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CULTIVATIN HUMAN RESOURCE POTENTIAL IN MALTA: A

CHALLENGE FOR THE SOCIAL PARTNERS

Anne Marie Thake, University of Malta
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3. Introduction

A key challenge for Malta’s future is how to equipth individuals and employers
with the necessary tools to successfully compete inohanging economy. The
cornerstones of this new economy are knowledgeskitld. These are key factors of
competitiveness today, which can only be achiewea@lbstakeholders. Employers
increasingly demand a labour force that has higlel$e of vocational skills, and
government has the responsibility to ensure thagaate standards prevail in the
educational and training systems. The state isoresple overall for shaping and
developing the structure, organisation and contérihe country’s educational and
vocational training systems. It has a crucial inleringing about a learning society.1
Society has a legitimate expectation that emplowélisalso invest adequately in the
skills of their workforce, and individuals must @lsake responsibility for skill
development that contribute to their employability.

As the pace of change accelerates even furtheillibe the adaptability of people
and the ability of work organisations to move glycto exploit new opportunities
that will determine our ability to create and sustaompetitive advantage.

The Maltese economy is undergoing a transitioradjestthat involves restructuring
not only in terms of capital equipment and workasngation, but also of its human
resources. As the backbone of Malta’s economieldgwment, the ‘restructuring’ of
its human resources presents particular challenges.

4. Role and Responsibilities of the Social Partners

The new opportunities for the development of oumbn resources will depend on
the investment made by the social partners in hureaaurce development. This
realisation will also depend on the effectivenesthe policy framework which the
Government puts in place to facilitate the develepmof what effectively must
become a knowledge-based and knowledge-driven enpnoThe interests of the
various social actors, including individuals, dot radways converge. Employees,
workers, service/training providers, individualsdaGovernment are guided or
motivated by different principles for action. Swei interests may precede the line



of action and intervention. However, in a democraggvernments operate on a
mandate to uphold the national interests as deld/év them by their citizens. The
State’s interventions in the provision of educataord training, sets the roles of the
social actors within the whole context of the vamasl training scenario.

Quite apart from the need to improve the efficiemdythe available productive

systems — such as through foreign investment inemotechnology — there is an
urgent need to focus our educational and trainimggitutions on an enhancement
of the required technical skills and professionampetencies. Realistically, in
Malta’'s case, the maintenance of international ostitipeness can best be
achieved through the implementation of an HR stnaterhich promotes “high

skills, quality products with a high value addeddngh incomes” (Fricke, 2001:

20)1

Experience shows that employees will only be ma&dato constantly upgrade
their skills and qualifications if adequate incees and rewards are available for
their efforts. These, in turn, can be effectivedggred through negotiated deals in
collective agreements among the social partnersenNbother countries like

Ireland and Holland were confronted with such aaibn, a series of national

development plans were adopted following negotregioamong the social

partners. These included an acceptable ratio of @&y productivity increases

together with a realistic target of economic growtlike other member states,
Malta will soon have access to EU services for mécdd and financial assistance
towards the realisation of its development strate&jyccess or failure will depend
on its ability to fully utilise such opportunities.

5. The Maltese context

The Maltese Islands have few natural resourcesitangeople are highly exposed to
international events. The country’s imports angogts amount to nine-tenths of the
Gross Domestic Product (GDP). The Maltese labonuefdepends upon its capacity for
high quality products and services offering valuerfioney as well as its ability to attract
foreign investment. Tourism, manufacturing and/isess are three key sectors in the
Maltese economy. In recent yeapgr capita value added in manufacturing has
increased, with employment in this sector movingadrom footwear and clothing,
towards the manufacture of electronics (in a femganies), engineering and health-
related products.

Maltese industry has been restructuring in recears/to generate better returns. As
liberalisation requires the removal of import rigsions and levies on domestic oriented
companies, so there needs to be greater invesimtra country’s capacity to raise its
productivity.  While capital investment is necegsaaising the skill levels of the
country is critical to progress. A greater repieet of knowledge and skills benefits
individuals in terms of self-development and oppoity. Raising skill levels also
increases productivity and earning-power, enhatieegjuality of the match between
supply and demand for labour, and has various sti@al and political benefits.



