指導學校、市政府與不同機構或組織合作，增進社會和種族多元化之機會平等，其目的為促進和加強學校和市政府之機會平等。
- 強化和支持學校之知識與專業。政府提撥基金，教學性地訓練合格資源職員於機會平等和性別研究。該目標為2004年前每個市府具有一位以接受訓練之教師或教育家。這些資源職員從事機會平等議題，並於教育實務上增進知識領域品質和目標之實現。
6.4.3 調和工作與家庭生活 (指導綱領十八)

■ 父母福利已延展30天，總共480天，其中60天保留給父親和母親。
■ 孩童照護之上限補助費用。此費用產生較低之邊際效應、所得增加。代表有小孩的家庭能夠影響他們本身財務狀況。
為了達成社會均等，政府的雄心不僅是改善女性在勞動市場之條件，也能夠調和家庭和工作生活，更甚之，讓男性對於家庭負有更重的責任。因而，政府的目標為男性應享有較大之父母福利。於1995年父親月和母親月推出父母福利計畫。這措施將促進更多的父親參與照護他們的小孩，且機會平等和小孩最大利益的觀點來看是非常重要的。1990年代時，約7%的福利由父親請領，而2001年升高至14%，明顯可見增加父親之天數之成果。
近年來，政府卯足全力推動改善需扶養小孩之家庭財務狀況，包括增加孩童津貼和改善父母福利。自2001年元月起，扶養一位孩童之津貼由每月100元瑞典幣增加至950元。孩童之津貼符合有或無小孩之家庭之公平性，不致發生邊際效應。1990年代之生產率下降，顯示友善家庭政策需求必需實行。為了獲得此領域之更多知識，政府任命一工作小組，其任務為收集和分析影響出生率既存之知識和事件，特別是社會能夠影響的因素。
社會伙伴之貢獻
社會伙伴認為如同經營和人力關係，個人調和工作和家庭生活非常重要。結合工作和家庭生活之案例，如2001年之團體協約中，社會伙伴加入「懷孕福利」條款，並適用於男性。有些公司提供父親特別福利補助。
■ 新措施
- 未來數年將擴大學齡前之活動。自2003年元月起，政府提供滿四年之所有兒童就讀公立學齡前學校秋季班之機會，就讀免費且可上525小時課程。自今年開始，已推行兒童照護最大上限費用，表示邊際效應將降低，對於扶養小孩之家庭將有助益。
- 自2002年元月起，父母福利延展30天，父親與母親之天數均分。該天數可於不同對之父母間互相轉移，唯獨60天保留給父親或母親。總之，親職保險至480天。直到小孩至八歲或完成第一年級，這些天數可以先行使用。實務上，這代表現在有兩個月的父親天數，其目的為增加父親之雙親福利和鼓勵參與兒童照護。也制訂規範制度，強調父母對家庭之責任。今年之彈性作法為雙親每天可以較少工作一小時，並由雙親福利補貼。這項新作法將增加彈性，使得父母易兼顧工作和家庭生活。福利制度包括每天全補助、二分之一補助、四分之一補助和八分之一補助。  

- 自2002年元月起，基本等級之父母福利津貼由每天60元瑞典幣增加至120元。再者，政府將於2003年提高至150元、2004年180元。基本等級之父母津貼對象為無收入之父母或未達到法定之父母福利規定。在公共財政許可下，政府宣佈自2003年7月1日起，增加生病支付之所得上限(SGI)，由7.5之價格基數提高至10。依據SGI將雙親福利分等級，補助金為80%之SGI至上限。上限代表當雙親福利已償付，不補助所得超過7.5價格基數者。2001年約有20%的人所得超過7.5之價格基數。當上限增加10價格基數，該比例下降至8%。
附錄三：瑞典2003年就業行動計畫（英文版）
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FOREWORD

Foreword

The notion of the European Employment Strategy (EES) is enshrined in the

Treaty Establishing the European Community. Article 125 states that Member

States shall work towards developing a coordinated strategy for employment.

Under Article 128.3, every Member State must provide the Council and the

Commission with an annual report on the principal measures taken to implement

its employment policy in the light of the Employment Guidelines.

On 22 July this year, the Council of the European Union adopted the 2003

Employment Guidelines, which include three overarching objectives:

1. full employment

2. quality and productivity at work

3. social cohesion and inclusion.

There are also ten specific guidelines, which are priorities for action:

1. developing and implementing active and preventive measures for the

unemployed and inactive

2. encouraging job creation and entrepreneurship

3. addressing change and promoting adaptability and mobility in

the labour market

4. promoting development of human capital and lifelong learning

5. increasing the labour supply and promoting active ageing

6. promoting gender equality

7. promoting integration of, and combating discrimination against,

people at a disadvantage in the labour market

8. ‘making work pay’ through incentives to enhance work attractiveness

9. transforming undeclared work into regular employment

10. addressing regional disparities in employment.

A number of auxiliary quantitative targets are also set.
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Sweden’s National Action Plan (NAP) for Employment is based on measures proposed

in the Budget Bill, the Spring Fiscal Policy Bill and other government bills.

To facilitate comparisons among the Member States, the structure of this NAP

conforms to that laid down by the EU Employment Committee. In the EES, jointly

agreed indicators are used to follow up the Guidelines and quantitative targets.

The statistical data reported here are based largely on these indicators.

The Ministries of Finance and of Industry, Employment and Communications

are primarily responsible, first, for ensuring that all the ministries and agencies

concerned jointly implement the EES and, secondly, for drawing up Sweden’s

NAP for Employment. The social partners have contributed their own sections,

which have been edited slightly to conform to the structure of the NAP. In drawing

up the NAP, the Government informs the Advisory Committee on EU Affairs

and the Standing Committees on the Labour Market and on Finance respectively.

A couple of government agencies concerned have assisted in compiling

the NAP. It may be added that discussions have also been conducted with representatives

of interest groups and other organisations representing the public.

Stockholm 2 october 2003
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The economy, the labour market and

the three overarching objectives

Introduction

In 2000, the EU heads of state and government adopted the Lisbon Strategy. Its

long-term objective is to strengthen the Union’s competitiveness and encourage

employment and sustainable growth by means of closely coordinated economic

policy, employment policy and social policy. Most EU Member States will, over

the next few years, face the challenge arising from the demographic trend of an

ageing population. Substantial measures will therefore be required to attain full

employment and sustainable growth with social cohesion.

The European Employment Strategy (EES), with its Guidelines and

Recommendations, is a key instrument for attaining the ambitions from Lisbon.

The notion of the EES is enshrined in the Treaty Establishing the European

Community (the EC Treaty), but on the basis of intergovernmental cooperation

without binding legislation. The Council of the European Union adopts

Employment Guidelines in line with the Broad Economic Policy Guidelines

(BEPGs). Primary responsibility for employment policy and the form it takes

lies with each Member State, but the Employment Guidelines and the overarching

objectives must be taken into consideration in the implementation of

national employment policy. The country-specific recommendations provide an

impetus to this process, and joint indicators are used to monitor the Member

States’ EES implementation.

The decision taken by the Council on 22 July this year states that the

Employment Guidelines for 2003 contain three overarching objectives, and ten

specific guidelines that are priorities for action. The three overarching objectives

are full employment, promoting quality and productivity at work, and strength-

ening social cohesion and inclusion. The ten specific guidelines are active and

preventative measures for the unemployed and inactive; job creation and entrepreneurship;

address change and promote adaptability and mobility in the

labour market; promote development of human capital and lifelong learning;

increase labour supply and promote active ageing; gender equality; promote the

integration of and combat the discrimination against people at a disadvantage in

the labour market; make work pay through incentives to enhance work attractiveness;

transform undeclared work into regular employment; and reduce regional

employment disparities. There are also a number of auxiliary quantitative targets.

The Council’s Recommendations to Sweden for 2003 include the

observations that the Swedish labour market is characterised by very

high employment rates, including among older workers and women, and

that all the EU-wide targets have already been exceeded1. However,

in view of the ageing population, Sweden should:

1. ‘strengthen efforts to sustain labour supply in the long term by fully

exploiting all potential sources of labour, in particular through an

increased participation of immigrants’;

2. ‘reduce the numbers of people on long-term sick leave by improving

conditions of work, and adapting the regulatory framework to promote

an effective reintegration into the labour market’;

3. ‘pursue the reforms of tax and benefit systems to improve work

incentives, in particular for those groups for which the interplay

between taxes and benefits has the most negative impact upon labour

supply, and complete the tax reform on labour income.’

Sweden’s National Action Plan (NAP) for Employment 2003 provides a

description of the situation in the light of the Guidelines and

Recommendations, and proposes future measures to attain the objectives.

The Recommendations are reported under Guidelines 5 and 8. The

Indicators are reported in Annex 1.
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Economic policy

The goal of Swedish economic policy is to increase prosperity by means of strong,

sustained growth and full employment.

Macroeconomic stability is one precondition for attaining high growth and full

employment. Swedish fiscal policy focuses on maintaining a surplus in public

finances. This surplus reduces public debt; one major reason why this is necessary

is to meet the rising costs entailed by an ageing population. There are two general

aims of budgetary policy: that public finances should show an average surplus of

2% of GDP in the course of one business cycle and that expenditure should not

exceed the budgetary ceilings. Today, Sweden’s public finances are among the

strongest in the EU. In the years 2000–2002, budget surpluses averaged 3% of GDP.

Sweden has met the ceilings on expenditure every year since they were introduced.

Stable prices are a prerequisite for a successful economic policy. The Riksdag

(Swedish Parliament) has defined price stability as the overall task of monetary

policy. The independent Swedish central bank, the Riksbank, has defined price

stability as a rise of not more than 2% in consumer prices, with a tolerance interval

of ±1 percentage point. The Government supports the focus of monetary policy

and the inflation target.

The Swedish economy and labour market

In view of slack global economic development, GDP growth was sustained well

during 2002 and the first half of 2003. However, the available indicators indicate

a slowdown in growth during the remainder of this year. Overall, GDP growth

of 1.4% this year and 2.0% in 2004 is expected.

Goods exports increased during the first half of 2003, but are expected to

slacken during the second half. Exports are expected to pick up once more in

2004. Although households’ real disposable incomes are expected to increase at a

considerably lower pace than in 1999–2002, high growth in private consumption

is expected. At the outset, households are in a favourable position in terms of

net assets, and are benefiting from continued low interest rates. The business

sector’s investments are expected to decrease this year, but raised investment

volumes are expected in 2004.

Early this year, inflation accelerated temporarily owing partly to high energy

prices. For the rest of the year, low domestic inflationary pressure and a slack

trend of import prices are expected to help keep inflation down. During 2004,

when a gradual economic upturn is forecast, inflation is expected to be close to

2% once more. The forecast for the following few years is that inflation will be

in line with the target.

Despite the past few years’ weak economic development, the situation in the

Swedish labour market has not substantially deteriorated. The available indicators

point to a slack trend in the labour market up to early 2004, but in the latter

part of 2004 and, above all, in 2005 the labour-market situation is expected to

improve. Good demographic growth and the gradual reduction in the Adult

Education Initiative2 have, on the one hand, contributed to a relatively large

labour-supply increase this year. This development has, however, been slowed by

a rise in the number of young students and unhealthy people excluded from the

labour force.Altogether, the labour force has grown: while a small decrease among

men is discernible, there has been a comparatively large increase among women3.

The same applies to employment, which has correspondingly increased

slightly in terms of the number of people employed but not in proportion to the

population. The employment trend is reported in greater detail under the three

overriding objectives, and labour supply is reported under Guideline 5. Demand

for labour has slackened, and the decrease in the number of new vacancies registered

by the public employment service (PES) reflects this.Another effect has

been an increase in the number of redundancy announcements: these peaked in

autumn 2001, and no sign of any substantial decline is evident. It should be added

that not all redundancies announced are, in fact, implemented.

In 2002, the unemployed as a proportion of the labour force amounted to

4.0%: 4.4% for men and 3.6% for women. This gender difference is partly due to

the fact that the economic slowdown of the past few years has primarily affected

the private sector, while the public sector – in which women are overrepresented

– has continued to expand. The labour-market situation shows wide variations,

regional and local. In regions with high unemployment, gender differences too

tend to be relatively large, i.e. male unemployment substantially higher than

female.

This year, unemployment is expected to rise slightly to an overall rate of 4.7%.

This may be explained largely by the smaller number of people participating in

labour-market policy measures associated with market conditions, although there

is also a business-cycle effect. According to the National Labour Market Board

(AMS), the proportion of people with higher education is relatively high among

the unemployed, which means that it should be relatively easy for these individuals

to find jobs again when the economic upturn takes place. Here, the relative

proportions of men and women are unclear, since no entirely reliable statistics on

gender composition exist. The Government expects unemployment to decrease

slightly during 2005 and 2006. See also Annex 1 for rates in 2002.

Between 2001 and 2002, both average working time per person in work and

the number of people working decreased. As a result, the total number of hours

worked fell by just over 1%. The difference between women’s and men’s working
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time in Sweden is the smallest in the EU. Average working time has decreased

among both employees and self-employed people, and on the whole in all age

groups. The amount of overtime worked has also declined. The explanation may

be found mainly the deterioration in market conditions, resulting in weak labour

demand, coupled with high sickness absence.

A well-functioning process for wage formation is important to sound macroeconomic

development. During both 2001 and 2002, nominal wage increases were

higher than in 2000, despite the slacker economic and employment trends.Wages

rose slightly more in the public sector than in the business sector. Overall, wages

rose by 4.4% in 2001 and 4.1% in 2002. This year and next, a fall to 3.5% is expected.

It is important that the nominal increase in wages in the period ahead pave the

way for low unemployment and a favourable development of real wages.The wage

formation process allows for changes in relative wages up to the overall rate of

increase that the economy can withstand without growing pressure on inflation.

How wage settlements are reached is, according to the Government, primarily for

the social partners to decide. Apart from that, a strong national framework for wage

formation is also needed.

The gender ratio of average wage rates has been unchanged since 2001. In the

municipal and central-government sectors, as for white-collar employees in the

private sector, women’s wage increase has exceeded men’s in percentage terms.

Absolute wage increases, however, have been roughly equal for both sexes in the

various sectors. See also under Guideline 6.

Over the next three years, the Government aims to strengthen the foundations

of future growth and prosperity further.A policy of full employment is a crucial

means of attaining sustainable growth. In the light of demographic trends, the

Government will pursue a policy to boost the labour supply by such means as

1Regularly employed people aged 20–64 as a proportion of the population.

2Percentage of the labour force.

reducing the number of people on long-term sick leave and giving immigrants

greater access to the labour market. Success in these tasks calls for measures in

several policy areas and good collaboration with the social partners.

Resilient labour and product markets make it possible to sustain employment

during recessions. Sweden is working to implement the Lisbon strategy and reach

its objectives. The ambition is to be in the front line in carrying out the necessary

reforms in central areas. Sweden has therefore implemented a series of reforms

aimed at exposing to competition certain markets that are vital to growth, such

as transport, energy, telecommunications and postal services. Structural reforms in

labour-market policy and in the areas of taxes and pensions have also been carried

out.Work to encourage individuals, businesses, agencies and other institutions to

contribute to increased growth will be maintained. Modernisation of the Swedish

welfare model, focusing on activation and efficiency, will also continue.

Progress in relation to the three overarching

objectives

Successful implementation of the Lisbon strategy requires the Member States’

employment policies to make balanced contributions to attainment of the three

overarching objectives: full employment, promoting quality and productivity at

work, and strengthening social cohesion and inclusion.

Full employment

The EU has agreed that the Member States should strive for full employment

and, in so doing, raise the employment rate to meet established common targets.

Targets.The Member States’ employment policies should contribute towards

achieving the following average targets in the EU:

• an overall employment rate of 67% in 2005 and 70% in 2010

• an employment rate for women of 57% in 2005 and 60% in 2010

• an employment rate of 50% for older workers (aged 55–64) in 2010.

Sweden’s outcome in relation to the targets

Sweden has already attained the joint EU targets:

• The overall employment rate (among people aged 16–64) was

74.9% in 2002.

• For women, the employment rate in 2002 was 73.4%.

• For older workers, the employment rate in 2002 was just over 68%.
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Attaining full employment is the Swedish Government’s foremost priority. The

Government is therefore pursuing a comprehensive political strategy comprising

measures for employers and employees alike. In 1998, the Government and

Riksdag adopted the target that the proportion of the population aged 20–64 in

regular employment should rise to 80% by 2004. This is a general target, applying

to both sexes. The employment rate has been sustained relatively well despite

slow economic growth, owing to the increase in employment in the public sector.

In 2002, employment defined according to the national target rose by 0.1% to

78.1%. In terms of this target, the employment rate is expected to decline slightly

to 77.7% this year and 77.3% in 2004.

A high employment level is important to individuals and society as a whole,

and crucial to meet the demographic challenge and maintain financing of social

welfare. For the national target to be met, employment rates must rise in all

groups, especially those where it is below average. The target is firm, and the

Government is prepared to take measures to attain it.

