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1. INTRODUCTION

1. 1. THE REFERENCE FRAMEWORK FOR THIS RESEARCH

1.1.1. LABOUR POLICY AND LABOUR MARKET APPROACHES IN THE EUROPEAN 

UNION

Employment is one of the policies that has attracted more attention from the European Union in 

recent years. Nevertheless, if we confine ourselves to budgetary data, labour market policies, 

both active and passive, have a strictly national focus. Except for the expenditure that the Union 

assigns to the European Social Fund and to some specific EU programmes, there are no other 

items in the Community budget aimed at modifying imbalances in labour markets.

However, the lack of a European Union policy in this area has not led to the inexistence of a 

community labour policy. In this regard, like in many other EU policy areas, the subsidiarity 

principle and design are of prime importance, while the implementation and funding of the 

political actions are the responsibility of the national, regional and even local, administrations. 

Community policy action involves the design of common strategies –definition of objectives and 

design of action lines-, the coordination of national actions, the monitoring of their 

implementation and evaluation of the results.

Community awareness in the field of labour policy is relatively new; in fact, according to some 

authors it dates back to the beginning of the last decade. The policy of monetary stability, in 

preparation for Monetary Union with the challenges it entailed in terms of employment and, 

above all, the high levels of unemployment prevalent since the 1970s in most European 

countries, required a coordinated political response at the European level.

a) Cooperation in employment up to 1997

Current concern for a variety of labour-related aspects is a result of a wide-ranging process that

originated at the birth of the European Community itself. The Treaty of Rome already contained 

provisions, although sporadic, in the field of social and labour market policies focused on the 

free movement of workers or on the European Social Fund. Through this Fund a series of aid 

programmes were created to promote employment and worker mobility. Nevertheless, 

cooperation among Member States before 1997 consisted mainly of “traditional” cooperation 

between governments and took place under the aegis of international umbrella organizations 

such as the Organization of Economic Cooperation and Development (OECD) and the 

International Labour Organization (ILO).
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However, problems in the labour market that started to arise in most European countries from 

the end of the 1970s led to a low job creation rate in contrast to the United States and Japan, 

and this, together with the structural problems and macroeconomic difficulties at the beginning 

of the 1990s made the need for a coordinated answer at European level clear. The White Paper 

on growth, competitiveness and employment (Delors Report II), of 1993, marks an important 

turning point in community policy. This paper pointed to the need to apply structural reform 

policies in the labour market and it contained the action lines that would be applied in the future, 

which aimed at the reconciliation of economic dynamism with a capacity for the integration of 

European labour in world markets, while at the same time preserving the European labour 

market and job creation. In fact, according to some experts, the White Paper on Growth, 

Competitiveness and Employment marked the first step towards true labour cooperation at 

European level.

In the various EU Council meetings that have taken place in Essen, Madrid and Dublin since 

1994, a series of criteria relating to employment were established, expressing the need to 

change national policies and direct them towards the promotion of structural reform measures 

both in the labour market and in the goods and services markets. All this in a framework of 

stability promoted by macroeconomic policies and with the aim of nominal convergence, which 

was considered a precondition for the effectiveness of employment policy in the medium and 

long term. Quantitative objectives for employment were not established, but a series of 

homogeneous indicators were proposed in order to enable evaluation of the evolution of the 

labour market in different countries. Against this background, priority action areas were defined, 

such as: SMEs, new technologies, sectors that were particularly disadvantaged, etc. And it was 

established that other areas of economic policy, such as the tax system, should aim at the 

generation of employment, through measures such as reductions in social contributions, 

although without jeopardizing the financial stability of social protection systems.

In particular, in the European Council meeting in Essen (1994) five key objectives were 

identified, which Member States made a commitment to achieving: “the development of human 

resources through vocational training”,  “support for productive investment through moderate 

wage policies”, “improvement of the effectiveness of labour market institutions”, “identification of 

new employment sources through local initiatives” and “promotion of access to the labour 

market for specific groups, such as young people, long-term unemployed people and women”. 

However, without a formal commitment from Member States, it was very difficult to achieve the 

above-mentioned results of the Essen Strategy.

Finally, the Amsterdam Treaty, signed by the Heads of State and Government of Member 

States on the 2nd of October 1997, which came into force after the corresponding ratification by 

each of the Member States on the 1st of May 1999, incorporated a new employment section in 

the Treaty of the European Union, so that unemployment is institutionalised as an issue of 
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common interest. While preserving Member States’ powers with regard to employment policy, it 

stresses the importance of developing a coordinated strategy in order to combat unemployment 

and improve the employment situation through a common strategy and coordinated action. 