6. The Labour Market on the Maltese Islands

6.1

Employment Profile

10

During the nineties, the number of persons in egmknt increased modestly.1
There were 148,403 persons in employment in Dece2®@?2, of whom less than a
third were womenl (see Table 1). The NationaliStes Office (NSO) defines the
employment rate as persons in employment (15-64syess a percentage of the
population of working age (15-64 years). The un@wyplent rate is the unemployed

persons (15-64 years) as a percentage of the |&mer. 1

Table 1: Labour Status in the Maltese Islands

Males Females Total
No % No % No %
Employed 102,120 65.1 46,283 28.5 148,403 46.%
Unemployed 6,715 4.3 4,160 2.6 10,87% 3.4
Inactive 48,085 30.6 111,659 68.9 159,744 50.1
Total 156,920 100.0 162,102 100.0 319,0p2 100j0

Source: Labour Force Survey (December 2002)

46.5% of the working age population are in emplogine 65.1% of working age

men, and 28.5% of working age women.

Despite auphrise in female

employment, Malta’s overall employment rate remdow when compared to the
EU average. 14% of the employed persons are sgllagyed. Persons working
part-time as their primary job were equivalent td% of all employees in

December 2002.1

A demand for labour and changes in the outlook aftdése households on work
outside the home have resulted in a greater prigpodf working age women
seeking paid employment. The ratio of women workpagt-time as a first job is
3.8%1 of all persons in employment.

In December 2002, the unemployment share stood4® INSO Statistics), a
total of around 10,875 persons. Accounting foragrnthe unemployment share
for men was 4.3% while that for women was 2.6%..6%6 of them have been
unemployed for 18 months or more.
December 2002, 74% of the registered unemployed helqualifications while
17% of the total unemployed were illiterate.1

6.2 Emerging Changes

Out of theséplte females.1 At end

Changes in employment during the past years poiigbtne important underlying
inclinations in the Maltese society. The labourctohas become more varied and
is drawing from all kinds of backgrounds and sosi@ttors.1 The diversity of the
workforce due to job mobility and new recruits widad to different forms of
work organisation (see Table 2). As a result, eiygis would need to create more
flexible policies in the workplace.
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Concurrently, the pressures and needs arising faomgher standard of living

have pushed more Maltese to engage in part-timé &sra secondary job. This
process reflects an active economy, but it undaipptpoints at new pressures on
the Maltese to work more, to earn more becauseniey to spend more. Besides,
a lack of flexible working hours and other forms wbrk organisation is also

putting pressure on the Maltese family. In manyesaghis leads to less time
available for leisure and for time spent with ondé&nily. These costs and

benefits are part and parcel of such a developitugtson and constantly need to
be kept in perspective by social and economic @asin

7. The Human Resource Infrastructure: The Social Pdners

The social partners consist of the public sectarpleyers, and trade unions. The
Malta Council for Economic and Social DevelopmeMICESD)1 was created by
Government as an advisory body in order to prodd®rum for consultation and
social dialogue between social partners and, wheoessary, with organisations of
Civil Society. It was entrusted with the task of/@sthg Government on issues relating
to the sustainable economic and social developmiektalta. MCESD is composed
of representatives nominated by the national engpkwnd workers organisations,
representatives of government, and the Governorth&f Central Bank (G.
Baldacchino, S. Rizzo, E. Zammit, 2003:123,125). 1

7.1 The Public Sector

The public sector employs 32.9% of the labour spgplThis sector is undergoing a
restructuring and privatisation process involviegrier organisations so as to reduce
production inefficiencies and improve labour foflexibility (E. Zammit, F. Borg, &

S. Vella, 2001: 81).1 As a result, the public seateeds to develop its human
resources to adapt to the ongoing changes in tefsislls and quality standards.

Government is responsible overall for shaping areletbping the structure,
organisation and content of the educational an@tmeal training systems. The state
has a crucial role in bringing about a learningietycl As Malta operates within a
market economy, there are some overarching trentdghwfollow from the
development of a culture in which there is lesstmdnby the state and more
opportunity at regional and local level for peopte exercise initiatives, to take
responsibility for the management of their own $iand learning. This alters the roles
of the key players in a fundamental way.

Table 2: Labour Supply Distribution*

Dec % of Dec % of
1997 Labour 2002 Labour
Supply Supply

Labour Supply (Full-time gainfully

0 0,
occupied & Registered unemployed) 140,834 100.0% | 144,379 100.0%
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Full-time gainfully occupied(Including 133.141 94.5% 136,863 94.8%
self-employed)
Self-Employed only 15,963 11.3% 15,34( 10.69
Private Direct Production 37,095 26.3% 37,705  26.1%
Of which:
Agriculture and Fisheries 2,181 1.5% 2,215 5%.
Quarrying, Construction & Oil drilling 6,053 4.3% 6,803 4.7%
Manufacturing 28,861 20.5% 28,687  19.9%%
Private Market Service 44,937 31.9% 50,528 35.09
Of which:

Wholesale & Retail 15,095 10.7% 15,596  10.8%
Banking, Insurance & Real Estate 3,213 2.3% ,86% 3.4%
Hotel and Catering Establishments 6,111 4.3% 6,085 4.2%

Transport, Storage & Communicatiof 8,988 6.4% 8,9696.2%
Others 11,530 8.2% 15,013 | 10.4%
Public Sector 50,263 35.7% 47,556 32.99
Of which:
Government Departments 30,188 21.4% 30,827 .09%21
Armed Forces 1,526 1.1% 1,450 1.0%
Independent Statutory Bodies 374 0.3% 144 %0.1
R.S.C. & Airport Co. 10,304 7.3% 7,925 5.5%
Public Sector Companies 7,871 5.6% 7,710 5.3%
Apprentices & Pupil Workers 846 0.6% 1,021 0.7%
Registered Unemployed 7,693 5.5% 7,516 5.2%

Source: ETC Labour Market Research Statistics (Deaaber 2002)

* |t is to be noted that ETC classifies employeyd®IC whereas the NSO uses
NACE and therefore, ETC and NSO data do not tally.

The state also has a coordinating and facilitatiolg with responsibility for the
overall infrastructure, the provision of a legislat framework, the setting of
standards and the monitoring of quality assuratie provision of mechanisms for
accrediting qualifications nationally, and the tiseng of education and training
establishments. Government therefore needs to ttakdead in encouraging the
social partners to work together, with shared resjility for strategy and
operations, decision-making, management and whessilde, even sharing financial
commitments to training and development.
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7.2 The Employers

The shortages and recruitment problems which osgéions have been facing are
various. 61% of employers declare that shortaga® wlue to qualification deficits,
lack of skilled manpower and other reasons.1 HEgeeuitment problem is common to
several labour categories namely managerial leslekical, skilled and unskilled
labour.

Employers often view continuous training as a ¢bstvestment in training is not
expected to give a return on productivity at leastthe long term. Training is
generally tailor-made to an organisation’s needisis goal oriented and runs on
specific lines. Employees’ overall development @@ emphasised. It seems that in
Malta, general formal learning ends with compuls@chooling. The notion of
lifelong learning (LLL) needs to be further devedop Lifelong learning will be
accepted insofar as it matches the changing stglirements of today’s dynamic
labour environment. Most of what is called trainisgsimply the repetition of good
operations in the context of an organisationalugeth is not, strictly speaking, skill-
empowerment. In a competitive changing labour ntagkerironment, organisations
have to develop their human resources.

The allocation of working hours/days for professibdevelopment purposes is not
widespread. However, various contributing fac{ersch as tighter labour markets in
certain economic and service sectors) have chatigegrofile of relations between
employees (and their representative bodies) and ¢naployers. Entitlement for a
number of study leave hours/days should be includexbllective agreements to be
used by employees to advance their technical oragenmal aptitude by following
external training programmes related to their rat@l responsibilities within their
organisation.

7.3 The Trade Unions

The traditional industrial relations model in Maltas that of a voluntary, bi-partite
collective bargaining at the enterprise level inpalarised relationship between
employers and trade unions (E. Zammit, F. Borg, .&/8lla 2001:62)1 In recent
decades, this model has gradually changed into teerpaof corporate tripartite
bargaining at the national level based on sociatnpeship. Around 60% of the
Maltese workforce is represented by unions.

Malta has enjoyed an atmosphere of relative indusstability. This can be
attributed to the readiness of the social partrtersvork together in a highly
competitive international market as well as the eggoment’s readiness to solve
industrial relations issues as they emerge.1

7.4 The Individual

Employment contributes to the individual’s identity society. It is a source of

belonging and status of the individual in her/higamisation, in its immediate social
environment and within the household itself. Jtdb#ity affects the social texture

within this context and therefore, the greaterdhanges in the political and economic
environments, the greater the feeling of uncernaint
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Ultimately, the challenge of finding work and adagtto an industrial environment
must be met by the individual. Few businesses aftaure jobs for life, and the
employee is likely to have to adapt to new circianses. Employers have the
impression that the educational system does nagép individuals with this ability
to adapt, as shown in various human resource ssir¢ayried out in the past.
Government also needs to assess the apprenticettemes and evaluate the existing
teaching methods, in order to enhance skills reguny the labour market.

Changes in the environment bring about associateanges in values and
expectations among working people. Malta’s econanoevth, sectoral orientation of
economic activity towards services, and higher bbokl expectations have all
contributed to the increase in female employment.

The promotion of equal opportunities is being adseel in general and in relation to
particular sectors of the Maltese Society by a nemalh statutory bodies.