In 2002, for the first time since 1996, there was a rise in the number of people

whose livelihood is derived entirely from the social-insurance system or other

financial support systems. The number of recipients of sickness allowance4 and

sickness compensation continued to grow, although there are signs of a trend

reversal with respect to sickness allowance. The proportion of women among

people on long-term sick leave rose by five percentage points between 1996 and

2002. Simultaneously, unemployment and social assistance decreased more slowly

and labour-market measures were intensified. In 2002, the population aged

20–64 made up 59% of the total. Nearly a fifth of this group (counted as fulltime

equivalents) subsisted on social benefits in 2002. This proportion was higher

than in 2001 but comparable to the figure for 1994, when the proportion peaked

at 22.7%.5

To meet the challenge of an ageing population, the Government will take

measures to boost employment for both sexes among young people, immigrants,

the unemployed and older workers, and also to make it easier for people on

long-term sick leave to return to work. Measures of great importance are those

to promote training and skills development, encourage greater occupational and

geographical mobility, reduce the aggregate marginal effects of the tax and benefit

systems and implement an effective labour-market and rehabilitation policy

focusing on activation and individualisation.
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4Since 1 January 2003, the disability-pension system has been superseded by activity and sickness compensation.

Accordingly, compensation is linked to health insurance instead of pension insurance. People aged below 30 receive

activity compensation and all others receive sickness compensation. In Statistics Sweden’s Labour Market Surveys,

recipients of sickness allowance who have jobs are counted as employed.

5Press release No. 2003:224 from Statistics Sweden.

Promoting quality and productivity at work

To attain the common objective of more and better jobs, quality at work is a

central concept. The term ‘quality at work’ refers to efforts to bring about a

world of work that is sustainable in the long term and that encourages and

enables both women and men of working age to enter, develop and remain in

the labour market. Improving quality at work is a key precondition for opening

up the labour market to everyone, and to both sexes, thereby improving our

prospects of meeting the challenge of an ageing population and increasing sick

leave, which may result in labour scarcity.

Quality at work is a comprehensive, multidimensional concept. Enhanced

quality at work strengthens competitiveness and is thereby conducive to more

rapid growth, while also improving the employees’ situation. In this context

Sweden seeks to emphasise, in particular, the importance of a good working

environment, a flourishing civic dialogue, modern work organisation affording

good prospects for work/life balance, and a sound balance between flexibility and

security in the labour market. In a knowledge-intensive society, organisations

need to evolve in interaction with employees and customers, to attain commercial

objectives and simultaneously afford a good working environment. How the

Government works to promote these elements are described in detail under the

respective Guidelines.

In the late 1990s, productivity trends in Sweden were very good. Between

1997 and 2001, labour productivity6 rose by just over 1.8% annually, against just

under 1.2% in the EU.7 However, Sweden’s level of labour productivity is slightly

below the EU average.8

There is a clear connection between improved quality at work and increased

employment, productivity and growth. A world of work that combats ill-health

and exclusion, provides chances for men and women alike to develop and cope

with changes, and includes modern work organisations that enable individuals to

utilise their full potential is one that also promotes productivity and, by the

same token, growth and employment. Given the ageing population, the labour

supply is expected to yield a smaller contribution to growth in the years ahead, as

the population of working age decreases. This means that, to sustain good living

standards, promoting productivity development is of the utmost importance.

In this context, lifelong learning and effective investments in human capital, in

particular, have a key role to play in ensuring an adaptable labour force that can

respond to changes. Effective job matching combined with increased geographical

and occupational mobility, so that better use is made of people’s qualifications and

skills, is vital to meet labour-market needs, counteract bottlenecks and increase
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6In terms of GDP per economically active person.

7Eurostat, the Statistical Office of the European Communities.

8Swedish labour productivity, in terms of GDP per hour worked, was 92.4% of the EU figure in 2001 (Eurostat).

productivity. Enhanced gender equality is also necessary for optimal utilisation of

the labour force’s potential. The Government’s policy of boosting productivity

also includes measures to enhance competition in the business sector and to

develop deregulated markets in the telecommunications, transport and energy

sectors. Promoting investments in, and using, new information and communications

technology (ICT) are also key features of the Government’s policy for

boosting productivity.

Strengthening social cohesion and inclusion

To assist implementation of the Lisbon strategy and its objectives, Sweden seeks to

develop and modernise the European social model into one of an active welfare

state that is conducive to activation, mobility and individual security, and

encourages employment and growth. This paves the way for increasing prosperity,

for the individual and society alike. Swedish welfare policy is based on an economic

policy of full employment for men and women, a general system of universal

social insurance9 and access to childcare for every child.

Employment is crucial to good social cohesion. Unemployed and economically

inactive people should therefore be given better chances of becoming integrated

into the labour market. This is also vital in view of current demographic trends.

A high employment rate affords more even distribution of wages and working

time, counteracts income gaps and enables individuals to influence their own

incomes and living standards.

One challenge in the years ahead is to reduce the long-term need for social

assistance. The Government’s national objective for increased equity and welfare

is that the number of people in need of social assistance, in terms of whole-year

equivalents, should be halved between 1999 and 2004. While both the costs of

social assistance and the number of households subsisting on benefits have fallen

considerably since 1997, the long-term need for social assistance10 has not

decreased. Long-term dependence on social assistance is more common among

women than among men, and also relatively common among young and foreignborn

people. The most frequent reason for a long-term need for social assistance

is unemployment without benefit, and rising employment is the dominant single

reason why the need for social assistance has decreased since the mid-1990s.

Worsening market conditions with slack employment trends make the objective

more difficult to reach, and employment is not rising enough for its attainment.

Alongside labour-market policy, measures directed specifically at groups at a disadvantage

in the labour market, such as immigrants, are also required. More efficient

work methods and enhanced collaboration among stakeholders at local
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9 The social-insurance system covers everyone who is resident or working in Sweden, irrespective of nationality.

10 Households receiving social assistance for at least 10 months in any one year.

level are particularly important measures for reducing the need for social assistance.

For the target to be attained, youth employment should also increase.

Long-term, sustainable work to enhance social cohesion calls for both

national and local measures. Here, the municipalities and county councils, in

particular, have a key part to play since they are responsible for functions that

are central to human welfare. Close collaboration with other organisations concerned,

individuals and the social partners is also important. Equivalent highquality

education for all plays a key role in promoting social cohesion. Measures

to increase social cohesion are also dealt with in the Swedish Action Plan

Against Poverty and Social Exclusion 2003–2005.
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Active and preventive measures for

the unemployed and inactive

A well-functioning labour market with

full employment

The overall objective of Swedish labour-market policy will be more clearly defined

from 2004: ‘to contribute to a well-functioning labour market’. Combined with

other policies, the intention is for labour-market policy to assist in the attainment

of full employment and strong economic growth. The focus on work and skills

is the foundation of labour-market policy. To promote rapid filling of vacancies

and counteract long-term unemployment and exclusion from the labour market,

measures that enhance unemployed people’s chances of obtaining regular jobs

are given priority. The intention is for labour-market policy to focus on three

main functions – job placement, measures to offset labour shortages and action

to assist people with particular difficulties in finding employment – while confirming

the role of unemployment insurance as readjustment insurance.

The overall objective has been broken down into more specific operative targets

for the public employment service (PES). For example, the duration of

unemployment and the number of long-term jobseekers registered11 with the

PES are to be reduced. During 2002, the number of the long-term unemployed

fell by 16% compared with 2001 and the objective of reducing the number of

long-term registered jobseekers was attained: the numbers of women and men

GUIDELINE

1

11 ‘Long-term registered jobseekers’ are those who have been registered with the PES for more than two years and have

not held a job for more than 30 days. The aim is for the average total number of long-term registered jobseekers in

Sweden to be no more than 42,000.
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decreased by 2,000 and 1,500 respectively. The majority of those who ceased to

be long-term registered jobseekers entered employment.

One precondition for individuals’ integration in the labour market is that they

have had good education and training. Labour-market policy is therefore geared

largely towards skills-enhancing measures. This also promotes quality at work,

which may result in increased productivity and greater labour-market integration.

To reduce the duration of unemployment, it is vital to ascertain jobseekers’

capacity. Inducing them to maintain their job-search intensity and broaden their

search, in geographical and occupational terms and by such means as personalised

action plans, is also important. The personalised action plan is a key tool for identifying

which labour-market policy programmes may be relevant for the jobseeker

concerned. The aim is for each jobseeker to have such an action plan within three

months of becoming unemployed. In the first quarter of 2003, 76% of both male

and female jobseekers stated that they had personalised action plans12.

Targets in the EES: Member states will ensure that every unemployed

person is offered a new start before reaching six months of unemployment

in the case of young people, and 12 months of unemployment in the case of

adults, in the form of training, retraining, work practice, a job, or other

employability measure, combined where appropriate with ongoing

job-search assistance.

Sweden’s outcome in relation to the targets: Of people aged below 25, more

than 97% – 98% of women and 97% of men – have been offered a new start

in the form of employment or an employability measure. The corresponding

proportion among adults is 83% (85% for women and 80% for men).

Sweden’s assessment is that the targets have been fulfilled within the specified

time limits. All the above figures relate to 2002.

Target in the EES: Member States will ensure that by 2010, 25% of the

long-term unemployed participate in an active measure in the form of

training, retraining, work practice, or other employability measure, with the

aim of achieving the average of the three most advanced Member States.

Sweden’s outcome in relation to the target

Sweden’s assessment is that this target has been fulfilled. The proportion of

long-term unemployed who participated in an active measure in 2002 was

50% – 45% and 54% for women and men respectively.

12 AMS continuously asks jobseekers whether they consider that they have personalised action plans. These surveys

provide data that supplement the registers of action plans kept by the PES, in which the figure is more than 95% both

for young people and for adults.

In labour-market policy, the groups that have most difficulty in finding work have

priority. This promotes social cohesion. These groups include the occupationally

disabled, immigrants and long-term registered jobseekers. The Government has

allocated special funds for employment for the occupationally disabled. The target

is these funds to assist 60,000 occupationally disabled people in obtaining

employment during 2003. In July 2003, just over 63,000 occupationally disabled

people were in employment13. The state-owned enterprise Samhall AB, too, performs

the function of creating meaningful jobs that afford personal development

for people with disabilities. See also Guideline 7 and Sweden’s action plan against

poverty and social exclusion, 2003–2005.

The Swedish labour market is gender-segregated, and men and women generally

differ in their vocational orientation. This represents poor utilisation of aggregate

skills in the labour force and, accordingly, lower growth.Accordingly, there are

undeniable reasons for reducing gender segregation in the labour market.

Under the European Social Fund’s Objective 3, support is provided for such

purposes as skills development for unemployed people. Within Objective 3,

measures are also implemented that supplement and develop Sweden’s national

employment policy. These include measures directed at people with a non-Swedish

background and people with disabilities.

The extensive range of services available online allows resources to be reallocated

to more time-consuming programmes. The Swedish National Labour

Market Board’s (AMS) web site14 has some 700,000 unique visitors a month and

has received several awards and citations, for example at the European Government

Conference in July 2003. At EU level, too, job placement is a priority area for

Sweden.Work is under way in EURES (the network of European Employment

Services), the ‘PES Partners in Development’ initiative and other development

projects in collaboration with the new Member States.

To support the Government’s focus on work and skills, the regulations in

unemployment insurance have been clarified. Labour-market training is one key

means of meeting requirements and making occupational mobility possible.

People who have no marketable skills can attend preparatory training, which

equips them to proceed to regular vocational labour-market training.To ensure the

effectiveness of the labour-market policy programmes, especially labour-market

training, the loophole allowing people to qualify for a new benefit period in unemployment

insurance by participating in these programmes was closed in 2000.

GUIDELINE 1
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13These included just over 40,000 men and 23,000 women.

14See www.ams.se.

Effectiveness and efficiency of labour-market policy programmes

The Government ensures the effectiveness of labour-market policy measures by

defining targets and continuously monitoring AMS’s activities. One target is, for

example, that 70% of those who complete a labour-market training course should

have jobs within 90 days. In the period from January to April this year, results

have improved and the proportions for women and men respectively are now 64

and 62%.

The effectiveness of labour-market policy measures is also evaluated regularly

by the Institute for Labour Market Policy Evaluation (IFAU)15. IFAU’s primary

function is to carry out independent evaluations of labour-market policy measures,

and of how measures in the education system affect the labour market.

IFAU also studies the functioning of the labour market. Evaluations and examinations

of the effectiveness of labour-market policy are also conducted by the

Swedish Agency for Public Management on behalf of the Government, and the

Swedish National Audit Office16 on its own initiative.

Future measures to improve quality and effectiveness

To meet future labour requirements and prevent men and women from being

permanently excluded from the labour market, the labour reserve must be

mobilised. This reserve currently comprises young and older people, those born

outside Sweden and people with disabilities. Future labour-market policy will

focus even more on improving integration of immigrants and people who have

most difficulty in finding jobs. It is important for the orientation and content of

labour-market policy, in particular, to take into account gender differences in

capacity and prospects, and thereby reduce gender segregation. See also Guidelines

5, 6 and 7.

During 2003, the Government will review labour-market policy in order to

simplify structure and more clearly link Sweden’s national objectives to the

Employment Guidelines and the EU objectives. This is a task that will be continuously

evaluated and developed.

The proportion of unemployed men and women who state that they have a

personalised action plan rose during the first half of 2003. Official and individual

responsibilities are to be made clearer and more uniform. The Government will

submit proposals to realise the Riksdag’s intentions regarding the personalised

action plans more clearly.

During 2003, a pilot project involving workplace induction for immigrants who

lack experience of the Swedish labour market, and have difficulty in finding jobs,

will be conducted. Specially trained employment officers will also assist employees
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16Riksrevisionen, the new Swedish state audit institution, was set up on 1 July 2003 as an independent audit agency

under the Riksdag. It retains the English name of its predecessor, the Swedish National Audit Office.

and employers, while people already in employment are given opportunities for

bottleneck training (to remedy skills shortages) and evaluation of individuals’

skills and Swedish-language teaching are improved. See also Guidelines 3 and 7.

In this work, there should also be a focus on men’s and women’s potential

capacity for entering the labour market.

Future social policy, too, will focus on active and preventive measures. For

people on sick leave, measures will be oriented towards making changing jobs

easier.One such measure will be the introduction of a form of subsidised employment

for people on long-term sick leave. See also Guideline 5. In education policy,

efforts to enhance flexibility in order to improve people’s opportunities of combining

studies with work are continuing. See also Guideline 4.

For labour-market policy to have an impact in line with the Riksdag’s and the

Government’s intentions, its objectives, measures and priorities must be put into

effect without delay and the employment offices must be able to act flexibly in

response to changes in the labour market. AMS has therefore initiated large-scale

reform of the PES to improve its management by objectives and its performance

management. One aim is to create a more uniform range of services for employers

and for jobseekers of both sexes. Reform efforts also include developing both the

more labour-intensive services and what are known as the ‘self-service instruments’.

Development and improvement of AMS’s web site will continue.

A new public agency, the Swedish Unemployment Insurance Board (IAF), is

to be set up on 1 January 2004 with the function of exercising supervision and

inspection of unemployment insurance. This means, first, that IAF will take over

from AMS supervision of the unemployment-insurance funds and, secondly, that

IAF will supervise the manner in which the National Labour Market Administration

(comprising AMS, the county labour boards and the PES) performs its

functions with respect to unemployment insurance.All this may help to stimulate

target-oriented jobseeking further and result in full implementation of the regulatory

changes in unemployment insurance. See also Guideline 8.

According to IFAU’s evaluations, it is usually difficult to demonstrate statistically

significant effects of labour-market policy programmes on unemployment.

One reason for this is that programmes closely approximating to ordinary jobs have

major displacement effects. However, displacement – when a long-term unemployed

person is given a job in preference to one who has been unemployed only

for a short time – may be justified.There may be favourable effects on labour-force

participation. In accordance with the findings of the IFAU evaluations, efforts

are under way to improve the quality of the labour-market policy programmes and

to ensure that they are offered to specific target groups. The Government has

tightened the requirement of reporting back on the effectiveness of the labourmarket

policy programmes by means of in-depth analyses in AMS’s quarterly

reports to the Government.
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Job creation and entrepreneurship

The situation of business owners and

new business start-ups

Sweden has long had a good tradition of entrepreneurship and business activity.

However, compared with other countries, the proportion of the labour force

employed in the business sector today is relatively small, since more than a third

work in the public sector. Business owners make up 8.1% of the labour force,

and this figure gives Sweden an intermediate position in relation to other EU

Member States. Large companies have long dominated the Swedish business sector,

but they have diminished in recent years in favour of small and medium-sized

enterprises (SMEs). One clear trend is that the proportion of manufacturing companies

is decreasing.Today, they correspond to some 20% of all companies. As high

a proportion as 84% of the new business start-ups are in the service sector.

