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EP EGF Working Group meeting of 18 January 2010
Case EGF/2009/013 DE/Karmann
Questions from the Working Group of the Employment Committee of the European 
Parliament
The first questions concern the measure "Management of qualifications". As the measure was 
understood, it appears to be a general measure which is usually applied in all cases of 
unemployment (data bases for training needs and training measures offered). Therefore, 
Members asked to what extend the EGF support could provide the added value in case of 
mass redundancies for which it was created. Furthermore, Members wanted to know why only 
501 workers could profit from this measure which is less than one third of the workers 
targeted by the personalised services. Finally, Members wanted to know why this 
measure was not summarized under the costs for Technical Assistance according to Article 3 
EGF regulation.
Reply:

Specific added value of qualification management
The concept of ‘qualification management’ is only briefly touched upon in the COM 
summary and therefore requires further explanation.
The transfer company’s assistance benefits are initially based on a ‘stock-take’ of clients’ 
curriculam vitae and their specific strengths and weaknesses prior to their entry into the 
transfer company.
This forms the basis for developing individual concepts for the reintegration of clients into the 
primary labour market ("pathway to integration"). In addition to the provision of stimulating 
and informative counselling, efforts to improve the skills individuals need in order to be 
attractive to potential employers and research to find out about non-advertised jobs, 
qualification management is also very important. 
The work of the qualification managers and assistants is to steer their clients towards the 
training possibilities available in the region which are best suited to their needs as identified in 
counselling. This task is of course consistent with one objective identified in connection with 
the implementation of European employment strategy, namely that of matching supply and 
demand in the area of vocational training more closely, with a view to further developing 
local and regional training systems. Qualification management therefore has an added value 
not only in the context of the EGF project, but also in that context of the European 
employment strategy.
The range of services provided by qualification managers and assistants, working closely with 
counsellors and the Federal Employment Agency (Bundesagentur für Arbeit), can be 
described as follows:
- Recording the qualifications needs of individuals
- Using a database to sort individuals into “qualifications clusters”
- Recording the forms of further education/training available in the region concerned
- Developing appropriate training options tailored to individuals
- Encouraging regional training providers to expand and/or revamp the courses they 
offer, if expedient for optimal matching
- Allocating, supporting, reporting on and monitoring the implementation of measures 
(billing, complaints management, coordination, etc.)
Qualification management in the Karmann project thus goes further than existing matching 
strategies, such as the IT-based courses offered by the Federal Employment Agency. It 
complements and builds on what is on offer nationally in the field of qualification
coordination, by providing individually tailored local matching, and, in connection with a 
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second strand of the project, supports the normal placement activities of the Federal 
Employment Agency by offering a specific EGF-financed counselling service with an 
increased level of contact and expanded content.
The number of staff involved in qualification management is determined by actual needs. The 
transfer company’s request for support envisaged up to three qualification managers and the 
same number of assistants. This is consistent with the regional requirements in both project 
locations, Rheine and Osnabrück.
Numbers benefiting from qualification management
As has been shown, the work of qualification managers and assistants is directly linked to the 
identified further training needs of the clients. It was determined that 501 persons required 
EGF-financed training; qualification management was developed for these persons, in order 
to ensure that resources were used efficiently. 
It must be borne in mind that only some of the persons concerned require further training and 
that these training needs have already been covered in part by national or ESF-funded 
measures. Personal reasons (e.g. lack of linguistic knowledge, illness etc.) can also disqualify 
people from eligibility for qualification. Finally, employees lacking certain qualifications may 
nevertheless be successfully placed in employment, and therefore do not need ESF-funded 
further training.  
Should normal counselling provided by the transfer company identify a need for further action 
to remedy qualification shortfalls, then the relevant qualification managers and assistants will 
of course be fully involved in the process of developing the necessary measures.
Secondly, Members asked again for an explanation of the mandate and the financing of the 
Transfer Company under German law. At this occasion, I realised that this question was 
already raised for the Nokia case but, apparently, only answered orally. I think it could be 
useful to have an explanation in writing as maybe other comparable cases have to be 
expected.
Reply
The concept of the Transfer Company in Germany
a) National context
The Transfer Company is a proven national instrument for dealing in a socially responsible 
manner with the job losses which result from business restructuring. Employers are offered 
incentives designed to encourage them not simply to pay off workers made redundant, but 
rather actively to help them find new jobs. Setting up a Transfer Company is voluntary. It 
entails a substantial financial burden for the employer.
In practice, the firm calls in a private transfer and/or outplacement service provider (transfer 
company). The workers made redundant are then offered a position with the transfer company 
for a limited period, becoming employees of that transfer company. They undertake to play an 
active part in the placement process with a view to getting a new job. In addition to 
participating in individual counselling and placement interviews, this involves availing 
themselves of the qualification measures (that are designed to make them more employable) 
and looking for a job on their own. The concept is based, among other things, on recognition 
of the fact that people in employment are more likely to succeed in getting a new job than 
people who are already unemployed. 
If employees meet the relevant conditions laid down by the Federal Employment Agency, 
they can be given assistance in the form of ‘short-time allowance’ (Transferkurzarbeitergeld), 
for a maximum of 12 months. This serves to cover subsistence expenses during retraining. 
Employee social security contributions (towards pensions, medical and nursing care 
insurance) are paid on a regular basis by the former employer during the period participants 
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are in receipt of the short-time allowance. Holiday pay and public holidays and, if applicable, 
sick pay are also provided in full by him. The employer is obliged to see to it that the transfer 
company makes every effort to place workers. Qualification measures should also be offered. 
Within this financial framework, the task of the transfer company is to assist the job seekers 
as much as possible. Generally this involves explaining the current regional labour-market 
situation, putting together an application portfolio, application coaching, pointing out the 
possibilities for establishing a new business, possibly organising job fairs, etc. 
Activities should focus on establishing qualifications requirements through the work of the 
transfer company and placing workers on corresponding courses.
The transfer company also focuses on the search for other suitable jobs. In addition to the jobs 
advertised by the Federal Employment Agency, job offers opening up new prospects for those 
affected often become available through regional networks and sector-specific contacts.
Agreements to call in, select and fund a transfer company, and on the period for which it will 
operate, are regularly reached by business partners in the context of their negotiations on 
reconciliation of interests and social plans. 
b) EGF context
An academic study has shown that participants in a transfer company who are receiving a 
short-time allowance devote considerable time to securing their reintegration into the labour 
force. In addition to offers from the transfer company, the participants make numerous effort 
of their own. Hence, the short-time allowance (and, in principle, employers’ outlay towards 
financing the activities of transfer companies) can be viewed as an active labour market 
measure and as such forms part of a coordinated package of personalised services within the 
meaning of Article 3 of Regulation (EC) No 1927/2006. 
A transfer company is financed by the employer. The employer makes the necessary funds 
available on a regular basis in accordance with an agreed reconciliation of interests plan 
and/or social plan. For the entire period for which a short-time allowance is paid, the 
employer must ensure that the transfer company can operate and that it can carry out the 
statutory (e.g. placement) and/or agreed services (e.g. qualifications training).
In this context, for example, EGF funds may be used to pay for qualitative (better relationship 
between counsellors and job seekers) or indeed quantitative improvements (additional 
qualification measures). Further support can also be provided after the planned life of the
transfer company has ended, i.e. when funds from the former employer are no longer 
available.
Consequently, the financing of transfer company support services from EGF funds can be 
regarded as the financing of measures. On the other hand the related activities of state 
bodies, i.e. by the Federal Ministry for Labour (Bundesarbeitsministerium) and by the 
Federal Employment Agency, are regarded as technical assistance, such activities being: 