7.5 Civil Society

The Civil Society plays an important role in whateferred to as the social economy.
This comprises co-operatives and voluntary orgéioiss. In general these
organisations may be distinguished from public @nigate organisations by their
characteristics of being value-based organisatidnsommitted individuals oriented
towards mutual or social good. Their espoused gasre usually participation, user
and community orientation, and non-profit distribnt Two main sectors in the Civil
Society which contribute to the development of Msdét human resources are NGOs
and the Archdiocese of Malta.

The scale of current economic and social chandgainope, the rapid evolution of the
knowledge society, and the demographic pressurssiltirg from an aging
population, demands a fundamentally new approactedocation and training.
Lifelong learning is the umbrella under which alhds of teaching and ‘life-wide’
learning should be united. It sees all learning asamless continuum ‘from cradle to
grave’, extending from the early years through &llid. Encompassing a common
core of knowledge and skills which goes beyonddasmeracy and literacy, it aims
to equip people with the essential building blockguired to function in modern
society — ‘generic’ or ‘life skills’ such as probtesolving, teamwork and learning
skills, motivation and disposition for learningadtages.

Skills, knowledge and understanding will not lastifatime but require regular
updating. Thus, lifelong learning covers not ohfsic education but all purposeful
learning activity undertaken on an on-going basish whe aim of improving

knowledge, skills and competence.

Lifelong learning is needed not only to develop &yability and personal fulfilment

of current and future generations, but to ensussr timclusion in society and to

promote their active citizenship. This notion iéélbng learning can be implemented
on a wide scale. It is these challenges that Madeks to address.
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8. Challenges for the Social Partners
8.1 Challenges for Government

The European Commission White Paper on EducatidiTaaining (1995) stated that

‘the State is responsible overall for shaping aenktbping the structure, organisation
and content of their educational and vocationahiing systems. Clearly, the State
has a crucial role in bringing about a learningiestycl Its functions include the

following:

8.1.1 Coordinating and Facilitating Role

The State has a coordinating and facilitating reitn responsibility for the overall
infrastructure, the provision of a legislative framwork, the setting of standards and
the monitoring of quality assurance, the provisidgualifications nationally and the
licensing of education and training organisations.

8.1.2 Basic Skills

Government is to ensure that the educational sysseproducing high levels of
achievement in the field of basic skills, suchasgguages, sciences, mathematics and
technology, on which work-based learning can bdt.bufoung people need to be
flexible, enterprising and technically proficient be equipped for an uncertain and
rapidly changing future. They need to begin tareall this while they are still at
school, since school is only the first stage oirtlearning pathway.

8.1.3 Social Dialogue

The labour-capital relationship is being transfadnaed Government's approach to
social dialogue needs to pace the process of awgmstto new forms of social
agreements. The process of managing these chaegéds to realistically consider
whether the social partners can fulfil their roles.

8.1.4 Co-partnership

Government needs to encourage the social partoes®rtk together in genuine co-
partnership with shared responsibility for strategyl operations, decision-making,
management and where possible even sharing ofcimlacommitments to training

and development matters.

8.1.5 Consensus
Government is responsible for building a consermudsdeas put forward by the
social partners and reaching agreements and coremtitm

8.1.6 Enterprise Support

The state needs to give support to employers, &dlyecsmall and medium
enterprises, possibly financial support and/or miges from the state to successfully
invest in the training and development of their tapges.

8.1.7 International Certification

The state needs to ensure that there is a systequalifications which enjoys
national credibility and recognition. Nationallgaognised qualifications need to be
international that is acceptable, transferableawieditable to any country.
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8.1.8 Quality Assurance

Training providers need to ensure quality educadiod training and the State needs
to ensure a proper accreditation, inspection anditoring mechanisms for quality
assurance which may incorporate principles of v@etion. Training providers need
to ensure that their deliverables meet the needsngfloyers and the community.
Government needs to set up a quality improvemeategly to ensure consistency,
coherence and sustain a culture of continuous ingonent.

8.1.9 Co-Funding

The state is not ultimately responsible for theding of all training and development
initiatives. However, it can influence policy amfve support to education and
training institutions in a number of ways. For exde, tax reliefs for individuals or
enterprises who invest in training and developmerational funding for new
schemes.

8.1.10 Vocational Education and Training

Competence and skill acquired in the workplace neede recognised and
accredited through systems of vocational qualifarat. This would encourage
closer links between academic and vocational giealiions. Qualifications

need to recognise what people know, understandcanddo and the standard
they have reached. Both academic knowledge anctipeh applications need to
be recognised and assessed. Vocational qualibicatsystems should benefit
mostly persons already in employment.