One in four Swedish business owners is a woman. This is a remarkably low figure,

considering that women make up nearly half the labour force.A survey conducted

by the Swedish Business Development Agency (NUTEK) nonetheless suggests

that women who run companies, in fact, perceive smaller obstacles to growth

in terms of access to capital, staff, regulations, etc than their male counterparts.

The NUTEK survey shows, moreover, that the biggest obstacles to growth are

stiff competition and lack of time on the business owners’ part. Companies also

perceive problems in securing capital and recruiting staff with specific skills.The

perceived lack of understanding of the basis of entrepreneneurship on the part

of public agencies is also often cited as a hindrance to growth, along with tax and

labour-law legislation. One risk to the stock of Swedish businesses that is receiving

growing attention is the difficulty older business owners face in retiring and

passing their companies on to the next generation.
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Objectives for entrepreneurship and innovation

Newly started and growing companies give an impetus to the overarching objective

of full employment. The basis for entrepreneurship will therefore be improved.

In 2003, the Government stated its intention to boost both the number of new

business start-ups and the number of people who run businesses. This ambition

is also established as a Swedish objective in the EU’s work to devise quantitative

targets for industrial policy, and has been emphasised since it is considered

important in terms of both growth and employment. Support for entrepreneurship

is a practicable means of boosting employment among immigrants and promoting

social cohesion. For both sexes, business owners make up a higher proportion of all

economically active people among those born abroad than among people born

in Sweden. However, among the foreign-born – just as among native Swedes –

many more men than women are self-employed.

To make better use of Sweden’s strong position in research and development,

the Government has started developing an innovation strategy. The aim is to

strengthen capacity to translate knowledge into sustainable growth and new job

opportunities. The proportion of research-related companies is to rise.Work on

developing targets and measuring methods for the new innovation strategy started

in 2002. This year, the Swedish Agency for Innovation Systems (VINNOVA) has

been instructed to review regulations and structures for commercialisation of

research findings from universities and colleges. Also this year, VINNOVA has

received a temporary grant of SEK 30 million to start an ‘incubator programme’, i.e.

one involving organisations that support newly started research-based enterprises.

Environmental technology sector is one future growth sector, with a rapidly

expanding world market. Sweden has comparative competitive advantages in this

field, and should have good future prospects on this market. The Government

is therefore investing SEK 10 million in financing the establishment of centres for,

and special initiatives in, environmentally driven business development and environmental-

technology exports. The Government sees it as desirable to strengthen

the link between the public and private sector with respect to research, technological

development, commercialisation and internationalisation of Swedish environmental

technology. Another area of growth potential that has been identified

is better-designed services and products. The Government therefore supports

parts of the action plan drawn up by the Swedish Industrial Design Foundation

and the Swedish Society of Crafts and Design for the Swedish Year of Design

2005. This action plan will improve opportunities for companies both within and

outside the design sector.

To attain the objectives of more new enterprises and business owners, the

Government is implementing various measures. These include improving legislative

rules concerning entrepreneurship; providing support for entrepreneurship
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within groups at a disadvantage, in particular; and integrating entrepreneurship

into education and various forms of training.

Improving conditions for entrepreneurship through legislation

In its industrial policy, the Government lays great emphasis on generating favourable

conditions for business start-ups and in which established companies can

grow.With this ambition it is important, first, to identify appropriate regulations

and, secondly, to simplify or reduce the sphere of the regulations. The Institute

for Growth Policy Studies (ITPS) has, on behalf of the Government, proposed a

method of measuring business owners’ administrative burden. The Government

intends, during autumn 2003, to initiate trial measurement using this model. It

will then be able to present a target for reducing the burden.

Both prospective and established business owners need easily accessible,

clear information about the regulations that govern their activities. The central

government has a part to play in informing and advising companies. To reduce

processing times for registering start-ups, the option of registering a sole proprietorship

electronically was extended to limited companies, trading partnerships and

other forms of enterprise. An action programme comprising both regulatory simplification

and improved agency services will also be drawn up.

The Government is also striving to create tax regulations for various forms

of SMEs and their owners that, as far as possible, are uniform and simple. These

facilitate, for example, the transitions between forms of enterprise that are often

a natural feature of companies’ business development. Through reliefs afforded

by changes in certain tax rules, tax on SME leaders is to be reduced by a total of

SEK 1 billion. The focus is on improving conditions for small companies, in particular.

Later in autumn 2003, gift tax is to be modified to simplify generation

changes in small family businesses. Last year, a commission of inquiry presented

proposals for reformed taxes on trading partnerships.The Government will decide

on these proposals in conjunction with its further work to reform tax regulations

for SMEs.

Support for entrepreneurship

To strengthen social cohesion and promote increased employment, the Government

is working to make it easier for groups that are disadvantaged in the labour

market or under-represented among present-day business owners to start their

own businesses. The Government has therefore instructed NUTEK to distribute

SEK 42 million during 2002–2004, in programmes addressed specially at immigrants

and women. To date some two-thirds of the funds have been spent on

supporting women’s entrepreneurship17. However, no separate accounts are kept

on female immigrants’ share of the funds advanced to immigrants. The Government

is also increasing support for cooperative entrepreneurship by SEK 30
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SEK 240 million in the budget proposal for 2004.

million during the period 2002–2004. Unemployed people, and in the regionaldevelopment

support areas also employees, have the option of applying for grants

to start their own businesses. In 2002 11,000 applications were approved at a cost

of SEK 1 billion. Several projects are also being conducted in Equal, the Community

Initiative, to facilitate entrepreneurship among disadvantaged groups, in

particular.

The Government is also working, within existing resource limits, to improve

the supply of capital to companies in order to stimulate their growth. These initiatives

are intended to supplement the commercial services available on the market.

A general microloan administered by ALMI Företagspartner AB was introduced

at the beginning of 2003 and other new forms of financing, such as provision

of seed capital for projects with high growth potential, are being developed.

A Swedish Government Official Report of autumn 200218 clarifies the problems

connected with the numerous organisations engaged in business development.

The report proposes a joint ‘mailbox function’ for the purpose of facilitating

companies’ contacts with agencies and other organisations. The report has

been circulated for comment, and the Government is continuing to draft action

options to attain improved collaboration and coordination between stakeholders,

and a simpler system.

Training in entrepreneurship

Training in entrepreneurship and working for entrepreneurship for all are vital

means of attaining the objectives in this area. Students in higher education can

choose courses or programmes in entrepreneurship. Researchers are being encouraged,

on a growing scale, to commercialise their research. Compulsory and upper

secondary education should, in its entirety, promote pupils’ curiosity, initiative,

problem-solving ability, independence, etc. In addition, there are also specific

courses for project work and entrepreneurship, for example.

Several business owners’ organisations offer skills development for individuals

wishing to start their own businesses, or other further training for people who run

SMEs. These forms of training can help to enhance productivity and quality at

work. In a small number of counties, ALMI also arranges courses in starting a business,

for unemployed people and those at risk of becoming unemployed. Statistical

data on the courses, such as figures on the gender of participants, are not collected

centrally.

NUTEK has been commissioned by the Government to establish resource centres

of a new type – municipal colleges of entrepreneurship and technology – to

supplement other training institutions. The purpose is to create gender-equal

arenas where as many women as men can approach technically oriented activities

and be encouraged to engage in development and entrepreneurship. The pilot

project began in 2002 and is to continue for three years.
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Address change and promote adaptability

and mobility in the labour market

Flexibility and security in the Swedish labour market

The Swedish labour market is characterised by strong trade unions and employer

associations, and a high degree of organisation. Some 85% of employees belong to

unions. The social partners deal with many issues by means of collective agreements;

examples are pay rates, holidays, the duration and disposition of working

time and other terms and conditions of employment, to adapt regulation to the

needs that exist in a particular sector or at a specific workplace. This enables

flexibility to be attained in activities and permits restructuring, while ensuring

that employees’ needs for security and predictability are met

A growing number of companies are working to generate a corporate culture

characterised by social responsibility over and above their statutory obligations.

Through a joint initiative known as ‘Global Responsibility’19 – involving the

business sector, trade unions, voluntary organisations, the Government Offices

and central-government agencies – the Government is seeking to promote companies’

extended responsibility.Within Equal, the Community Initiative, several

projects are also under way to develop businesses’ social responsibility.

The social partners emphasise that working-time issues are a central element

in negotiations between the parties. Various models of flexibility and workingtime

reduction occur. For just under half of employees, there are agreements to

introduce shortened working hours by means of allocations to a ‘working-hours

account’ or some similar arrangement. The funds can be withdrawn in the form
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of paid leave, extra pension or cash benefit. As a rule, the allocations correspond

to 0.5% of payroll expense annually. One example is the agreement between the

Swedish Paper Workers’ Union and the Swedish Forest Industries Federation, the

employer organisation, whereby the allocation for 2003 is 3.0% of pay. Out of

some 80% of all paper workers who have made a choice, 56% have opted for

paid leave, 11% for extra pension and 33% for cash benefit. To a larger extent,

women choose paid leave, while a higher proportion of men choose pension.20

To meet the need for new knowledge, existing skills must be developed continuously.

Flexible and smoothly functioning adult education and higher education

generate a capacity for lifelong learning and strengthens employees’ position in the

labour market. Under Guideline 4, access to lifelong learning is discussed in more

detail.

The rules governing wage guarantees in the event of bankruptcy are a form of

income security for employees whose employers go bankrupt. These guarantees

make it easier for individual employees to venture to apply for jobs in new business

start-ups and high-risk sectors, and this enhances flexibility in the labour market.

Working environment and conditions at work

Greater knowledge and understanding of the complex connections between the

working environment and ill-health are an important means of attaining favourable

public-health trends. The Government considers that aspects of the working

environment should be integrated into regular planning, management and operation

of activities, and that the repercussions on the working environment of all

decisions should be taken into account.To enhance social cohesion, the world of

work must be of such a nature as to afford opportunities for all individuals, including

those with a reduced work capacity. Effective supervision is a key component

of efforts to improve the working environment, especially at workplaces where

the working environment is worst. Local cooperation between the social partners,

and information and training inputs, are also important.

The social partners emphasise that their cooperation on issues relating to the

working environment has taken place mainly under the aegis of the agency known

formerly as the Swedish Joint Occupational Safety Council, and now as Prevent.

The parties involved in this cooperation are the Confederation of Swedish

Enterprise, the Swedish Trade Union Confederation (LO) and the Federation of

Salaried Employees in Industry and Services (PTK). Through their training and

publicity work, the partners have helped to prevent ill-health and accidents at

work and assumed responsibility for local health and safety work. Over nearly

30 years, more than a million employees, safety representatives and employers
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Confederation of Professional Employees (TCO) and the Swedish Confederation of Professional Associations (SACO).

have attended the ‘Better Working Environment’ training course –– one of the

largest initiatives in Swedish popular education of all time.21

A growing proportion of employees feel that their capacity to influence the

pace of work and their own work situation is limited. In 2001, in view of the

rise in long-term sick leave, the Government initiated a strategy for better health

at work and presented an 11-point programme. The strategy emphasises women’s

health. Among female employees, a considerably higher proportion are on longterm

sick leave than among men (62% and 38% of net days respectively), and

the women’s share is also increasing. Measures aimed at workplace changes to

prevent exclusion and reintegrate people into the labour market after sick leave

are particularly important. The Government has also introduced a requirement

that companies’ and municipalities’ annual reports include sickness absence. A

corresponding requirement has been prescribed for the central-government

agencies. See also Guideline 5.

Favourable working conditions and good health help more people to be economically

active, and boost growth. It is not only the working environment that

should be clarified: it is also important to see the overall picture when it comes

to the current rise in ill-health. Combining work and private life satisfactorily at

every stage of life, taking individual capacity into account, should be possible.

Partly in order to give the unemployed new chances of entering the labour

market, sabbatical leave is being introduced on a trial basis during the period

2002–2004.With sabbatical leave, an employee can take up to a year off work

and receive activity compensation, on condition that there is an unemployed

person registered at the PES who can stand in for the employee concerned. IFAU

performs the task of evaluating the labour-market effects of this trial, and the

National Institute for Working Life (NIWL) that of evaluating its health effects.

Over a long period, there has been a massive decline in the number of workrelated

fatal accidents22. Overall, accidents at work show a similar trend. Nevertheless,

over the past few years the trend of the relative number of occupational

accidents has bottomed out slightly, and for some causes of accidents an increase

is taking place. The number of accidents at work is slightly higher for men than for

women. Sweden’s rate of occupational accidents is less than half that of the EU as

a whole in terms of the number, per 100,000 employees, of reported accidents at

work resulting in more than three days’ sick leave.

The number of cases of occupational illness has varied strikingly over a long

period, and this is partially explained by changes in the benefit regulations. Since

1997, a marked rise has been under way that largely coincides to a large extent

with the increase in sick leave. The number of occasions of occupational illness

reported is higher for women than for men and, moreover, the female rate is rising

more rapidly.
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The Swedish Confederation of Professional Associations (SACO) wishes to

emphasise SALTSA, the programme for working-life research in Europe. SALTSA

is a joint undertaking by the three Swedish confederations of trade unions – LO,

TCO and SACO – and NIWL. One of the three main lines of research in SALTSA

is work organisation, and in 2001 the report Sustainable Work Systems,

showing how sustainable work organisations can be achieved, was issued. Based

on this report, the three above-mentioned confederations issued a joint publication

stressing the importance of leadership and participation to create good

working environments.23

Occupational and geographical mobility

A smoothly functioning, flexible labour market also requires occupational and

geographical mobility. The unemployment-benefit reform calls for geographical

and occupational broadening of jobseeking after the first 100 days’ benefit. This

change has resulted in a marginal geographical extension of the average job

search. Regarding occupational mobility, too, there are signs of extended jobseeking:

66% of people who, in the past month, reached a total of 100 days’ benefit

were found to be applying for work in at least two occupations –– an

increase of 16%.24 In general, women seek jobs in more than one occupation to

a larger extent than men, but men seek jobs in other locations to a higher

degree. However, men extend their job searches, both occupationally and in

terms of location, slightly more than women after the first 100 days.

To disseminate information and facilitate cross-border mobility, almost every

EU Member State has set up a National Reference Point (NRP) for Vocational

Qualifications. The Swedish NRP has developed a web site25 that provides information

about basic vocational training in Sweden, and issued explanatory notes

to accompany upper secondary school certificates to make them intelligible in

other countries as well.

Target in the EES: By 2005, jobseekers throughout the EU should be able

to consult all job vacancies advertised through Member States’ employment

services.

Sweden’s outcome in relation to the target: Sweden is actively participating in

the development of the EURES (European Employment Services) network.

One key element in this work is identifying, in cooperation with the

Commission, technical solutions that make it possible to attain the target.
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Measures to promote adaptability and mobility in

the labour market

To promote adaptability and mobility in the labour market, the Government has

initiated a multitude of measures.

On behalf of the Government, NIWL has reviewed portions of the labour-law

regulatory framework to ensure that it fulfils the requirements of security and

influence for employees within a flexible and effective labour market.

The Government Committee for New Regulations on Working Hours and

Annual Leave (KNAS) has carried out an overview of the Working Hours Act,

the Annual Leave Act and other legislation on leave in Sweden.

The Government is continuing to work for more humane conditions at work

and to reduce ill-health.To promote better working conditions, the Swedish Work

Environment Authority’s supervisory activities are being strengthened and a

commission of inquiry is being appointed to investigate certain matters relating

to occupational health services. The Government has proposed making part-time

sick leave easier to obtain. A system based on financial incentives to reduce illhealth

will be introduced during 2004. During autumn 2003, the Government

will discuss the matter with the social partners. See also Guideline 5.

As a contribution to work to promote restructuring in the labour market, a

special investigator submitted a report to the Government on more active support

for people who are made redundant. The report recommends an agreement for

the whole labour market whereby employers are given greater responsibility for

employees’ adjustment, especially where older workers and people with a low

level of education are concerned. Today, there are labour-market restructuring

agreements in a few collective-bargaining sectors and surveys show that these

have had a beneficial effect at individual level. The Government is carefully

monitoring developments and agrees with the assessment in the report that the

forms of new agreements should be decided upon by the social partners.

LO wishes to emphasise the importance of finding forms for reducing the

risk of long-term unemployment, with prompt measures including well-designed

labour-market restructuring agreements similar to those already in force for

salaried employees.26

There is a risk of recruitment problems in the public sector and industry alike

becoming more severe in the future. In healthcare and social care, building and

construction, and the education system, labour shortages are expected to be substantial

in the long term. To meet the labour market’s skills needs in bottleneck

occupations, such as healthcare and social care, the Government has decided to

initiate a three-year project in which 3,300 people who are already in work will
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obtain access to labour-market training.As with all other labour-market training,

the project is to be designed in such a way as to counteract gender segregation

in the labour market and help promote gender equality and enhanced diversity

at work. Priority is to be given to people with university and college degrees

obtained outside Sweden who are not employed in occupations that match their

proficiency level but who, through supplementary training, are expected to be

able to take jobs that make use of their knowledge and skills.