These commitments came to fruition subsequently in a coordinated strategy for employment. 

Moreover, other matters became “common interest issues”: the promotion of a qualified work 

force and a labour market that would be more reactive to economic changes. The Treaty also 

provided the legal basis for the creation of an Employment Committee and introduced qualified 

majority voting in employment-related areas, thus facilitating important improvements in 

decision-making processes.

b) The launch of the European Employment Strategy in 1997

The Luxembourg Jobs Summit in November 1997 anticipated the entry into force of the 

Amsterdam Treaty by launching the European Employment Strategy1 (EES). The aim of the 

EES was to make significant reductions in unemployment in Europe over a five-year period, 

through the coordination of national policies on employment. The EES created a multilateral 

monitoring framework that included four specific annual phases: 

1. At the beginning of each year, the Council should approve, at the suggestion of the 

Commission, a series of priority areas (Guidelines for Employment) with specific goals.

2. Using these Guidelines, each country should prepare (with the intervention of the 

different social actors) a National Action Plan, in which they should include the policies 

to be applied, paying attention to the singularities of their labour market.

3. For their part, the Commission and the Council were in charge of the analysis of each 

national plan and the submission of a Joint Employment Report to the European 

Council meeting in December.

4. The Commission would also present recommendations for the revision of the guidelines 

for the following year.

The coordination of the national employment policies primarily aimed at achieving the 

commitment of the Member States to a series of common objectives and goals, around a four-

pillar structure: employability, entrepreneurship, adaptability and equal opportunities.

1 Hereinafter EES
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• Employability: the need to introduce improvements in the job search process, in order to 

fill the technical gap, prevent long-term unemployment and favour the integration of the 

most disadvantaged groups. The replacement of passive policies with active ones2.

• Entrepreneurship: to encourage autonomous employment, reducing bureaucracy and 

identifying new sources of employment (developing the potential of the service sector).

• Adaptability: to promote worker, and company adaptability to changes in the labour 

market (modernization of the organisation of work, with the contribution of social 

partners).

• Equal opportunities: to enable the entry of more women into the labour market, equal 

opportunities in that market and improvements in the reconciliation of work and private 

life.

The EES also introduced a new working method, the “Open Coordination Method” (OMC). This 

method aimed at achieving a balance between the responsibility of the Community and that of 

the Member States (the subsidiarity principle). Moreover, it established quantified common 

targets to be achieved at Community level and implemented Community-level monitoring which 

was promoted through the pooling of experience. The OMC also aimed at facilitating political 

debate at different levels, followed the so-called integrated approach, in such a way that actions 

adopted in the field of employment must be consistent with employment-related areas, such as 

social policy, education, taxation, business policy and regional development, among others.

The employment strategy was based on:

• Convergence at higher levels of employment,

• Multi-annual monitoring of the process and

• Management by objectives, based on quantifiable and verifiable criteria.

c) Reinforcement of the European Employment Strategy: the Lisbon Strategy

The Lisbon European Council meeting, in March 2000, established a new strategic objective for 

the European Union for the period 2000-2010: to become the most competitive and dynamic 

knowledge-based economy in the world, capable of sustainable economic growth with more and 

better jobs and greater social cohesion.” Under this global strategy, the EES acquires its 

2 Active labour market active policies have become, over the last decade, a tool that economists recommend and 
governments use to reduce unemployment. Whereas some decades ago, passive policies prevailed, i.e. those that 
provide income to the unemployed during the unemployment period, active policies have now become predominant. 
These are policies that aim to improve the chances of the unemployed to find a job by favouring, in different ways, the 
transition from unemployment to employment.
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maximum importance. The Lisbon Summit established a coordinated process based on three 

dimensions: growth, employment and social cohesion. Moreover, it explicitly formulated specific 

objectives for employment: to achieve an average employment rate of 70 per cent overall, and 

of over 60 per cent for women by 2010, with the aim of reinforcing sustainability of social 

protection systems. Together with the Lisbon objectives for 2010, the Stockholm European 

Council meeting of 2001 added two intermediate objectives that were due to be reached by 

2005: the overall employment rate was set at 67 per cent and 57 per cent for women; and a new 

objective was established aimed at reaching by the year 2010 an employment rate of 50 per 

cent for EU older workers (aged 55-64) both for men and for women.

In the European Summit in Barcelona, in March 2002, the importance of full employment and 

the attainment of the objectives agreed in the framework of the Lisbon Strategy were reiterated. 

The Heads of State and Government requested, in particular, the reinforcement of the EES as a 

key instrument to move towards the stated objectives.