8.2 Challenges for Management

The rapidity of technological and organisationahmfpe in business, changes in the
nature of work itself and the increasingly competit international business
environment, all require the adoption of a contimiand lifelong approach to skills
acquisition and training and the promotion of geedtexibility and adaptability
within the workforce.

A recent NSO survey on vocational guidance hasddbat Maltese organisations do

not invest sufficiently in upgrading employee ané@nagement skills. This is

particularly the case for small businesses. Yistkhown that effective investment in

HRD will yield a good commercial return providedist done in the context of a

sound business plan. The tendency for enterptiaseader-invest in training may be

due to:

e A fear that the employees benefiting from humarmuese investment may leave
or be poached by other employers;

e A lack of funding for HRD investment purposes;

e An insufficient recognition of potential benefit§ iavestment in HRD, due to a
lack of readily available information.

To overcome these deficiencies, it is not enougintply allocate additional resources

to HRD. A strategic approach to the utilisationtieé opportunities available to the

organisation, together with new attitudes to tragnare also required. The successful
enterprise is a learning organisation where peapll levels are able to acquire and
renew the knowledge and skills identified throughaaalysis of the training needs of the
organisation and of the training potential of itspdoyees.



17

Closer links between the educational and trainenyises are essential to underpin
the capacity of organisations for innovation actibgsfull range of business activities
and to ensure that the education and training seei@ responsive to the needs of
organisations.

In addition to raising the quality of existing $&il new work practices require the
acquisition of new skills. Failure to master theee processes will put organisations at a
competitive disadvantage.

The challenge for management is to make the tiandiv activities which are based
on the use of higher technology, better qualitytféreorganisations, and which will
yield profitable margins. This transition requir@ssignificant change in traditional
management-employee relationships. It involves fieuns of work organisation
which foster greater employee autonomy and dismreitn the performance of jobs
within an agreed framework of responsibility. lguéres work practices suited to
developing competitive advantage in individual aergations, based on the
acquisition and mix of skills and on flexibility.

A greater disclosure of information and partnershifhe management of change needs
to be revealed to avoid crises-driven change. Tplsces new demands on

management. The communication skills and negotiatigpabilities of management

and employees need to be strengthened to achieategeffectiveness in this changed
employee-management environment. Training and ¢idaca these skills is growing

in importance. The aim must be to benchmark mgiperformance at both the national

level and at the level of individual organisatiagainst the best known international

practices.1

8.3 Challenges for Trade Unions

Traditionally, trade unions act as intermediar@sstantly striving to represent the
interests of their members and improve their comast of work through bargaining
and negotiation. At the work place, managementoerages flexibility and
adaptability to the market needs. This may impdanler organisations due to
restructuring and downsizing. Any form of flexibyl introduced by management
puts unions in a dilemma. A union’s mission is t@rpote solidarity rather than
divide the workforce and flexibility measures mag Wewed as going against this
objective. The challenge for trade unions and mamet is to integrate flexibility
with security. In order to face these challengesons need to manage change more
effectively and according to a pre-determinedegat The new initiatives may include the
following:

Image building;

Coping with the new economic environment;

Employee involvement;

Relations with the state;

An active role in vocational training and developrme

. Image Building

All unions need to improve their public image thgbuupgrading their public
relations and mobilising their resources (G. Babth@mo, S. Rizzo, E. Zammit,
2003:148).1
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o Coping with the New Economic Environment

Unions should operate more actively their netwaevits other international trade unions —
particularly within the European Trades Union Cdefation (ETUC) - to devise common
policies, such as the European Employment Strgteg$) and keep up to date to with
international events.

e Employee Involvement
Maltese trade unions should negotiate with theragbeial partners different forms of
employee involvement and workplace participatiorhe§e would enable their
members to be more involved in decision-making @sses and achieve a balance
between security and flexibility.

e Relations with the State
The unions are often viewed as offering ‘stiff stsince’ to Government. The latter
follows a policy of industrial peace and shouldaive unions in formulating national
policy. This may be viewed as ‘union accommodastage policy’. It should be noted
that in the Malta survey, 67% of respondents belithat their union has achieved a
balanced relationship. 23.7% of the respondesigtiat the unions should offer ‘stiffer
resistance’ to Government.

e Active role in Training and Development
The unions should be actively involved, in conjiortiwith the other social partners, in
employee training and development as well as inatimcal training and lifelong
learning. Without this active union role, the swescef any such schemes is likely to be
severely impaired. This could also be their mofgcsifze contribution towards securing
the employability of their members throughout theark lives.