In collaboration with the Confederation of Swedish Enterprise, the Government

has set up a committee for the purpose of making better use of the business

sector’s commitment to the work of integrating immigrants into the labour

market. This committee is also to propose the manner in which close collaboration

in this area between companies and public agencies can be achieved. See also

Guideline 7.

In autumn 2002, a commission of inquiry was appointed to review the labourmarket

policy instruments with the aim of promoting geographical mobility.

The resulting report has now been circulated for comment.

Validation is vital to promote mobility and counteract labour shortages. Both

the education system and the world of work should be engaged in validation.The

Government intends to appoint a Validation Delegation to ensure better valuation

and use of people’s actual knowledge and skills. From 2003, there are also new

regulations in force whereby people who, thanks to their Swedish or foreign

education, practical experience or other circumstances, are capable of undergoing

higher education should also be regarded as eligible for admission to universities

and colleges. This reform is aimed at enhancing access to higher education and

promoting adaptability.Within the European Social Funds, too, programmes are

being conducted to develop methods of validation.
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Promote development of human capital

and lifelong learning

Lifelong learning and a well functioning labour market

Lifelong learning for all is a precondition for a smoothly functioning labour market

and for the promotion of equal opportunities, personal development and democracy.

Lifelong learning is supported by means of educational policy in the form

of the formal education system, popular education and study support; industrial

policy in the form of workplace skills-development measures; labour-market policy

in the form of active labour-market programmes; and social policy in the form

of training measures for rehabilitation and inputs within the Structural Funds.

Individuals’ position in the labour market is strengthened by lifelong learning,

which helps to achieve the objectives of full employment, increased social cohesion,

and quality and productivity at work. The education system helps to provide

skilled labour, counteract skills shortages and prevent the loss of competence that

may arise as a result of unemployment. Education and training to counteract

bottlenecks are reported under Guideline 3.

Labour-market organisations emphasise that they give priority to skills development,

since it enhances competitiveness, employability and security, permits

favourable pay trends and promotes gender equality.27
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Compulsory schooling and upper secondary education

Pre-school is the first stage in lifelong learning. Research and experience show

that early educational inputs reduce the risk of interrupted studies later on. From

2003, there is public pre-schooling free of charge for all children aged four and

five. This gives every child an opportunity of obtaining a basis for further learning.

The objective is that the proportion of children with pass grades, both at compulsory

school and at upper secondary school, should rise.At the end of 2002, the

share of pupils with pass grades in all subjects at compulsory school was 74.6%.

Target in the EES: At least 85% of 22-year olds in the European Union

should have completed upper secondary education.

Sweden’s outcome in relation to the target: In 2002, 86.5% of 22-year-olds had

completed upper secondary education, the proportions for women and men being

87.5% and 85.4% respectively28. Sweden aims to raise this proportion further.

Target in the EES29: An EU average rate of no more than 10% early school

leavers.

Sweden’s outcome in relation to the target: In 2002, 10.4% of an annual

cohort of pupils in youth education left school prematurely.30 The proportions

among men and women were 11.4% and 9.3% respectively.

The Government considers that full upper secondary education is essential for

good integration in the labour market. For those who do not receive pass grades

in the subjects that give eligibility for higher education, there are individual programmes

that aim to fill pupils’ knowledge gaps and prepare them, in other ways

as well, for later completion of upper secondary education through studies in a

national upper secondary study programme.

The municipalities are obliged to offer all young people aged up to 20 an

upper secondary education. Some 73% of an annual cohort complete their upper

secondary education and attain leaving certificates within four years: 69% of boys

and 76% of girls.Within adult education, corresponding qualifications adapted to

individual needs and wishes can be obtained.Thus, the proportion of people with

upper secondary education rises when measurements include higher age groups

(see the target).

The Government gives priority to measures for pupils at risk for leaving school

prematurely, The purpose of the new Swedish National Agency for School
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30Eurostat.

Improvement is to work for an increase in the proportion of pupils in pre-school

and compulsory school who reach the targets in areas characterised by social and

ethnic segregation.

Equal, the Community Initiative, includes several projects aimed at boosting

motivation among adolescents with little interest in traditional school work, and

inadequate basic knowledge, by means of new educational approaches.

Post-secondary education

To meet labour-market needs, advanced vocational education (AVE) was introduced

as a regular form of post-secondary education in 2002. AVE courses, in

which workplace training takes up a third of the study period, are designed in

close collaboration between employers and various education providers. More

than 80% of students obtain jobs after their training. The proportion of men in

AVE in 2002 was roughly 54%, and that of women 46%. In May 2003, Sweden

hosted a Peer Review for the purpose of imparting its AVE experience to other

EU Member States.

A major expansion of higher education has been implemented. The Government’s

long-term target is that 50% of an annual cohort should have started

studying in higher education by the age of 25. In 2002, the transition rate to

higher education was 43% among 25-year-olds. Some 60% of those who proceeded

to higher education were women, and 40% men.

To ensure a high level of teaching skills among teachers in universities and

university colleges, teacher-training or equivalent requirements have been introduced.

In higher education, there is a course of studies that confers eligibility,

known as the ‘base year’. This helps to broaden recruitment for higher studies.

In addition, efforts are under way to induce more women to enrol for courses in

technical subjects, and more men for teacher-training and healthcare courses.To

increase flexibility in higher education, universities and university colleges have

been collaborating, since 2002, to provide ICT-supported distance education

under the aegis of the Swedish Net University.

Target in the EES: The average level of participation in lifelong learning

in the European Union should be at least 12.5% of the adult working-age

population (25–64 age group).

Sweden’s outcome in relation to the target: In 2002, 18.4% of Sweden’s

population aged 25–64 were participating in some form of education.

The male rate was 15.7% and the female rate 21.2%. Accordingly, Sweden

has attained the target with a good margin in both groups, but the gender

gap in participation is large.

SWEDEN’S ACTION PLAN FOR EMPLOYMENT 2003

34

GUIDELINE 4

The purpose of adult education is to offer training and support for learning when,

and where, the individual needs it, and to pave the way for lifelong learning.

More women than men participate in adult education. During autumn 2002, 32%

of students in municipal adult education were men and 68% women. Individualised

support gives both male and female students greater chances of combining

learning with their working and private lives. All employees, irrespective

of who their employers are, are entitled to educational leave.31

Setting up ‘learning centres’ is also important for those who need to study at

unusual times, at their own pace, and have difficulty in otherwise benefiting from

the range of courses that are not available in their own areas. Besides municipal

adult education, learning centres often provide higher education at a distance.

The combination of public education free of charge and a generous studysupport

system helps to make multilevel education available to broad segments

of society. Study support, which is the form of financial support that most students

receive, comprise both a grant portion and a loan portion. The grant portion

is payable up to the year of the student’s 50th birthday, and in some cases up to

55. From 2003, a recruitment grant is paid for students in adult education at

compulsory-school or upper secondary level, to facilitate recruitment of people

who would not study otherwise.

Vocational training and skills development at the workplace

Sweden has a long tradition of vocational training and skills development at

work. Close collaboration with the social partners is important to satisfy both

the employers’ and the employees’ needs to develop new knowledge.

The social partners emphasise their view that it is important for pay rates and

employment conditions to encourage employees’ continuous skills development.

Existing collective agreements on skills development afford ample opportunities

for local cooperation. The funding is governed by the needs and requirements of

the sector concerned. The employer defrays the cost of work-related skills development,

but in some cases shares it with the employee. Some pay agreements

specify that a certain percentage of payroll expense should be allocated by the

employer annually for development of staff skills, work organisation, etc. If the

local social partners fail to agree how this sum should be allocated, individual pay

rises averaging 0.3% annually are given.32

Within the European Social Fund’s Objective 3 programme, support is provided

for such purposes as skills development for employees in businesses, the

public sector and organisations, and also self-employed people. From the start of

Objective 3 in October 2000 up to and including July 2003, projects of this type
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31Act (1974:981) on an Employee’s Right to Educational Leave.

32Passage contributed by the Confederation of Swedish Enterprise, Swedish Association of Local Authorities,

Federation of Swedish County Councils, LO, TCO and SACO.

were initiated covering a total of 812,000 participants – 439,000 women and

373,000 men.

The social partners urge all stakeholders to make use of the Community

Structural Funds, and especially the European Social Fund, in ways that encourage

development of new initiatives relating to lifelong learning. A report on

measures taken at national level will be drawn up annually, and after three years

the partners at EU level will examine the results.33

Measures to sustain and develop lifelong learning

The Government’s strategy to promote lifelong learning entails measures at all

levels in the education system and the world of work.

Work to enhance quality in pre-school and youth education will continue to

reduce the risk of young people failing to complete their studies later on. It is

crucial to reduce the proportion of pupils who do not meet the objectives of

compulsory school. During spring 2003, the Government presented a quality

programme that includes, for example, measures for increased individualisation

and more rigorous state monitoring and supervision. The Government has allocated

funds for raising the teacher-pupil ratio at schools and in after-school centres.

A parliamentary commission has proposed a form of upper secondary education

that is better adapted to the modern labour market, designed to reduce

social bias in recruitment and make it attractive for more pupils to complete their

studies. The Government intends to present a Bill to this effect in spring 2004.

The municipalities’ responsibility for monitoring the education of young

people aged up to 20 is also to be reviewed. An overview of young people’s educational

opportunities aimed at enhancing their employability will be carried

out in conjunction with the forthcoming reforms of upper secondary education.

A commission of inquiry on access to higher education has been appointed.

One purpose is to improve young people’s chances of starting to study in higher

education immediately after upper secondary school. This should enhance effectiveness

and throughput in the education system. In higher education, teacher

training, the social study environment and individual subject areas are being developed

further. Further development of international collaboration, for example

within the Bologna process, to increase mobility and promote knowledge exchange

and people’s employability, has also taken place. Collaboration between universities

and university colleges, on the one hand, and the community at large is being

increasingly developed, and the Government is supporting this by means of various

initiatives.
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33Contribution from the Confederation of Swedish Enterprise, LO, TCO and SACO.

Work to make adult education more demand-driven is continuing. The idea is

that adult education should be individually oriented and flexible learning should

be supported by means, for example, of workplace and online supervision.

The Government will appoint a special delegation to promote development

of legitimacy, quality and validation methods over a four-year period. In addition,

the Government will instruct the National Agency for Education to develop an

online portal accessible to individuals, teachers and staff guidance officers, with

information both about courses and about occupations.

The social partners are emphasising the EU-wide agreement in the Social

Dialogue in March 2002 concerning a framework for skills development at work

as part of lifelong learning. Priority areas at various levels may be to identify

skills and qualification requirements; recognise and validate qualifications; and

provide information, support and guidance, and also effective and creative management

of assets, time and human resources.34

The social partners wish to emphasise that, this year, the Swedish partners

submitted a joint reply to the initial follow-up of the EU-wide agreement on

lifelong learning, and that collaboration will continue during the year to prepare

the two remaining follow-up studies.35

The unions emphasise Individual Learning Accounts (IKS) as a key measure.36

The Government submitted a bill of intent in spring 2002, and intends to return

to this matter.

The rising skills requirements in the world of work pinpoint the need for

short vocational training courses, which should be developed in collaboration

with the social partners. This applies, for example, to manual trades and crafts.
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34Contribution from the Confederation of Swedish Enterprise, Swedish Association of Local Authorities,

Federation of Swedish County Councils, LO, TCO and SACO.

35Contribution from the Confederation of Swedish Enterprise, Federation of Private Enterprises, Swedish Association of

Local Authorities, Federation of Swedish County Councils, LO, TCO and SACO.

36Contribution from LO, TCO and SACO.

Increase labour supply and promote active ageing

Demographic trends and labour-force participation

Current demographic trends mean that, in the future, a decreasing number of

people in work will have to support a growing number of economically inactive

people. Successful future financing of Sweden’s welfare systems calls for a policy

that promotes a large labour supply in every group. Table 5.1 shows the latest

aggregate population forecast. Demographic trends in Sweden up to 2010 entail

a slight increase in the dependency ratio37, which is set to rise further between

2010 and 2020. For the whole period between now and 2020, the dependency

ratio is expected to rise from its current level of just under 70% to over 78%.

In the 20–64 age group, the increase is distributed as shown in Table 5.2, which

also specifies labour-force participation in 2002.
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37Here, the dependency ratio is defined as the population aged under 20 and over 64 as a proportion of the population

in the 20–64 age group.
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Table 5.1. Forecast demographic change,%

Age

group 2002–2010 2010–2020 2002–2020

Women Men Total Women Men Total Women Men Total

0–19 -0.1 -0.3 -0.2 +4.3 +4.3 +4.3 +4.1 +4.0 +4.1

20–64 +3.0 +2.5 +2.7 +0.9 0.5 +0.7 +3.9 +3.0 +3.5

+ 65 +8.2 +17.3 +12.1 +15.4 +22.9 +18.8 +24.9 +44.2 +33.1

TOTAL +3.3 +4.0 +3.6 +4.6 +5.2 +4.9 +8.1 +8.7 +9.4

Source: Statistics Sweden (SCB), Sweden’s future population, 2003–2050.

As Table 5.2 shows, up to the year 2010 the increase will mainly be among the

youngest and oldest members of the 20–64 age group. In these age groups, labourforce

participation is comparatively low at present38. According to demographic

forecasts, as a proportion of the whole age group, the foreign-born members of

the 20–64 age group, a group that is comparatively less economically active, will

rise from some 14.6% in 2002 to around 15.8% in 2010. This demographic trend

in Sweden is similar to that in many other EU Member States.

In 2002 labour-force participation for women aged 20–64 was 79.3%. For

men in the same age group it was 83.9%. Compared with the rest of the EU,

Sweden has high labour-force participation. This is explained by women’s and older

workers’ relatively high rates. However, there are regional and local differences

and the Swedish labour market is still gender-segregated.Women often work in

low-paid occupations, in more junior positions, and more often part-time39.

Labour-force participation in the 60–64 age group in 2002 was, as in previous

years, substantially below the average, while the rate in the 55–59 age group was

on a par with the average. Over the past ten years, these two groups’ labour-force

participation has been virtually unchanged, while the other age groups have

reduced their labour-force participation. Before the economic crisis in the early

1990s, however, labour-force participation was higher in all age groups than it is

in Sweden today. In the other EU Member States, labour-force participation is

considerably lower among, for example, older workers and women. Accordingly,

Table 5.2. Forecast demographic change,%, 2002–2010, in working-age groups (20–64),

and labour-force participation in the different age groups in 2002.

Forecast demographic Labour-force participation rates in

change, 2002–2010 different age groups, 2002

Women Men Total Women Men Total

20–24 +19.3 +19.4 +19.3 63.6 68.3 66.0

25–29 -2.2 -2.7 -2.4 78.5 85.4 82.0

30–34 -7.0 -7.4 -7.2 83.8 90.8 87.4

35–39 -5.0 -6.8 -5.9 86.2 90.3 88.3

40–44 +10.2 +9.5 +9.8 88.2 89.9 89.1

45–49 +8.1 +8.8 +8.5 87.1 89.8 88.5

50–54 -4.7 -4.4 -4.5 85.8 88.3 87.0

55–59 -10.7 -11.7 -11.2 79.1 83.9 81.5

60–64 +28.2 +27.7 +27.9 53.3 60.0 56.6

20–64 +3.0 +2.5 +2.7 79.3 83.9 81.6

Sources: SCB, Sweden’s future population, 2003–2050 and SCB’s Labour Force Surveys, basic tables of annual averages

for 2002.
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38Labour-force participation is defined as the number of gainfully employed and unemployed people as a proportion of

the whole population in the age group concerned.

39Of gainfully employed women, two-thirds work full-time while the corresponding figure for men is 90%. Men’s and

women’s reasons for part-time employment also differ.

those countries are likely to have a larger labour-force reserve than Sweden.

In terms of labour supply, expressed in hours’ gainful employment per week

per person in work40, Sweden’s rate is slightly below the average for the EU. In

2002, average weekly working hours for people in work were 33.4 for women

and 39.4 for men. The difference between women’s and men’s average working

hours is, however, the smallest in the EU. Average weekly working hours in the

55–59 age group was 34.0 for women and 39.8 for men. In the 60–64 age group,

women worked an average of 31.2, and men an average of 36.5, hours a week.

This is, for the time being, a fairly encouraging picture: older women’s working

hours are slightly above the EU average, while older men’s working hours are on

a par with the EU average. However, there is much evidence that demographic

trends over the next ten years will cause the total number of hours’ gainful

employment in the economy to decrease, unless the average supply of labour

per person aged 20–64 rises above its current level.

There are, in particular, three groups in the population whose supply of labour

is relatively low. These are immigrants, young people and older workers. To boost

the overall labour supply, these three groups’ labour supply must increase while,

at the same time, people on long-term sick leave and recipients of sickness compensation

(formerly known as ‘disability pensioners’)41 are enabled to return to the

labour market.

Immigrants’ labour-force participation

Council Recommendation to Sweden in 2003: Sweden should strengthen

efforts to sustain labour supply in the long term by fully exploiting all

potential sources of labour, in particular through an increased participation

of immigrants.