 preparatory: e.g. the setting-up of transfer companies (determining the form of 
assistance, drawing up grant approval decisions);

 supportive: e.g. supporting and guaranteeing the proper allocation of funds and 
provision of services through the transfer company (e.g. via guidelines, spot checks, 
etc.)

 after completion: providing proof of fund use, drawing up reports, etc.
In connection to this question, Members also wanted to know for which periods the "short-
time allowance" was paid and how the 2.775 Euros per worker were calculated.
Reply:
Calculating the short-time allowance (STA) 
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For the Karmann/EGF application, the short-time allowance was calculated, or rather 
estimated, using the following approach:
The short-time allowance is fixed individually on the basis of the employee’s former net 
income. The amount varies depending on whether the recipient has at least one child living at 
home (67% of former net income) or not (60% of former net income). 
The short-term allowance may be paid for up to 12 months. However, in the Karmann case, it 
was not paid to any individual for more than 6 months. 
Our estimate was based on the number of participants in the transfer companies at Rheine and 
Osnabrück. We had to take account of the fact that number of participants falls on a monthly 
basis, as participants are steadily placed in employment or leave the transfer company for 
other reasons (e.g. retirement, death) and no longer draw the short-term allowance. We also 
only took into account (proportionally) periods during which the participants were actively 
seeking another job.
This calculation produced, for the entire payment period of the short-time allowance, an 
average figure of EUR 2775 per person eligible for EGF funding. This was the figure on 
which the application was based.  
EP EGF/2009/010 LT/Snaige

Snaigé case
Members were asking for more details concerning the objectives, the timeframe and the 
content of the measure "Outplacement assistance", especially of the "special time-limited 
public work employment".
Objectives: To help redundant workers to integrate into the labour market as soon as 
possible and to create the conditions for earning a living, as research shows that 
unemployment leads to the deterioration of general human capital, as well as having a 
negative effect on the health and welfare of the individual workers.
The aim of the Lithuanian employment support system is to seek full employment of the 
population, to reduce their social exclusion and to strengthen social cohesion.

Timeframe: In general – the Snaigė application was submitted after the modification of the 
EGF regulation, and thus the measures contained in it have a maximum duration of 24 months 
from the date of application (23/07/2009), i.e. until 22/07/2011.

For specific beneficiaries of the measure, however the maximum time periods for accessing 
the three sub-measures under the measure 'Outplacement assistance' is as follows:
 Subsidized employment: no limit apart from the 24 months
 Support for acquisition of professional skills: no limit apart from the 24 months
 Public works: six months

Content: For the subsidised employment measure, employers who have employed 
eligible persons will receive a subsidy each month to compensate for the wage paid, as 
specified in the contract of employment, as well as the compulsory state social insurance 
contributions calculated from this wage. The amount of the wage subsidy may not exceed the 
amount of the minimum monthly wage approved by the Government. In this way the 
employer will not make any profits from the scheme nor face any additional costs by 
employing the person, unless he/she chooses to pay a wage higher than the national minimum 
monthly wage.
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For the support for acquisition of professional skills measure, employers who have employed 
eligible persons for acquiring professional skills, will receive a subsidy each month of the 
amount specified in national law for each employed person and shall be partially compensated 
for the expenses of organising the acquisition of professional skills directly at the workplace, 
but this latter part shall not be more than 20% of the total amount of the subsidy.

For the public works measure, eligible persons will be organised to carry out temporary works 
that are socially useful, such as the maintenance and/or development of the social 
infrastructure of the community. The municipalities will approve the list of public works, after 
coordination with the local labour exchange offices.t