In view of the above, trade unions are faced witread of increasing non-unionised,
atypical and marginalised employees. A number arfkers in the highly unionised
public sector are decreasing. This trend posémbenge to the Maltese trade unions
in the future. For unions to maintain credibilitiey need to show tangible evidence
not only of competence but also of fairness andtg{G. Baldacchino, S. Rizzo, E.
Zammit, 2003: 153).1

8.4 Challenges for Individuals

The individual will also have to give importance ¢asuring that qualifications,
training and personal development are updatedtnatmnally certified and meet
the need to secure and maintain employment. Thammum levels of initial
education and training required to secure and tid hojob are rising. There is
evidence to suggest that those who leave schooh wib or minimum
gualifications will enter into an on-going cycle miemployment.

There is also a need to ensure that, in the wockpte# today and of tomorrow,
where change is endemic and the need for new gkillsonstantly apparent, a
commitment to lifelong learning is required to eresuheir ‘employability’.
Individuals will need to develop a ‘personal polithd of skills and attitudes that
are continuously upgraded over a working life-timevhich the concept of a ‘job
for life’ in any business activity, will no longéwold.
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The greater the extent to which organisations addviduals have invested in the
upgrading of qualifications and skills, the lowketpossibility of redundancy and
the easier it will be to achieve reintegration intee workforce if redundancy
occurs. Where employees do become redundant, tle@itegration to the

workforce can be facilitated by effective advisaryd counselling services.

8.5 Challenges for the Civil Society

The Civil Society motivates individuals within tlewn area of activity to equip
themselves with relevant skills. This will enhartbe individuals’ employability.
The characteristics of the Civil Society organisat are value-based, orienting
individuals towards mutual or social good. Theip@ssed values are usually
participation, user and community orientation, anwh-profit distributing. They
also confirm values like self-help, self-responkifpj democracy, equality,
equity, and solidarity (R. Spear: 1998).1

In every society there is a growing minority of pemwho are more vulnerable,
undereducated, under-skilled and unemployed. mesoases, these people have
multiple difficulties to add to their employabilityproblems. Private
organisations cannot cater for all the needs ofehgeople. Government has a
social responsibility and ensures that provisiomede for these people’s needs,
with the aim of helping them to become employalbid aapable of taking active
participation in society.

9. Ciritical Challenges Confronting the Developmenbf Employees
in Malta Today

A field survey was carried out among a number t#cted, influential individuals and
experts on HR to support the findings. Furthemary data was gathered through field
research consisting of mailed questionnairesl aladted individual interviews.1 The
following questions were addressed:
e What are the most important challenges confronting development of
employees in Malta today?
e For each of these priorities, identify an initigithat could address the challenge.

The analysis of the questionnaires identifies thkowing eight most important
challenges today:

9.1 Reintegrating unemployed people into the natial workforce

Specific human resource development interventisasrequired to help bring those
who have been unemployed and particularly long-termemployed back into the
workforce. Unemployed persons in the over 40-ageum (mid-careers) are
susceptible to long-term unemployment. These persoe likely to be severely
affected by the restructuring of the economy.
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9.2 Helping people become more employable and prating gainful
employment through the development of their skills

There is a need to prevent the drift of school éeavnto long-term unemployment

and improving opportunities for pre-entry vocatibaducation and training together

with its quality and relevance. Employees neededcome more employable through

the development of their knowledge and skills.

9.3 Underpinning competitiveness by promoting inv&ment in the skills and
knowledge of the workforce

Good educational attainments and qualificationskaserequirements in reducing the

numbers of people at risk of becoming unemployethck of information technology

and communication skills needs to be enhancedpgpati Government’s drive for an

information-based society and economy.

9.4 Strengthening commitment to lifelong learningZontinuous Vocational
Training (CVT)

Individuals and their employers need to be comuiitte lifelong learning and

vocational training. Malta has an imbalance ofatmmally qualified personnel —

young persons or individuals who have experiendenbugualifications. MCAST is

trying to address this issue.

9.5 Providing Comprehensive Guidance and Counselly Services

Vocational Guidance should be seen as a continuum, life-wide and lifelong. Mobility of
employees and continuing advancement in technology make some jobs obsol ete and
change others. Vocational guidance becomes important for employees, before entry into
employment and throughout their whole working life.