According to the latest population forecast, the proportion of people born abroad

is expected to rise in all age groups, and in terms of the whole population from

11.8% in 2002 to 13.7% in 2010. If children of foreign-born residents of Sweden

are included, by 2020 just over a quarter of the population will have a non-Swedish

background. From the labour-market point of view, people born abroad have a

more favourable age composition than the rest of the population.At present, however

– regardless of age, education, gender,marital status and duration of domicile

in Sweden – their labour-force participation is lower than that of than native

Swedes.A third of all foreign-born inhabitants did not belong to the labour force

in 2002. The corresponding fraction among people born in Sweden was a fifth.
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40 ‘People in work’ means individuals in employment who are not temporarily absent during the measurement week.

‘Average working hours’ thus refers to the actual time worked during the measurement week.

41 On 1 January 2003, the early-retirement pension system was superseded by that of activity and sickness compensation.

Thus, compensation is now linked to health insurance instead of pension insurance. People aged under 30 receive

activity compensation and those aged 30 and over receive sickness compensation.

The position of foreign-born people in the labour market is inferior to that of native

Swedes. Immigrant women’s labour-force participation rate is just over 80% of

Swedish women’s rate, while the corresponding figure for immigrant men is just

under 81%. See also Guideline 7.

Young people born outside Sweden, too, find it relatively difficult to establish

themselves in the labour market and this, in view of the demographic forecast,

may have grave repercussions in the long term. Nevertheless, in the past few

years overall employment rate of foreign-born people has improved and unemployment

among foreign-born men and women alike has decreased, although

they still have a substantially worse position in the labour market than native

Swedes. See also Guideline 7.

Young people’s labour-force participation

Between 1990 and 2002, labour-force participation among young adults aged

20–24 fell from just under 81% for women and barely 84% for men to just

under 64% for women and just over 68% for men. One reason why more young

people do not belong to the labour force is that the number of places in postsecondary

education has risen and a growing number – young women to a higher

degree than young men – are choosing to study. As a result, education has

become more prolonged and young people’s entry into the labour market has

been postponed until a later age, while the labour force has simultaneously

become better qualified. However, one particularly worrying phenomenon is that

a growing number of young people are inactive, i.e. neither working, applying for

jobs nor studying.

Long-term sick leave and the labour supply

One critical trend affecting the labour supply is the increase in prolonged sick

leave, where the figures have risen more for women than for men. The Government’s

starting point is that activity is always preferable to passivity as a means

of returning to the world of work. Given women’s high sickness figures, the focus

is especially on women’s workplaces, working environments and working conditions.

A policy that strives to shift people on long-term sick leave more effectively

back to jobs calls for improved quality at work and helps to bring about strengthened

social cohesion. See also the Swedish Action Plan Against Poverty and Social

Exclusion 2003–2005.

In August 2003, the number of people on sick leave was 320,000, in terms

of whole-year equivalents. The number has varied over a long period owing, for

example, to fluctuations in the economic cycle and regulatory changes in health

insurance. Over the past five years the number of cases of prolonged sick leave, in

particular, has risen sharply. In August 2003, people who had been on sick leave for

more than a year numbered some 135,000, which is a very high figure compared
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with previous figures. This increase has been slightly more marked for women

than for men: the proportion of women among people on long-term sick leave

rose, during the period from 1996 to 2002, by five percentage points. Extended

periods of sick leave have increased mainly in the public sector (municipalities

and county councils), where most employees are women. Among people on

long-term sick leave, women make up some 65% and men roughly 35%.42

Sick leave of short duration has decreased over the past year, probably as a

result of worsening market conditions. The rise in the number of people on longterm

sick leave is serious, since there is a risk of it curbing the potential growth

of the labour supply in the long run. Prolonged sick leave is often succeeded by

periods of ‘sickness compensation’ (formerly ‘disability pension’), which some

492,000 people were receiving in August 2003.Women made up roughly 55%

and men 45% of this group.

Ever since the introduction of national health insurance in 1955, women have

taken more sick leave than men in proportion to their share of the labour force.

This gender gap has widened slightly over the past few years. Research indicates

that, to a larger extent than men, women are employed in occupations with an

inferior working environment, bear a double workload with gainful employment

and housework, and are less able to enjoy continuous periods of leisure and

recreation. Moreover, it shows that gender-role patterns mean that women are

obliged, to a larger extent than men, to renounce their personal needs.

Older workers’ labour-force participation

Labour-force participation among people aged 55–64 in Sweden is the highest

in the EU –– nearly 1.7 times higher than the EU average.

Agreed EU-wide target: The European Union should seek, by 2010, a

progressive increase of about five years in the effective average exit age

at which people stop working. This age was estimated at 59.9 in 2001

(in EU-15).

Sweden’s outcome in relation to the target: In 2001 the actual average

retirement age in Sweden was 62.0 years: 61.9 for women and 62.1 for men.43

Regarding actual retirement age, Sweden held a tied third place in the EU in 2001.

However, there is a trend towards falling labour-force participation among older

men. For older women, the trend used to be the opposite, but since the end of the

1990s labour-force participation has decreased in this group as well. Compared

with the EU average, older women are working long hours, while older men’s
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42Unlike most European countries, Sweden applies no maximum time limit to sick leave.

43Eurostat.

working hours are comparatively few. The existing differences between older

Swedish women and men with respect to their labour-force participation and

retirement age are due partly to the fact that, in old age, women’s health is

worse than men’s, although on average they live longer.

The job-security councils44 in the Swedish labour market are intended to work

in harmony with the focus on work and skills. In some parts of the public sector,

however, job-security agreements often entitle employees to start drawing pension

at the age of 60, but the employer is responsible for defraying the cost. This

should drive employers to devise arrangements enabling older men and women

to remain in the labour force and postpone their retirement. The majority of

employees who make use of job-security agreements belong to the older portion

of the labour force, and under the rules of these agreements conditions improve

progressively with advancing age.

Measures to increase the labour supply

and promote active ageing

To meet the challenge of an ageing population, the Government is constantly

reviewing possible means, such as legislative or other measures, of boosting the

supply of labour. A working group in the Government Offices was charged in

spring 2001, with reviewing the labour supply and assessing the measures undertaken

to date and the initiatives that would be required in the future.The group’s

report45 of December 2002 mainly identified three groups in which the labour

supply must be improved: young, older and foreign-born workers.

Making it easier for recipients of sickness compensation to take up employment

with ‘dormant’ sickness compensation on a trial basis is another key incentive.46

The national target of 80% regular employment for people aged 20–64 is

unchanged. The Government constantly monitors progress towards, and will

take steps to attain, this target.

Immigrants’ labour supply

To boost immigrants’ labour supply, their reception and induction in the labour

market and Swedish tuition for immigrants are currently being studied. Other

significant factors are the resources allocated for staff reinforcements in the PES,

aimed at strengthening the position on the market of people who have a foreign
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44 The job-security councils’ main task is to provide support for people who have been dismissed, or risk dismissal, owing

to labour scarcity. The councils’ activities are based on agreements between the social partners. These cover just

under a million workers, especially salaried staff in the private sector and central-government employees.

45 Ds 2002:30.

46 Early retirement pension/sickness compensation that is not disbursed during a period when the person concerned is

employed on a trial basis.

background, and the Government’s current collaboration with the Confederation

of Swedish Enterprise. Improved integration of immigrants into the

labour market results in a larger supply of labour and helps to strengthen social

cohesion and boost employment as well. It is important to obtain more detailed

information about immigrant women’s situation in the labour market, and to

study the factors underlying these women’s low labour-force participation compared

with immigrant men. See also Guidelines 3 and 7.

In view of such factors as the expected difficulties in safeguarding an adequate

future labour supply the Government intends, in the near future, to appoint a

parliamentary commission with the assignment of reviewing the regulations

governing labour immigration from countries outside the EU/EEA.

Young people’s labour supply

The Government has appointed a commission of inquiry to survey the category

of young people who are neither studying nor participating in the labour force

and, where necessary, propose concrete measures to improve their situation.

More young women than men choose to study at higher education institutions,

but in the group that neither study nor are economically active, the numbers of

men and women are equal. The National Labour Market Board will focus more

on youth unemployment to prevent young people starting their working lives

with long periods of unemployment. The Board has also undertaken to propose

ways of halving the number of long-term unemployed young people within a

year. In the education system, modification of admission regulations in higher

education is being investigated, one purpose being to reduce the average entry

age of students in higher education, and thereby making it possible for more

young people to start working at an earlier age.

Long-term sick leave and the labour supply

Council Recommendation to Sweden in 2003:

Sweden should reduce the numbers of people on long-term sick

leave by improving conditions of work, and adapting the regulatory

framework to promote an effective reintegration into the labour market.

The Government is continuing to work for reduced ill-health in the world of

work. The target is for the number of days’ sick leave to be halved between 2002

and 2008, and the number of new recipients of activity and sickness compensation

to decrease as well. The Government wishes to focus more on the working

capacity of individuals on sick leave than on their incapacity for work, and parttime

sick leave will be given priority. More people will be enabled to remain in
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47A person whose work capacity is impaired because of a disability is defined as occupationally disabled.

or return to work, and the occupationally disabled47 will be given job opportunities.

In addition, the medical reasons for sick leave should be defined more

precisely and clarified, and more attention paid to the negative repercussions of

passivisation in long-term sick leave.Women’s workplaces, working environments

and working conditions are special aspects addressed in the concerted efforts now

under way, since women are overrepresented among people on sick leave.

Many people on long-term sick leave have jobs that they cannot return to.To

make it easier for these people to re-enter regular employment, a temporary

form of employment subsidy48 has been devised. Moreover, a reform is being

implemented whereby unemployed people entitled to unemployment benefit

during illness will receive a payment from health insurance corresponding to the

amount paid out in unemployment benefit. The Government will, from yearend

2003, introduce means of financial coordination between the Social Insurance

Office, the County Labour Boards, municipalities and county councils, to improve

rehabilitation for those in need of composite measures.

Employers, too, must be given an impetus to induce them to take active steps

to prevent sick leave and make it easier for individuals to return to work after

illnesses and accidents. During 2004, the Government will therefore introduce

a system to improve financial incentives for employers to help their employees

to retain their jobs or obtain others that are better adapted to their particular

circumstances.To strengthen employers’ responsibility for early and active rehabilitation,

the sick-pay period49 has been extended from two to three weeks; this

change became effective on 1 July this year. The decision to introduce ‘high-cost

protection’ for SMEs has also been taken.

Older workers’ labour supply

The Government is taking a range of measures to boost incentives for employment

at a more advanced age and, in particular, increased labour-force participation

among women and immigrants.A parliamentary commission is working to propose

a long-term policy for the elderly. One focus of its work is on identifying, making

visible and influencing the obstacles to older people’s participation and development

in the world of work. The Government will undertake an open-ended

feasibility study of changes in regulations governing pensions, taxes and social

assistance, and their reciprocal effects, and put forward specific proposals to

enhance older workers’ motives and opportunities for gainful employment. In

addition, the compensation systems based on collective agreements will be surveyed

and their influence on the supply of older labour analysed.
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48An employment subsidy is one paid to employers to finance their recruitment of individuals who have difficulty in

obtaining regular employment.

49The portion of a period of sick leave during which the employer disburses pay to the employee.

50The pension rights a person has earned through domicile or employment.

The reformed pension system will provide clear incentives for older workers’

continued employment. All pension rights50 earned during every year in which

workers earn such rights are to be included in the basis for their final pension.

The pension system and its regulations are characterised by flexibility in the

transition from gainful employment to old-age pension. It is possible to retire

from the age of 61, and there are options of drawing pension at a full or partial

rate. The longer individuals choose to go on working, the higher their monthly

pension will be. See also the Swedish Action Plan Against Poverty and Social

Exclusion 2003–2005.

The high rate of long-term unemployment51 among older workers, especially

women, compared with the rate in younger age groups makes preventive efforts,

such as skills development and changed attitudes among employers, important.

This, in turn, may result in improved quality at work. The social partners and

interest organisations are key stakeholders and bear great responsibility in this

work. The Government has considered various possible amendments to statutes

and collective agreements that might strengthen older workers’ position in the

labour market. It is no longer, for example, permitted for the social partners to

reach agreements obliging employees to retire before the age of 67. People aged

57 and over are entitled to special subsidised employment if they have lacked a

regular job for 24 months and participated in the ‘activity guarantee’ for at least

three months52.

Since 2002, to boost employment among older workers, the Uppsala PES has

been conducting an Objective 3 project, addressed at unemployed people aged

over 50, in collaboration with the Job Foundation and the social partners. The

purpose is to enhance older workers’ chances of obtaining long-term employment

and to try out methods that can be implemented in the employment offices’

regular activities.

The social partners emphasise that they have a joint interest in helping to

bring about a rise in actual retirement age. To this end, the parties consider it

important for agreements on skills development to offer equivalent opportunities

for employees’ training and development, and for these agreements to be

genuinely implemented. To counteract early retirement, flexible forms of work

should be introduced by such means as active mentorship, as part of older workers’

downscaling of employment and younger workers’ workplace induction. New

career options should also be facilitated for employees in physically and mentally

demanding occupations, where the individual is not usually able to work until

the age of 65.53
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51In Sweden, people are defined as ‘long-term unemployed’ when they have been out of work for more than six months

(three months for young people).

52The ‘activity guarantee’ is a labour-market policy programme comprising individually adjusted full-time measures for

people who are, or are at risk of becoming, long-term unemployed.

53Sections contributed by the Confederation of Swedish Enterprise, LO, TCO and SACO.

Gender equality

Gender equality and women’s employment

Both the employment rate and the labour-force participation rate among women

in Sweden are comparatively high. In 2002, 73.4% of women in the 16–64 age

group were employed. Although there has been progress in strengthening women’s

position in society, a great deal of work remains to be done in order for a genderequal

society to be attained.

The overall objective of gender-equality policy is for women and men to

have the same opportunities, rights and obligations in all essential areas. Gender

equality is necessary to attain the aims of full employment, increased quality and

productivity and work and enhanced social cohesion.A gender-equality perspective

is to permeate the Government’s policy at all levels, in every policy area and at all

stages of decision-making processes. The purpose of the Act Concerning Equality

between Men and Women (otherwise known as ‘the Equal Opportunities Act’)

is to promote gender equality in the world of work. See also the Swedish Action

Plan Against Poverty and Social Exclusion in 2003–2005.

Since 1960, a growing number of women have become gainfully employed.

However, a pronounced gender gap exists in terms of sectors, occupations and

positions. Half of all employed women work in the public sector and half in the

private sector, while the corresponding figures for men are 20% and 80% respectively.

Women more often work in low-paid occupations and hold lower positions.

The gender-segregated labour market prevents mobility, which in turn means

poor utilisation of the aggregate skills possessed by the labour force and, accordingly,

lower growth.
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Infrastructure, too, is crucial to gender equality in the labour market since there

are major gender-conditioned differences in day-to-day mobility in the labour

market. Women’s local labour markets are more numerous and smaller, while

men’s are geographically larger. Overall, enabling people to seek jobs in large

local labour-market regions permits a higher degree of vocational specialisation

and boosts the labour supply.

The union partners emphasise their common interest in helping to make the

labour market less gender-segregated. One key aspect of this is continuous monitoring

of trends in this area.54

A law on the equal treatment of male and female students in higher education

has been in force since 2002. Agencies in the education sector have received

instructions to promote gender equality. Special ‘gender instructors’ have been

trained to support the work. For universities and colleges, there are recruitment

targets aimed at counteracting the gender gap among professors. For other staff

categories and students, each educational institution is to adopt its own local

recruitment targets.

Of gainfully employed women aged 20–64, 67% are employed full-time and

33% part-time. The corresponding figures for men are 92% and 8%.Thus, women

are in a majority among part-time workers in Sweden. The Government has

taken a range of measures to reduce part-time unemployment, one being the

HELA project in cooperation with public agencies. By the end of January 2003,

part-time unemployment had fallen by as much as 50% compared with November

1999. See also Guideline 5.The overall rate of open unemployment among women

was 3.6% in 2002. The corresponding rate for men was 4.4%.

The gender distribution of financial resources remains uneven. Even if differences

in vocational choice and sectoral affiliation are taken into account, pay

disparities between women and men are still substantial. Comparing men’s and

women’s average pay rates throughout the labour market, women’s earnings are

roughly 82% of men’s, in terms of full-time employment.Women’s higher share

of unpaid work reduces their opportunities for paid work, and this further

accentuates the uneven distribution of financial resources. According to more

stringent rules under the Equal Opportunities Act, employers are to survey

unjustified pay differentials and remedy them within three years.

The union partners have the assignment of implementing active measures to

counteract pay discrimination in the labour market, and they point out that they

have taken the initiative for projects and surveys to elucidate pay trends and pay

differentials between the sexes.55
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54Contribution from LO, TCO and SACO.

55Contribution from LO, TCO and SACO.