9.6 Promoting Equal Opportunities

Female participation in the labour market is siigaifitly low when compared to other
European countries. Gender differences may beimygart to a fair amount of
women who drop out of the workforce when they hadkeir first child (G.
Baldacchino, F. Camilleri 1992:10).1 Employers nadyo be reluctant to provide
incentives to encourage women to remain workingGaruana, 2003:189-221).1

Moreover, persons who experience social problems and who may be at risk of
exclusion, often suffer from prejudiced employers. The existing schemes need to be
monitored and continually reassessed to ensure their effectiveness in further
integrating these persons into working life.

9.7 Assisting Small and Medium Enterprises (SMEsj)o overcome the skill
barriers to development

The majority of the work force is employed in SMHB$iese organisations face difficulties

in identifying what their training needs are relatto best practice, in developing HRD

plans and in releasing staff for training. Thesodhce financial constraints in investing in

training. These difficulties are addressed.



21

9.8 Developing a strong quality assurance system

A recognised quality assurance system needs to fmade in relation to the quality and
relevance of training, if investment in human resewevelopment by individuals, by
business or through the State is to be effecterbouraged. This system should provide
authoritative information on best practice, proviglermation on training consultants or
institutions and ensures acquired skills and egpe& are certified to a standard which
has widespread recognition and portability.

10. Actions
The Brussels European Council in March 2003 empbddihe necessity of structural
reforms, in particular good governance, social reaighip and efficient employment
services. The renewed Employment Guidelines fooubiree over-arching objectives:

e Full employment

e Quality and productivity at work, and

e A cohesive and inclusive labour market.

Within these broad objectives are some guidelines:

e “Access of workers to training is an essential eletrof the balance between
flexibility and security.

e Increasing investment (in HR) requires the provistd adequate incentives
for employers and individuals, and re-directing Ipufinance towards more
efficient investment in human resources acrossetiiging spectrum.

e A successful implementation of employment policiepends on partnership at
all levels, the involvement of a number of operadicservices and an adequate
financial provision to support the implementatidrth@ guidelines.

e Improved quality at work is closely inter-linked titvithe move towards a
competitive and knowledge-based economy and shdogd pursued
particularly through social dialogue.

e Quality encompasses intrinsic job quality, skilielong learning and career
development, gender equality, health and safetywvartk, flexibility and
security, inclusion and access to the labour mdrkebrk organisation and
work-life balance, social dialogue and worker irvavhent, diversity and non-
discrimination, and overall work performance.”(Aai@ana, 2003: 194-202).1

The very nature of work and work organisation iaraiing, driven both by the rapid
pace of technological change and a need to maintampetitiveness. It is a world of
work where flexibility and adaptability, the abylito change, to accommodate and
generate new products and processes are essentsaiccess, and where the concept
of ‘employability for life’ is superseding the triidnal concept of ‘a job for life’
(Department of Employment, 1997:149).1

Human resources must increasingly require the Bigbeels of knowledge, skills and
competencies. An ongoing investment in learningeiguired both at the point of
entry into the labour market and, just as impotyahroughout the working life by

constantly updating and adapting the employeesMexge, skills and competencies.

The Maltese people’s abilities are matched by thgjh aspirations. In this context,
Malta’s main development objective is to restruetits economy by embarking on
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the “high road of innovation” (W. Fricke, 2001:20)In practice, this means the
creation of “highly skilled jobs producing high diii@goods”. The occupants of such
jobs must be capable of constant innovation in mtdeeompete successfully on the
global market. The realisation of this objectivguiees the establishment of local
facilities for advanced vocational training at ingtons like the University, Malta
College of Arts, Science and Technology (MCAST)stitite of Tourism Studies
(ITS) and others. Where this is not feasible, sgesad training may be imparted
through exchange agreements with high-ranking goreistitutions.

All this, in turn, also requires the availability @adequate incentives for employees to
dedicate their efforts to ambitious training prégegvhich can best be secured for
them through negotiated agreements among the smaniters. It is strongly believed
that the realisation of the above objectives wallfacilitated if Malta avails itself fully
of the new opportunities available following its Edcession.

The analysis suggests that Maltese enterprise éasoyfully realise the changing
circumstances which it is facing, especially whesasured in terms of the levels of
its investment in people. In other words, therdla HRD potential is not being
adequately utilised at present.

There can be mutual benefit resulting from greatgrergy between the training
infrastructure and the industrial sphere. An insitihalised dialogue is required
between the educational organisations and indugiras to shape the training of
human resources to the industry requirements.