Work/life balance: a challenge to men and women alike

It is the Government’s ambition that gender differences in the amounts of parental

benefit drawn should decrease. In 2002, the duration of parental benefit was

extended by 30 days to a total of 480. Parents are equally entitled take these

days’ benefit. Each parent can let the other take over his or her entitlement, except

for 60 days, which are reserved for each parent. During 2002, fathers took roughly

15.5% of days’ parental benefit. Parental benefit can be drawn until children

reach the age of eight or complete their first year at school.Accordingly, it need

not be drawn full-time. Both parents are entitled to a reduction in working time

to 75% until the child is eight years old.

The compensation rate in parental insurance is 80% of the income that the

individual is expected to earn in the course of a year, subject to an upper limit56.

The social partners emphasise that they consider individual achievement of

a work/life balance highly important, for companies and their employees alike.

One example of initiatives taken to improve their chances of doing so is that, in

certain collective-bargaining sectors, the social partners have extended the regulations

for ‘pregnancy benefit’ to include men as well. In both the public and

the private sector, there are supplementary agreements that can supplement state

parental insurance and provide additional compensation.57

To enable women and men to participate in the labour force on equal terms and

to enhance quality at work, it is also paramount for parents to have good access

to childcare.

Agreed EU-wide target: By 2010, Member States should provide childcare to

at least 90% of children between three years old and the mandatory school

age and at least 33% of children under three years of age.

Sweden’s outcome in relation to the target: Parents are entitled to childcare

based on needs that arise owing to their work or studies. Children of parents

who are unemployed or on parental leave are also entitled to pre-school

places. In 2002, 65% of children aged from one to three, and 84% of those

aged four and five, were enrolled at pre-school.

The above target is defined in terms of the proportion of children enrolled at

pre-school. For children below the age of three, with the exception of those aged

below one year, the target has already been met. Of children aged between one

and two, 45.3% are enrolled in pre-school activities; for children aged from two
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56 Based on income qualifying for sickness allowance (SGI). No allowance is payable on incomes over 7.5 times the price

base amount, a figure used in official pension and social-insurance calculations. One price base amount (PBA) in

2003 is SEK 38,600. For 2004, the figure has been set at SEK 39,300.

57 Contribution from the Confederation of Swedish Enterprise, Swedish Association of Local Authorities, Federation of

Swedish County Councils, LO, TCO and SACO.

to three, the figure is 84.6%. The target is not attained for two age groups among

children aged from three to seven: for those aged three and four the proportion

is 88.8%, and for those aged six and seven it is 83.3%. The reason why the proportion

of children in pre-school activities or school childcare is so low for the

group of children aged six and seven is probably that most six-year-olds attend

pre-school classes and have no other need of childcare.

The maximum fee payable for childcare represents an upper limit to the

expenses a family may incur for care of their pre-school children, and this reduces

the marginal effects of income rises. For example, a dual-income family with a

gross income of SEK 41,100 a month and two children in pre-school pay 6% of

their disposable income, on average, on childcare fees. See also Guideline 8.

Measures to increase gender equality

A combination of integration of a gender-equality perspective and specific policy

measures is required for the gender-equality targets to be met. Areas that, as before,

will be emphasised in the Government’s gender-equality policy over the next few

years include equal pay for equivalent work, even distribution of power and

influence, and family policy.

One crucial aspect of bringing about more equal pay rates among men and

women is to break gender-segregation patterns in terms of occupations and positions.

Early inputs are vital. The nature of pre-school education has a major

bearing on long-term efforts to combat stereotyped gender roles and patterns.

The Government has therefore appointed a Delegation for Gender Equality at

Pre-school. Starting this year, all children will be offered places in municipal preschools

from the autumn term of the year in which they reach the age of four.

To reduce gender segregation, measures are under way in the County Labour

Boards, local employment offices and AMS. Starting in autumn 2003, AMS’s

‘Gender Desegregation Project’ will be extended. Initiatives in the education

sector for young children are crucially important to success in efforts to combat

gender segregation of the labour market. In all educational activities, women’s

and men’s equal rights and opportunities should be actively promoted and traditional

gender patterns combated. A Special Investigator has been assigned to

study gender-bound study and vocational choices that result in gender segregation

in the labour market.

The Government is endeavouring to reduce pay differentials between men

and women, and to induce men to increase their inputs in housework, and in

healthcare and social care of children and relatives.To reduce involuntary part-time

employment, the Government has allocated SEK 150 million for 2003–2005 to

encourage measures to reduce part-time unemployment.
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The Government also intends to propose a national action plan to abolish pay

differentials that represent gender discrimination. The Office of the Equal

Opportunities Ombudsman (JämO) has, as its main assignment, the function of

working to reduce unjustified pay differentials between men and women. Since

pay settlements are a matter for the social partners, the Government has

instructed the National Mediation Office, in consultation with JämO, to negotiate

with the social partners on gender equality in pay issues.The outcome of the social

partners’ work in this area will serve as a guide regarding the need for further

measures.

The Government’s intention, when the state of public finances permits, is to

raise the upper limit in parental insurance.58 Since more men than women earn

incomes, the Government hopes that this will help to boost the share of days’

parental benefit used by men.

National Institute for Working Life (NIWL) has performed an overview of

labour law. Its remit included assessing whether there is any need for strengthened

protection for employees who opt to use their entitlement to parental leave.

This proposal is currently being prepared in the Swedish Government Offices.

The Government has assigned the Commission on Social Aspects of Student

Life to analyse whether a child supplement should be introduced for all students

with children. The purpose is to devise effective means of easing the financial

situation of students who have children.

In the European Social Fund’s Objective 3 and Equal, gender equality is a

horizontal theme. Special gender-equality measures are also under way in these

programmes.
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58From 7.5 to 10 times the PBA (SEK 38,600 in 2003).

Promote integration of disadvantaged groups in the

labour market and combat discrimination

Introduction

The national employment target that 80% of people aged 20–64 should be in

regular employment by the year 2004 is a general one, applying also to people

with disabilities and immigrants of both sexes. Regular active labour-market policy

measures and education policy form the basis of the Swedish Government’s

measures to support people who have, or are expected to have in future, particular

difficulties in the labour market. The facts reported under this Guideline should

therefore be seen in the light of Guidelines 1 and 4. For a more complete picture,

see also the Swedish Action Plan Against Poverty and Social Exclusion in

2003–2005. Measures to support people who left school at an early age and/or

employees with a low level of education are described under Guideline 4.

Immigrants’ employment and integration policy

The overall national objective of integration policy is equal rights, obligations and

opportunities for all – women and men, irrespective of ethnic and cultural background.

Sweden’s structural transformation from an industrialised to a more knowledge-

intensive society has probably made it harder for immigrants to establish

themselves in the labour market. The unskilled jobs that used often to serve as

immigrants’ gateway to the labour market have decreased in number. Employers

have tightened up their requirements concerning culturally specific knowledge,

especially proficiency in the Swedish language. This development – which aggravates

many immigrants’ difficulties in the world of work – is also clearly con-
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nected with another major obstacle to immigrants and others of non-Swedish

ethnic origin in the labour market: the incidence of ethnic discrimination.

In 2002, the employment rate among foreign-born people was 60.5% –

57.3% for women and 63.7% for men. The corresponding figure for Swedish,

non-naturalised citizens59 was 76.8% – 75.7% for women and 77.9% for men.

A long-term downward employment trend for foreign nationals was, however,

reversed when an upturn in the economic cycle took place in 1997 (see Figure

7.1). The employment rate for this group had then fallen since the mid-70s60.

Since 1997, the employment rate for foreign nationals has risen faster than that

for the whole population. The increase has been larger for men than for women.

During the past year, however, the employment rate among foreign nationals has

fallen slightly. In general, immigrants today are, to a larger extent than native

Swedes, employed in occupations for which they are overqualified.

Source: Statistics Sweden.

Unemployment among the foreign-born in Sweden has also decreased sharply

since 1997. During the second half of 2002 it continued to decline, while the

unemployment rate rose slightly for Swedish non-naturalised citizens. Unemployment

is higher among men than among women who were born outside
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Table 7.1 Employment rates 2002, %.

Men Women Total

Swedish non-naturalised citizens 77.9 75.7 76.8

Foreign nationals 58.9 52.2 55.1

Foreign-born residents 63.7 57.3 60.5

Foreign-born residents born outside Europe 58.1 48.9 53.6

Source: Statistics Sweden’s Labour Force Survey.

59Swedes who have been Swedish citizens since birth.

60Data relating to foreign-born residents are not available.

Figure 7.1 Employment trends 1997– 2002, %

Sweden: 10.1% for men and 8.8% for women in the second half of 2002. This

gender gap among immigrants is, essentially, proportional to the gender difference

in unemployment rates throughout the labour force.

In 2001, 32.1% of foreign-born people aged 16–64 were excluded from the

labour force: 37.0% of women and 27.2% of men. The corresponding figures for

native Swedes were 20.2% overall and 22 and 18.5% for women and men

respectively. There is no clear explanation for the large gap between women’s

and men’s labour-force participation among the foreign-born. Knowledge of

immigrant women’s conditions in the labour market is inadequate. It is therefore

necessary to study in more detail which factors underlie these women’s low

labour-force participation in relation to immigrant men, and whether the causes

differ among various immigrant groups. This applies particularly in view of the

future efforts that will be necessary to make full use of the potential labour supply.

See also Guideline 5.

The labour-market trend among immigrants conforms to the economic cycle

in roughly the same way as for native Swedes, but for recently arrived immigrants

the variations appear to be more sensitive to the economic cycle. Moreover,

immigrants from geographically close regions have better chances in the world

of work than those from more remote regions.

Target in the EES: A significant reduction, in each Member State, in the

unemployment gaps between non-EU and EU nationals, according to any

national targets.

Sweden’s outcome in relation to the target: The unemployment gap between

non-EU nationals and the population as a whole has narrowed from around 31

percentage points in 1997 to some 11 percentage points in 2002. There are no

gender differences in this respect. Figure 1 illustrates this trend.

One explanation for the positive employment trend for people with a foreign

background is, of course, favourable market conditions. At the same time, the

Government’s assessment is that political measures have had a bearing on the

trend. The fact that the gap between immigrants’ and native Swedes’ unemployment

and employment rates has shrunk supports the Government’s view.

In this context, the social partners wish to emphasise the Labour Market

Integration Council61. This Council is further developing means of integration

into the labour market, and working to counteract ethnic discrimination and
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61The Labour Market Integration Council consists of the Confederation of Swedish Enterprise, Swedish Agency for

Government Employers, Federation of Swedish County Councils, Swedish Association of Local Authorities, Federation

of Social Insurance Offices, LO, TCO and SACO.

harassment at workplaces. The Council draws the attention of agencies and

politicians to structures that must change; visits workplaces, arranges research

and training seminars; and develops and disseminates information and training

material.62

Employment of people with disabilities and disability policy

The national objectives of disability policy are a community based on diversity;

a society of such a nature that people of all ages with disabilities can fully participate;

and equality in living conditions for boys and girls,women and men with

disabilities.

By the fourth quarter of 2002, employment among people with disabilities

had increased by 10 percentage points since 1996, compared with just over 3

percentage points for the whole population. At that time, the employment rate

for people with disabilities63 was 65%: 63.4% for women and 66.7% for men.

Unemployment was 4.6% – 4.8% for women and 4.5% for men. Of those who

stated that their working capacity was impaired, 5.8% were unemployed: 6.3%

of women and 5.2% of men. Not all people with disabilities consider that their

working capacity is impaired. It is important to find out more about the situation

of those who experience most difficulty in finding jobs. It may be emphasised

that among business owners, the proportion with disabilities corresponds to the

average for the population.

In the area of labour-market policy, the objectives of disability policy mean that

people with disabilities must enjoy the same opportunities as others to take part

in the world of work. People with disabilities are a priority group in all general

labour-market policy programmes, and there are a range of programmes reserved

specially for people with disabilities. See also Guideline 1.

A key objective of education policy is to improve the prospects of people

with disabilities to get a foothold in the labour market. The main rule is that

education for children, young people and adults with disabilities should be integrated

in regular education, and support adapted to individual capacity and

needs should be provided in ordinary schools. There are also special forms of

education, for example for deaf and hearing-impaired children and adolescents.

Other organisations’ inputs are also important in the context. The Swedish

National Council of Adult Education, for example, has allocated funds for supplementary

grants for participants with disabilities, to reach groups otherwise

unable to attend courses at folk high school.
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62Contribution from the Confederation of Swedish Enterprise, Swedish Association of Local Authorities, Federation of

Swedish County Councils, LO, TCO and SACO.

63In this survey, ‘disabilities’ were deemed to include impaired vision or hearing, speech or voice problems, impaired

mobility, allergy or some form of mental disability. They may also include diabetes, cardiopulmonary problems,

gastrointestinal disease, psoriasis, epilepsy, dyslexia or similar ailments.

Target in the EES: A significant reduction, in each Member State, in unemployment

gaps for people at a disadvantage, according to any national targets

and definitions.

Sweden’s outcome in relation to the target: Unemployment among people

with disabilities has fallen to 4.6% (see above) since 1998, when it amounted

to 7.9%: 6.6% for women and 9.0% for men. The decrease is largest for people

with disabilities whose working capacity is impaired (those whose working

capacity is unimpaired have an even lower unemployment rate than the rest

of the population).

Measures to strengthen disadvantaged groups in

the labour market and combat discrimination

On 1 July 2003, a new law prohibiting discrimination entered into force. The law

strengthens protection against discrimination in terms of labour-market policy

activities, starting and running business operations, carrying on a trade or profession,

and commercial provision of goods, services or housing. The Ombudsman Against

Ethnic Discrimination (DO), the Disability Ombudsman (HO) and the Ombudsman

Against Discrimination because of Sexual Orientation (HomO) are

supervising compliance with the new law. The Government has allocated special

funds to the Ombudsmen for information and training inputs relating to the new

anti-discrimination legislation. Some amendments have also been made in laws

on discrimination in the world of work relating to ethnic affiliation, disability or

sexual orientation.With these amendments, Council Directive 2000/78/EC establishing

a general framework for equal treatment in employment and occupation

has now been implemented.

The Government has appointed a parliamentary commission with the function

of considering comprehensive legislation against discrimination that includes all,

or the majority of, grounds for discrimination and sectors of society, and also

coordination or amalgamation of some or all of the ombudsmen. The commission

is to report on its assignment in 2005.

For the 2000–2006 programme period Equal, the Community Initiative for

human resources, is aimed at promoting new methods, through transnational collaboration,

to counteract all kinds of discrimination and inequality in the labour

market. One essential feature of the programme is efforts at both national and

European level to disseminate results and influence the structures that con-
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tribute to discrimination. Activities in Equal are to be thoroughly permeated by

a gender-equality perspective.

The situation of immigrants

The Government’s objective is for the employment rate for foreign-born residents

of Sweden to rise to a level approximating that of the whole population. Reception

of newly arrived immigrants and their establishment in society are to be reformed,

with the emphasis on their more rapid entry into the labour market. It is the

Government’s ambition that Swedish tuition, vocationally oriented traineeship,

validation of qualifications and other measures should take place in parallel. The

Swedish National Labour Market Administration’s and other agencies’ responsibilities

should be made clearer.

Work to develop regular labour-market policy activities is continuing, with a

focus on increased individualisation and flexibility. The role of the Individual

Action Plans should be further strengthened and developed, and methodological

development of workplace induction for certain immigrants should take place.

With respect to workplace induction, attention should be paid to the particular

pro-blems that immigrant women may encounter in trying to establish themselves

in the labour market. In 2003–2005, SEK 200 million will be spent annually

on the employment offices’ activities to improve the standing in the labour

market of people with a foreign background.

The Government has appointed a Special Investigator to review reception

and induction of refugees and other immigrants. Aspects that this inquiry will

focus particularly on include gender differences with respect to the integration

process. The Government’s assessment is that structural measures in the form,

for example, of statutory and regulatory amendments may be necessary. Another

Special Investigator is to propose measures to develop Swedish tuition for immigrants

into high-quality language courses that they should attend at an early stage,

and which should be linked with their traineeship, work, studies or other activities.

Both the Investigators are to issue their reports during autumn 2003.

To ease immigrants’ access to the labour market and make better use of their

skills in the world of work, collaboration between various public stakeholders

and private enterprise is required. A working group comprising representatives

of the Government Offices and Confederation of Swedish Enterprise has therefore

been established. This group is to report on its assignment in April 2004.

The Government also intends to set up a Validation Delegation during the period

2004–2007. One of the Delegation’s functions will be to identify ways of cooperating

with private enterprise to validate educational qualifications and work

experience.
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Within national metropolitan policy, local development agreements have been

reached. One key aspect of these agreements is cooperation agreements between

municipalities and County Labour Boards to promote development work in

urban districts where people with an immigrant background are overrepresented.

These measures have contributed to the trend of a faster decrease in the share of

long-term unemployed with an immigrant background in these districts than in

comparable areas.64

The situation of people with disabilities

At present, a commission of inquiry is assessing whether labour-market policy

programmes for people with disabilities are effective, and whether they give these

people the support they need to be able to work. The Government has also

appointed a commission of inquiry to review the system of technical aids at

workplaces. These two commissions are to report on their assignments during

autumn 2003 and spring 2004 respectively. The report issued by another commission

relating to people with disabilities, with the remit of creating meaningful

jobs that afford personal development for people with disabilities, is currently

being circulated for comment.
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64Commission on Metropolitan Areas in Sweden, Annual Report 2002. Swedish Government Offices, February 2003.

Make work pay through incentives to enhance

work attractiveness

Labour supply and incentives to work

At present there are people who, for various reasons, are excluded from the

labour force or work less than they would like. This represents strains on public

finances, both because fewer people are then working and generating tax revenues

and because those who are not working are largely supported by the

social-insurance systems. One reason why people do not increase their labour

supply may be that they encounter high marginal or threshold effects if they do

so. These effects often arise in an interplay among regulations governing social

benefits, taxes and transfers. Strengthening motives to work improves prospects

of attaining full employment, and social cohesion is bolstered by more people

obtaining jobs. See also the Swedish Action Plan Against Poverty and Social

Exclusion 2003–2005.

Target in the EES: ‘… policies will aim at achieving by 2010 a significant

reduction in high marginal effective tax rates and, where appropriate,

in the tax burden on low-paid workers, reflecting national circumstances.’

Sweden’s outcome in relation to the target: Average marginal effects have been

reduced considerably since 1997 (see Table 8.1).

To attain the above target, the Government is engaged in long-term efforts to

reduce the combined marginal effects of tax, transfer and benefit systems.

In 2001, a large-scale tax reform was initiated. This focused on reducing mar-
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ginal taxes for low-income and medium-income earners. The reform comprises

graduated compensation for the national employee’s contribution and a successive

decrease in the proportion of taxpayers who pay national income tax.

Combined with reforms in the benefit systems and the introduction of a maximum

childcare charge, the tax reform has given people more incentives for

applying and accepting job offers, and for increasing their labour supply from

part-time to full-time employment. The average marginal effect from an

increase in labour supply input has declined from just under 53% in 1997 to

46% in 2003, i.e. by nearly seven percentage points. In addition, the reformed

pension system due to enter into force with full effect in 2003 provides incentives

for remaining in work up to an advanced age.

Changes in the social-welfare system affect women more than men. The group

that, research shows, has the most elastic labour supply and, accordingly, is most

sensitive to high marginal effects is single women with children (lone mothers).

The interplay among income tax, childcare charges, housing benefit and, in some

cases, social assistance means that, for many lone mothers, employment is hardly

worthwhile. Labour-force participation in this group is relatively high in Sweden,

compared with other countries, but considerably lower than in other groups. Lone

mothers with children under the age of seven have a labour-force participation

rate of 69.4%, while the figure for comparable men is 87.2%. For single women

with older children the corresponding figure is 84.3%, while for comparable

men it is 89.5%.65

Unemployment insurance

Unemployment insurance is intended to serve as financial support to assist the

transition from involuntary unemployment to new employment. The maximum

compensation rate for unemployment benefit is 80%66. Compensation is subject
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Table 8.1 Average marginal effects in the tax and benefit systems 1997–2003,%

1997 2000 2003 Change, 1997–2003

Income tax 36.8 35.8 34.1 -2.7

Child-care charges 0.5 0.4 0.2 -0.3

Housing benefit 1.7 1.3 1.5 -0.2

Social assistance 2.0 1.4 1.2 -0.8

Maintenance support 0.2 0.2 0.2 0.0

Labour-market assistance 11.6 8.7 8.8 -2.8

Aggregate marginal effect 52.8 47.8 46.0 -6.8

Sources: Household Finances Survey, Statistics Sweden, Ministry of Finance’s calculations.

65The rate is 81.9% for female cohabitees (‘common-law wives’, i.e. women living in quasi-marital circumstances with

their partners) with young children, and 90.6% for those with older children.

to strict requirements that all recipients of this benefit must be active jobseekers

and prepared to take a suitable job according to the current regulations. During

the first 100 days of their unemployment, jobseekers are permitted to restrict

their search in occupational and geographical terms; thereafter, however, they

are required to apply for jobs in other occupational fields and outside their

home area. As an inducement to more effective jobseeking, the compensation

rate is relatively high in the first 100 days. This rate reduction helps to boost

people’s motivation to apply for jobs. The Government intends its clarification

of the regulations governing unemployment to boost effective jobseeking.

Jobseekers will, in similar cases, be treated similarly irrespective of which

employment office they visit or which part of the country they live in. In nationwide

training inputs, the focus has been on the role of unemployment insurance

as a temporary arrangement for people who are actively seeking employment.

Individual action plans are key documents for follow-up and evaluation in the

interface between jobseekers and their local employment offices.

Sickness allowance

Sickness absence has increased dramatically in Sweden in recent years. The

Government’s objective is that the number of days’ sick leave should be halved

between 2002 and 2008, and that the number of new cases of activity and sickness

allowance should decrease. In 2002, the number of people on sick leave was

more than twice that of five years earlier (270,000 whole-year equivalents). The

number of people on sick leave for long periods has trebled during the same

period. A higher proportion of women than men are on sick leave, in relation to

the size of the labour force, and the gender gap has widened slightly in the past

five years.

The average net replacement rate67 for recipients of sickness allowance is 92%.

For employees, the average net replacement rate is 84%. The lower effective

replacement rate among employees is due to their earning incomes above the

ceiling on a larger scale than the recipients of sickness allowance.

Childcare

Fees for childcare used, in many cases, to represent a substantial addition to total

marginal effects. The maximum childcare fee introduced by the Government in

2002 imposes a ceiling on the expenses a family may have for care of pre-school

children, and also a ceiling on the portion of income that this charge may represent.

For many families, the result is lower marginal effects in the event of a

rise in income. See also Guideline 6.

GUIDELINE 8

SWEDEN’S ACTION PLAN FOR EMPLOYMENT 2003

61

66 The ceiling for 2003 is SEK 20,075 a month.

67‘Replacement rate’ refers to the proportion of disposable income retained by the individual in the transition from

employment to sick leave. The net figure includes changes in taxes, benefits and childcare costs, if any, resulting from

the individual’s changed status.

Social assistance

The Government’s objective is that the number of people in need of social assistance,

in terms of whole-year equivalents, should be halved between 1999 and

2004. The need for social assistance has decreased in the past few years. Between

1999 and 2002, the number of recipients, in terms of whole-year equivalents,

fell from roughly 115,200 to some 86,100. This decrease is explained mainly by

the fall in the number of households receiving social assistance. Immigrants’ need

for social assistance has decreased more than that of native Swedes. Long-term

social assistance is more common among women than men, and also among young

people and those born abroad.68 See also ‘The economy, the labour market and the

three overarching objectives’ and the Swedish Action Plan Against Poverty and

Social Exclusion in 2003–2005.

Measures to make work pay

Council Recommendation to Sweden in 2003: Sweden should pursue

the reforms of tax and benefit systems to improve work incentives, in

particular for those groups for which the interplay between taxes and

benefits has the most negative impact upon labour supply, and complete

the tax reform on labour income.

The Government is seeking to implement the fourth stage of the tax reform, which

focuses on reducing marginal effects for low-income and medium-income earners.

However, one precondition for this is that public finances are sufficiently sound.

Completion of the tax reform would improve the financial incentives for work.

The green tax shift that has been initiated, and which the Government intends

to continue implementing, is a crucial element in the Government’s strategy to

transform Sweden into an ecologically sustainable society. The foremost purpose

of the tax shift is to relate the tax system more closely to environmental considerations.

Increases in the environmentally related taxes are balanced by reductions

in taxes on work.

In the near future, the Government will initiate an investigation for the purpose

of reviewing aggregate marginal effects and ways in which the tax and benefit

systems, for example, can be designed to strengthen financial incentives for work.

Unemployment insurance

A new public agency, the Swedish Unemployment Insurance Board, will be set up

on 1 January 2003 with the purpose of exercising supervision and control over

unemployment insurance. See also Guideline 1.
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The Government intends to take steps to reduce part-time unemployment.

Women make up a majority of the part-time unemployed. One reason for this is

that women more often work in occupations where part-time employment is

common, and where full-time jobs are not available from their current employers.

To tackle this problem, management of labour-market policy must be

improved and the employment offices’ work with part-time employees must be

evaluated. The Government will carefully monitor developments and, if necessary,

undertake further measures under current legislation. The Government has

instructed AMS to introduce regulations to reduce unemployment benefit for

seasonal employment, to generate an incentive for seasonal workers to apply for

jobs in other sectors during the rest of the year.

Sickness allowance

Remedying the present troublesome situation is an urgent task for the Government.

Sickness absence is a complex problem that calls for measures in many areas

of policy. Several different stakeholders must assume responsibility for developing

the world of work. See also Guideline 5.

Sickness allowance is a social-insurance benefit based on the loss-of-income

principle. This principle should apply also to people on sick leave who are unemployed

and would have been entitled to unemployment benefit. The regulations

were amended on 1 July 2003 so that during illness these individuals receive sickness

allowance at a rate corresponding to the amount of unemployment benefit

that would otherwise have been disbursed.

Childcare

The Government is continuing its efforts to reduce marginal effects for parents

of small children. From 2003, from the autumn term of the year of their fourth

birthday, every child is to be offered a place in public pre-school, free of charge.

See also Guideline 6.

Social assistance

To tackle the long-term need for social assistance and promote social cohesion,

measures in several policy areas are required. Reception, induction and integration

of immigrants and refugees, and measures to improve rehabilitation for groups

excluded from the labour market, are being strengthened. See also Guideline 7.

Forms and methods of work in the social services are also important to increase

employment and reduce the need for social assistance. The Government has

adopted quantitative national targets, for both employment and receipt of social

assistance, and progress towards these targets can be monitored. See also ‘The

economy, the labour market and the three overarching objectives’.
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Transform undeclared work into regular

employment

Combating tax fraud and financial crime

Undeclared work has a negative impact on all three of the overarching objectives.

In this context, the term ‘undeclared work’ is used in Sweden to refer to undeclared

taxable earned income, i.e. earnings in the ‘black economy’ (or ‘informal

economy’, as it is sometimes called).Working ‘black’ results in inferior quality at

work, since insecurity increases and has undesired consequences for social cohesion.

To counteract undeclared work, measures in several areas are required. The

Swedish Government focuses mainly on two areas of measures. First, it is working

for more effective use of the control instruments that counteract undeclared

work. Secondly, it is working to clarify the risks of remaining outside the regular

systems, with respect to labour law, health and safety at the workplace, and

pension entitlement.

Measuring activities in the informal economy is complicated. However, calculations

from the Swedish National Audit Office show that Sweden is losing

tax revenues of SEK 20–40 billion annually owing to undeclared work. This may

be seen in relation to aggregate tax revenue of just over SEK 1,000 billion, of

which some SEK 700 billion comprised tax revenues attributable to employment,

in 2002. Accordingly, activities in the informal sector amount to roughly

3–4.5% of GDP.

According to surveys by the National Tax Board and National Audit Office

in recent years, men work in the informal economy almost twice as much as

women. In a 2001 survey, 8% of the male respondents stated that they had

worked informally in the past year, against 3% of the female respondents.
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The Government’s view is that tax fraud is distorting competition in the economy,

damaging legitimacy in the tax system and, in the long run, is a threat to welfare.

Combating tax fraud and financial crime is therefore a high priority. As part

of the work of counteracting tax evasion, the Swedish Tax Administration provided

aggregate additional funds of SEK 300 million for intensified tax inspection

during 2001 and 2002. As a result, a growing number of criminal investigations

are completed, and more and more tax offences are reported to the public prosecution

offices. Moreover, the Swedish National Economic Crimes Bureau is

engaged, in collaboration with the tax authorities’ tax-crime units, the Swedish

Customs Service and other agencies engaged in combating crime, in work to

prevent various forms of financial crime.

A person who works on an informal basis has, in theory, the same rights as a

person working in the formal labour market. This applies to rights under both

labour and social-insurance law. However, a person who works informally has, in

practice, very little chance of enjoying the rights ensuing from Swedish law. In

particular, it is difficult to prove that an employment situation actually exists, or

what the provisions of the employment contract are. Especially if they are non-

Swedish nationals, people working in the informal economy are unaware of their

rights under Swedish law. The consequences – for example for an employee who

is severely injured at work – may be fairly far-reaching.

The Swedish social-insurance system is individually based and largely linked

to the loss-of-income principle. Accordingly, workers are not insured under public

insurance schemes for their undeclared income, and this affects the amount of

compensation they receive under these schemes in the event, for example, of illness,

work injury, parental leave, unemployment, etc. In the new pension system

that was adopted by the Riksdag in 1998, people lose more by working informally

than they did in the old system. This is because pension in the reformed

system is based on aggregate lifetime income, whereas pension in the old system

was based on income in the 15 years’ highest earnings.

As an incentive for individuals to declare their income for tax purposes, a

physical person who engages another physical person for domestic work has,

since 2002, been allowed to report income tax withheld and employer´s contributions

payable, using a simplified tax return. Within the next few years, it

will be possible to assess the outcome of the option of submitting a simplified

tax return.

In cases where a taxpayer is found to have submitted inaccurate information

as a basis for tax assessment, a special penalty charge is payable. For income tax,

the main rule is that an extra charge of 40% is added to the tax that the person

concerned has evaded. Full or partial exemption from this charge may be granted.

People who wilfully submit inaccurate information to the tax authority or

fail to disclose income, thereby withholding tax from the state or, on false pre-
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tences, obtaining tax credits or refunds for themselves or others, may be convicted

of tax offences and sentenced to a maximum of two years’ imprisonment.

For offences considered gross, the sentence may be imprisonment for anything

from six months to six years. If the inaccurate submission of information or failure

to declare income is due to gross negligence, the person can be convicted of

making a negligent tax statement and fined or imprisoned for up to one year.

A non-Swedish national who is employed or runs a business activity that

requires a work permit without possessing such a permit may incur fines.

Employers who have non-Swedish nationals working for them although the

employees concerned lack the prescribed work permit can, if they do so intentionally,

be fined or imprisoned for up to a year. Even if no criminal proceedings

can be substantiated, a physical person or legal entity employing a non-Swedish

national who lacks a work permit must pay a special penalty charge.

Measures to make tax inspection more efficient

In the National Tax Board, continuous work is under way to make tax inspection

more efficient. In March 2003 the Government proposed reorganising the Board

and the local tax authorities in a single new agency in order to rationalise, facilitate

and improve tax inspection.

Sectors where direct sales to the public take place, payment is in cash and

customers do not ask for receipts pose particular inspection problems.To combat

tax evasion in cash trading, the Government is therefore considering whether to

introduce a requirement of type-approved cash registers for such trading. This

would, for example, mean that cash tills could be fitted with secure systems for

preserving information and preventing manipulation. This would make it both

harder for the operator to conceal income and easier for the tax authority to

conduct effective tax inspection.

A government commission has recently submitted its report to the Government,

with a proposal aimed at promoting competition and combating restrictive

practices, the use of informal labour, and cartel formation in the building and

construction industry. Tax fraud in the latter sector may largely be described as

organised trading in informal labour. A system has therefore been proposed

whereby an employer who engages a person to carry out a building job must make

a deduction corresponding to the taxes payable on the remuneration he plans to

pay the employee. The amount deducted can then be used by the tax authority

to cover the subcontractor’s taxes and social-insurance contributions. When this

proposal was circulated for comment, representatives both from the employer

side and from trade unions and sector organisations expressed the view that
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measures to reduce the problems of informal work were called for. This proposal

is currently being drafted in the Government Offices.

In June 2003, the Government proposed criminal liability for a non-Swedish

national working in Sweden without the prescribed work permit, and also

extension of liability for anyone who employs a non-Swedish national who lacks

such a permit to include such offences committed out of negligence as well as

with intent.

LO wishes to emphasise that it has long been working to combat financial

fraud. In spring 2003, an inter-union group within LO presented a report with

the conclusion that the struggle against undeclared work and financial crime is

a key union issue, since informal employment threatens collective agreements

in the long run. The report also stated that the unions’ prospects of conducting

successful efforts to combat informal labour depend both on how well they can

collaborate with public agencies and on how well the agencies in the labourmarket

sector perform their allotted tasks, such as monitoring, carrying out

checks and imposing sanctions.69
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Address regional employment disparities

Regional differences in employment

Sweden is divided into 21 counties and regions that, in turn, comprise a total of

290 municipalities.70 Both counties and municipalities enjoy substantial autonomy

through directly elected assemblies and their own right of taxation.

The Government has high ambitions of reducing regional disparities, thereby

promoting social cohesion and the objective of full employment. The reasons for

the regional differences are many and complex, and the requirements for solving

the problems vary from one region to another. General preconditions – such as

infrastructure, sound municipal finances and a high level of education among

inhabitants – are crucial to all regions’ development potential. To assure all the

municipalities and county councils of a fair financial deal there is, for example,

a system of equalisation among various county councils and municipalities whereby

funds are redistributed according to differences in the tax base (income

equalisation) and to costs that cannot be influenced, i.e. ‘structural costs’ (cost

equalisation).