The Governmental institution that is currently m@sgible to facilitate enterprise
operations is Malta Enterprise, while that for eoyphent and training is the
Employment and Training Corporation (ETC). Togetheith the educational
institutions, Malta Enterprise and ETC should asalthe current skill gaps in Malta
and predict future skill requirements that reswtinf current and planned future
investment. The social partners should also belgeeyolved in this process. As a
result, the educational institutions will be in attler position to draft new
prospectuses as well as to re-launch current ceur$es analysis will also permit the
system of training certification and quality assu&to update its criteria according to
new requirements. Guidance and Counselling faeslittepresented by a National
Vocational Guidance Unit would be in a better positto provide the right direction
to individuals seeking further skill specialisation

The synergy between Malta Enterprise, Employmerd amaining Corporation
(ETC), the social partners and the educationaltingtns will also aid students to
gain hands-on experience, and industry to comnmisggresearch requirements in
these institutions.

The effectiveness of government incentives to cangsafor employee training and
development (currently being provided under theilass Promotion Act, through
ETC and Malta Enterprise) needs to be constantlgitmed and its impact on HRD
assessed.
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11. Conclusion

The challenges and strategies will contribute talwarvercoming some of the barriers
that undoubtedly exist and help to bring aboutdbkure or attitude change that is
necessary to generate the new focus on investmergaple. The strategies are to be
used dynamically, and must inevitably change aravev New actions will need to
be developed regularly to properly reflect thatngiag world of work to which they
are meant to be applied.

All the social partners are to assume the respiitgifor training and development
of Malta’s human resources. It is everyone’s resgulity to get their house in order
and adjust to the new work environment.

Government is making its commitment with respectitdoown employees. It is
already making a substantial contribution in HRParticularly through the recent,
significant investment in Malta by leading foreigampanies operating in the vital
Information and Communications Technology (ICT)teecThe ETC has also created
a range of structures through which its labour reanmkterventions are implemented.
Government has an obligation to ensure that itestments remain effective and are
utilised efficiently.

The challenges confronting Maltese society are bested as opportunities to be
grasped. All sectors of society should strengtheir resolve to mobilise Malta’s key
assets — our people — towards the attainment af@amon objectives.
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13. APPENDICES
13.1 The Geo-Political Profile of the Maltese Islaas

Malta is an archipelago of three main islands oicwiihe largest (Malta) is 17 miles
long and 9 miles wide covering a superficial aréaaloout 96 square miles. The
archipelago is situated about 60 miles South oflyS{ttaly). The second largest is
Gozo (Ghawdex) with an area of approximately 26asgumiles. Comino (Kemmuna)
is only about 2 square miles and lies mid-way m4hmile channel that separates the
two major islands.

Apart from being one of the most densely populatiedes in the world, the Maltese
islands rightfully boast of a history spanning oserthousand years brimming with a
wealth of civilisation. The strategic location dfet islands made it inevitable that
nearly all the major civilisations of their respeet time made Malta their pride
possession from where they controlled the maritiratfic plying the Mediterranean.

They have all been here - Phoenicians from the, E2atthaginians from North

Africa, the Romans, the Byzantine Greeks, the Ardhsanish medieval feudal
princes, the Knights of St John, Napoleon the Empand finally the British Crown

with a presence of lasting nearly 180 years. TheEBBO protected megalithic
architecture comprising of free-standing templesl amderground hypogea are
thought to be older than Stonehenge.
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The islands, strategically located at the crossoafl the Mediterranean, have
throughout their history acted as an important gelitical point of reference between
Christian Western Europe and the Muslim region ofth Africa and the Middle
East. As stated the islands were ruled by variousidn powers ranging from the
Phoenicians, Romans, Arabs, Aragonese (c.1200-1829)Xnights of the Order of
St John (1530-1798), the French (1798-1800) andBtigsh (1801-1964). Great
Britain formally acquired possession of Malta ir018The island staunchly supported
the Britain through both World Wars and remainedha Commonwealth when it
became independent in 1964. A decade later Matarne a republic. Since the
mid-1980s, the island has become a major freigimistishipment point, financial
centre and a prime tourist destination within thediferranean region. OnMay
2004, Malta will become a full member of the Eurapénion (EU).

13.2 Malta’s Fact File

Capital city: Valletta

Government type: Republic

Size: 27.4 km long and 14.5 km wide — 398 squdoenetres

Situated about: 96 km from South of Sicily

Second largest island: Gozo — 68 square kilometres

Religion: Roman Catholic 98%

Languages: Maltese (official), English (offigial

Currency: Maltese Lira (MTL)

Legal system: based on English common law anddRarivil law

Population: about 385, 000 persons

Climate: Mediterranean with mild, rainy wintersdavery hot, dry
Summers

Economy: Resources are limestone, productive laldowce, has no

domestic energy sources and depends on foreigne,trad
manufacturing and tourism.

Unemployment rate: 7% (2002)