Problems in the Swedish labour market, with imbalance between supply and

demand, are partially connected with a geographical imbalance due partly to

structural transformation in local economies. This transformation may mean

that the labour force’s skills no longer match labour-market needs.

The differences are reflected in employment statistics. Sweden has adopted

the national target that 80% of the population aged 20–64, men and women
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70In comparative statistics, the county councils correspond to NUTS 3 level and municipalities to the NUTS 4 level (in

Eurostat’s nomenclature of statistical territorial units, known as ‘NUTS’, which is short for Nomenclature des Unités

Territoriales Statistiques).

alike, being in regular employment by 2004. Four out of the 21 counties and 104

of the 290 municipalities have attained an 80% employment rate. The gainfully

employed proportion of the 20–64 age group in 2001 was highest in the municipality

of Värnamo, at 86%, and lowest in the municipality of Jokkmokk (in the

far north) at 70%. A couple of municipalities show lower proportions of economically

active inhabitants than Jokkmokk, but this may be because of misleading statistics

due to these municipalities’ extensive cross-boundary commuting.

To attain this national target, it is therefore imperative to try to counteract

regional imbalances in the labour market by promoting increased mobility and

better matching. Sweden is among the European countries with the smallest

gender differences in employment. Regional gender differences, such as they are,

are largely explained by the economic structure of the various regions.

In August this year, the county of Jönköping had the lowest rate of open

unemployment, at 4.0% (4.1% for women and 4.0% for men), and Norrbotten

the highest, at 8.6% (8.0% for women and 9.1% for men).71

Labour-market policy and regional development

The objectives for labour-market policy are national, but regional and local collaboration

in terms of methods is important. Regional partnerships and regional

growth agreements are aimed at cross-sectoral cooperation and coordination for

sustainable regional development. The latter agreements are based on the idea that

regionally adapted arrangements that take geographical conditions into account

are an essential means of reducing imbalances, for example, and helping to reduce

regional disparities.

In 2002, decisions were taken on funding amounting to SEK 11.9 billion

under the agreements. Follow-up studies show that the members of the partnerships

involved think the agreements have helped to improve coordination.

Companies’ demands have been channelled and the range of labour-market policy

programmes adjusted to the needs of the local economy. The Swedish National

Labour Market Administration is the single largest financier of the agreements.

Broadly speaking, this financing relates to labour training. One specific example

of the results are ‘Region Vision’ in the towns of Falun and Borlänge, where

long-term unemployed have received a chance of traineeship and employment

in the private business sector. Another is ‘Introsam’ in the county of Uppsala,

where successful joint efforts in the induction of newly arrived refugees are now

under way.

In the area of labour-market policy, the Labour Market Administration has a

regional and local organisation, and also distribution of funds based on regional

and local conditions. Regional and local support for labour-market policy is also
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ensured through regional skills councils and labour-market boards. In these

forums, regional and local politicians, industry and central-government agencies’

representatives meet to devise regionally and locally adapted ways of attaining

the national targets.

The Federation of Swedish County Councils and the Swedish Association of

Local Authorities wish to emphasise that municipalities, county councils and

regions are important stakeholders in increased employment and are working

actively for intensified cooperation in regional and local labour markets. These

parties play a part in strengthening the employment offices, identifying local

employment opportunities and improving the functioning of the local labour

markets. The Association of Local Authorities has, in cooperation with a number

of individual municipalities, devised forms for developing Local Action Plans

(LAPs) for increased employment.72 See also ‘Good governance and partnership

in implementing the Employment Guidelines’.

For growth with increased employment at regional and local level to be feasible,

sound public finances and flexible pay settlements are needed, as well as

measures that put human resources to use. Investments in human and knowledge

capital help to boost quality and productivity at work. This should, to a large

extent, take place with skills development and analyses to take stock of existing

skills and the needs of businesses and individuals.

Some parts of education policy focus particularly on regional imbalances.

Setting up ‘learning centres’, developing study and career guidance, establishing

outreach activities and collaborating with local businesses are significant means

of tackling these imbalances.

The social partners, too, acknowledge their responsibility for ensuring an adequate

supply of skills throughout Sweden. Through their joint organisation, the

Swedish Employment Security Council, there are collective agreements aimed

at facilitating employees’ adjustment by means of restructuring of work. These

agreements seek to accomplish this by means of preventive inputs in the form

of flexible skills development and, if dismissals are unavoidable, through guidance,

training and financial support for employees to enable them to find new

job tasks or a new occupational field.

Several districts in metropolitan areas show a higher proportion of long-term

unemployed than others. The local development agreements that have been signed

as part of metropolitan policy are one instrument for reducing the intraregional

disparities, thereby helping to even out the interregional ones.

The purpose of the European Social Funds, to develop human resources, is in

line with Swedish policy; and the Objective 3 programme is intended, with its

focus, to be a supplementary means of both supporting and developing national
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policy. Implementation of Objective 3 is decentralised in Sweden. At regional

level, partnerships composed of the social partners, organisations and agencies

are engaged in developing regional plans for Objective 3. This paves the way for

the additional resources to yield added value in terms of regional growth. The

money from the Social Funds is distributed on the basis of the regions’ labourmarket

situation.

Measures to strengthen regional growth

and employment

As part of their effort to gain regional and local support for measures to promote

growth and employment, the agencies are continuing to collaborate with a broad

spectrum of development Groups. In 2004, regional growth programmes will

supersede the previous growth agreements. One of the key areas they will focus

on is the labour supply. As with the agreements, the programmes are associated

with wide-ranging partnerships in which the choices of focus and measures are

discussed.

Gender equality is a vital perspective in work for growth and employment in

every region. Accordingly, gender-equality issues should permeate work on the

growth agreements and growth programmes. Gender equality is thus a responsibility

of all those who, in various ways, are involved in the work. Its implementation

requires development of methods and strategies that can facilitate the efforts

under way and disseminate the lessons of experience among the counties. The

Government has selected three pilot counties with the assignment of facilitating

the work and sharing their experience of integrating a gender-equality perspective

into growth agreements and growth programmes.

The Government will continue, as it has done to date, to acknowledge the role

of the cooperative form of enterprise through collaboration with such stakeholders

as the local Cooperative Development Agencies (CDAs).

From 2007, as more and more people leave the labour force, assessments point

to labour scarcity being one of Sweden’s major challenges. Already, shortages are

noticeable in certain occupations that require higher education, but as yet there is

no general scarcity of labour. Here, too, regional disparities are marked. In general,

there is a very strong correlation between unemployment and sickness absence,

but individual municipalities with high unemployment have succeeded in attaining

low sickness-absence rates by developing forms of work within the national insurance

systems. The Government can learn from these examples of best practice.
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Future efforts at national, regional and local level will focus on effective matching

between vacancies and jobseekers, skills-enhancing measures, increasing the

labour supply by measures addressed particularly at immigrants, older workers

and people on sick leave, and measures to facilitate geographical and occupational

mobility.

The Labour Market Administration (AMV) has, at the Labour Market Board

(AMS), established a special action group to support sectors and locations

undergoing structural transformation. One common measure when a workplace

is closed is for a nearby employment office to obtain a resource increment that

enables it to open a branch office at the company during the phase-out period.

This means that measures can be taken before the employees who are dismissed

become unemployed for long periods.

In 2002, the Government initiated two delegations to assist, in consultation

with central, regional and local stakeholders, in long-term strengthening of sustainable

regional development in the most disadvantaged local labour-market

regions in parts of Bergslagen, Dalsland and Värmland (the Delegation for

Sustainable Growth) and in the inland areas of Northern Sweden (the Ministry

of Industry, Employment and Communications’ Delegation for Northern Sweden).

These delegations will report on their assignments continuously until 31 December

2004, when the assignments are to be concluded.

To promote investments in human and knowledge capital for increased growth

and employment at regional and local level, higher education is being expanded

throughout Sweden. The aim is to create at least one solid institute of higher

education in each county, thereby paving the way for broader recruitment to

higher education. The intention is for universities and colleges to serve as creative

environments that cooperate closely with their local communities, belong to

international networks and offer opportunities of interdisciplinary collaboration.

A good regional supply of skills is promoted by the fact that new groups,

such as people bound to a particular location for family reasons, are being given

access to further training. The Commission for Regional Cooperation on Higher

Education was appointed in 2002 to encourage regional collaboration in higher

education, the purpose being to generate sustainable regional growth and simultaneously

extend participation in higher education to new groups in every part

of Sweden. Over three years, this Commission is to distribute SEK 150 million,

and it is currently supporting some 70 projects around Sweden.

The Swedish National Council of Adult Education wishes to emphasise the

role played by study associations and folk high schools through their active local

participation in various projects in, and in cooperation with, civil society.

Well-functioning, modern infrastructure is a crucial factor for growth and

employment. Infrastructural investments are to be a high priority in the next

few years. Investments in roads, railways and broadband are required.
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Good governance and partnership in implementing

the Employment Guidelines

Involvement of Parliament, social partners and

other relevant actors

To meet the challenges that the EU is facing, and obtain a genuine impact in

implementation of the Employment Guidelines, increased involvement of stakeholders

at all levels, at every stage of the process, is needed.

The Government Offices

The Ministry of Finance and the Ministry of Industry, Employment and Communications

have joint primary responsibility for the EES and drawing up this NAP

for Employment. Other ministries concerned, especially the Ministry of Health

and Social Affairs, the Ministry for Foreign Affairs and the Ministry of Justice, are

also involved in the process.

The Riksdag

The Government consults with the Riksdag’s Advisory Committee on EU Affairs

in drawing up the Employment Guidelines and Recommendations. Information

is also continuously submitted to the Committee on the Labour Market and the

Committee on Finance.The NAP is based on measures proposed in the Budget Bill,

the Spring Fiscal Policy Bill and other government bills passed by the Riksdag.
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Social partners

The social partners have a central role to play in work for more and better jobs.

The Swedish labour market is characterised by a high degree of organisation and

well-developed social dialogue. The social partners traditionally deal, through

collective agreements, with many issues without central-government intervention

in the form of legislation, or through agencies. The social partners are particularly

responsible for such matters as skills development and the working environment,

these being key issues in strengthening people’s position in the labour

market and inducing them to remain in employment. The social partners also play

a crucial part in implementing EU directives and guidelines through the provisions

of collective agreements.

One key element in the Government’ work on issues relating to employment,

the labour market and labour law, and to its efforts to counteract social exclusion,

is regular monthly consultations with the social partners. These consultations,

which involve politicians and civil servants, create opportunities for discussions

of national policy and the Government’s measures as part of its EU work. The

social partners have been involved in the work of drafting the future strategy,

and have also played a highly active role in work on the NAP.

Government agencies

Since the agencies bear major responsibility for implementing the strategy, the

Government considers it important to take into account their views on its nature.

The agency most closely concerned,AMS, has assisted in drawing up the future

strategy and been given a chance to participate in work on the NAP, and is kept

continuously informed about the process. Consultations with the Swedish ESF

Council have also taken place in the drawing-up of the NAP. Collaboration with

the agencies concerned should be developed further in the future.

Municipalities, county councils and regions

The municipalities have a central role to play in Swedish welfare policy, since they

are responsible for education, childcare, refugee reception, care of the elderly and

disabled, and social assistance. The municipalities also play a major role in labourmarket

policy as arrangers of various labour-market policy measures. The county

councils’ and regions’ roles are also important in this context.

The Federation of Swedish County Councils and the Swedish Association of

Local Authorities emphasise the importance of measures at local level to bring

about development work to combat economic and social disadvantages that is

sustainable in the long term. ‘Local Action Plans within National Action Plans’,

a project implemented by the Swedish Association of Local Authorities in cooperation

with six individual municipalities in 2001, clarified opportunities for

developing local Employment Strategies. The project has resulted in a follow-up
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project with eight municipalities, CapaCity, which local employment offices

have also been invited to join. Experience from these projects indicates that a

Local Action Plan (LAP) must cover more action areas. Moreover, since the

action areas included in an LAP are managed by several stakeholders, there must

be strong local partnerships entrusted with the task, and possessing a mandate,

to act.73

Based on experience from these two projects, the Swedish Association of

Local Authorities and the Federation of Swedish County Councils, in cooperation

with the members, will conduct projects and other development work concerning

the EES and national, regional and LAPs for employment.74

Other organisations

To increase stakeholder involvement and boost the impact of the EES the

Government has, in drawing up Sweden’s NAP, engaged in a dialogue with representatives

of interest groups and other organisations representing the public.

Information campaign on the European Employment Strategy

To familiarise the social partners, agencies, other organisations and stakeholders

at local and regional level with the EES, thereby encouraging increased activity

and strengthening its impact, the Government initiated a national information

campaign in 2002. Numerous contacts have been made, and these efforts to

spread information about the EES and engage in continuous discussions with

those concerned will continue. The Government also has a web site75 where information

about the EES and all its constituent parts is continuously posted.

Over the years, the Swedish ESF Council has implemented various information

inputs relating to the EES. The European Social Fund’s Objective 3 programme

is characterised by wide-ranging partnerships at both regional and central

level that include the social partners, agencies and organisations. This facilitates

dissemination of experience among stakeholders responsible for national policy

in the various policy areas to which the Objective 3 programme applies.

The Commission has also approved three ‘Article 6 projects’ in Sweden. Their

purpose is, at regional level, and in collaboration among stakeholders, to put the

EES into practice.

The growth programmes, too, play a major role in intensifying cooperation at

regional and local level. See Guideline 10 for further information.
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73Contribution from the Federation of Swedish County Councils and the Swedish Association of Local Authorities.

74As above.

75See www.regeringen.jobben.se.

Financial allocations

National resources

Distribution of resources for implementation of the Guidelines takes place within

the framework of the regular budget process in Sweden. The Riksdag adopts the

Government’s national budget, according to its proposal, for a year at a time on

the basis of current political priorities and macroeconomic assumptions. The

Riksdag decides on the central government’s revenues and expenditure on an

annual basis, and votes on the appropriations that are to finance the various

activities, including those that serve to implement the Employment Guidelines.

In addition, the Riksdag sets ceilings on expenditure, cash limits and the balance

on the government budget for the next three years.Work to prepare the Budget

Bill for 2004 is well integrated with drafting of the NAP for Employment.

Moreover, the EES targets and indicators for national reporting, and for management

and monitoring of the work, are used in several of the spending areas

of the Budget Bill.

Owing to the development of performance management and the structure

of the government budget, in a range of areas the Riksdag no longer votes on appropriations

for each specific measure. Distribution of funds to the agencies has been

simplified and decentralised, while management by objectives and monitoring of

performance and the use of funds have been strengthened. To attain a higher

degree of flexibility in the use of funds, the agencies resolve on and bear responsibility

for assigning priorities between different measures, based on the targets

adopted. The Government continuously monitors outcomes, the use of funds

and the cost-effectiveness of the measures, and reports on these aspects to the

Riksdag.

Given the wide-ranging approach in the EES, a range of different policy areas

should interact to optimise the impact achieved. All in all, this means that it is

not feasible – even in the short term – to report in advance on an estimated distribution

of resources for the various separate Guidelines, since many of the

measures can be classified under more than one Guideline.

Sweden has a long tradition of measures in the areas covered by the Guidelines.

Extensive resources are devoted to a range of policy areas that help to realise the

Guidelines, such as labour-market, social, education and industrial policy. The

Guidelines also coincide well with Sweden’s national priorities. Furthermore,

Sweden will ensure that sufficient resources inputs are made for implementation

of the Guidelines in line with the budget-policy objectives laid down by the

Government and Riksdag, taking the state of public finances into account.
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European Social Fund

The purpose of the European Social Fund’s Objective 3 and Equal, the Community

Initiative, is to support implementation of the EES, thereby supplementing

national policy. The main thrust of the Objective 3 programme is under Guideline

4, but it also supports several other Guidelines. The ESF grant amounts to some

SEK 6,600 million (Euro 780 million76) including the performance reserve, during

the 2000–2006 programme period. Including official national cofinancing – which

is largely effected within the limits imposed by regular labour-market policy appropriations

– and private cofinancing, Objective 3 is expected to comprise some SEK

24,000 million (Euro 2,800 million). The corresponding measures in Objective 1

amount to roughly SEK 2,100 million, including about SEK 900 million from

the European Social Fund.

Equal also supports several Guidelines, especially Guideline 7.The European

Social Fund contributes some SEK 733 million (Euro 86.2 million). There is also

national cofinancing on a corresponding scale.

Altogether during the current programme period, the Structural Funds –

Objectives 1, 2 and 3 and the Community Initiatives – comprise roughly SEK

60,000 million, including the Structural Fund grant of some SEK 20,000 million.

The contribution made by the ESF in Sweden corresponds, during 2003, to

approximately 3% of the budget for labour-market policy.

Ministry of Finance

Ministry of Industry, Employment

and Communication

SE-103 33 Stockholm

www.finance.ministry.se www.industry.ministry.se
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