In 2003, the Commission expanded the employment guidelines for a three-year period with the 

purpose of ensuring greater coherence among the policies of the Member States. The 

Commission aimed at reaching full employment, in particular through an improvement in the 

integration of less favoured groups, increased investment in human resources, the adaptation of 

education and training systems and the promotion of flexibility combined with job security.

d) The new Lisbon Strategy: partnership for growth and employment

In February 2005, after a revision of the results achieved3, the European Council considered it 

was essential to relaunch without delay the so-called new Lisbon Strategy (or revised Lisbon 

Strategy) and redefine growth and employment priorities. In order to achieve these objectives, it 

was also concluded that it was necessary to mobilise all appropriate national and Community 

resources –including the cohesion policy- in the Lisbon Strategy’s three dimensions (economic, 

social and environmental) so as better to tap into their synergies in a general context of 

sustainable development.

The new Guidelines for Employment are now part of an integrated package of guidelines for the 

period 2005-2008 which is included in the “Broad Economic Policy Guidelines”, which previously 

had a separate, autonomous process. In this way, the aim is to guarantee the general economic 

coherence of the three dimensions of the strategy. At the same time, in February 2005, a new 

Social Agenda was set up for the period 2005-2010, representing a core pillar in the new 

strategy for growth and employment. The agenda contains two priorities: to reach full 

employment and achieve a more united society with equal opportunities for all. Furthermore, in 

order to reach the Lisbon objectives, labour markets need to be modernised and become more 
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adaptable, which is a guarantee for the achievement of more and better jobs. In the new Lisbon 

Strategy, the Integrated Guidelines on Employment Policy are based on three priorities, each of 

which has specific developmental guidelines:

• To attract and maintain more people in employment and modernise social protection 

systems: (i) to implement policies that aim at full employment, improve quality and 

productivity at work, and reinforce social and territorial cohesion; (ii) to promote a work 

approach that considers the life cycle as a whole; (iii) to guarantee inclusive labour 

markets for jobseekers and disadvantaged people; and (iv) improve the 

correspondence between job supply and demand.

• To improve adaptability of workers and flexibility of labour markets: (i) to promote 

flexibility together with security at work and reduce market segmentation; and (ii) 

guarantee an evolution of wage and non-wage labour costs that will favour employment.

• To increase investment in human capital through better education and professional 

skills or competences: (I) to extend and improve investment in human capital; and (ii) 

adapt education and training systems to the challenges of new competences and 

qualifications.

In order to pursue the new three-year governance cycle, the integrated guidelines must lead to 

the establishment in the Member States of ambitious national reform programmes that meet 

their specific needs and situations. Furthermore, the Commission presented a Community 

Lisbon programme covering all the measures to be taken at Community level. These 

programmes are a vital instrument for growth and employment.

Finally, the Member States need to improve their efforts in areas such as the development of 

the information society, the need to uncover the black economy, and promote local employment, 

the so-called social economy, the development of quantitative objectives and indicators, and 

better interaction between the funding of the European Social fund and the implementation of 

the European Employment Strategy. 

3 The forecasted intermediate results for the European economy in the field of growth, productivity and employment 
were not as expected.
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1.1.2. LABOUR POLICY AND THE LABOUR MARKET IN SPAIN

Spain, as a member of the European Union, has been applying the guidelines that have 

emerged from the EU institutions with regard to employment. Since 1998, different Action Plans 

for Employment have been prepared, and these have been in perfect harmony with EU precepts 

and recommendations. The guidelines set out in the EES, as well as their subsequent revisions 

in the light of the Lisbon Strategy and the new Lisbon Strategy of 2005 have been adapted to 

the particular circumstances of the Spanish labour market.

The National Action Plans for Employment produced by the Ministry of Employment and Social 

Affairs since 1998 have implemented the EES and its subsequent revisions, while bearing in 

mind the Spanish sociocultural context. As was explicitly mentioned in the EES, the above 

Plans made a commitment to active employment policies that bring the unemployed closer to 

the reality of the labour market4.

In Spain, the general characteristics of the labour market presents are fairly deficient in 

comparison with other EU countries. This has meant that the government, in its desire to solve 

one of the traditional problems of the Spanish economy, has paid special attention to the 

agreements, guidelines and recommendations that have emerged from the EU authorities. 

Below, is a brief review of the situation of the Spanish labour market, in order show the relation 

of the different priorities that the government has established in the National Action Plans for 

Employment, in particular in the most recent Plan of 2004, with the basic principles set up by the 

EU institutions in the EES and other documents.

a) The labour market in Spain

The basic characteristics of the Spanish labour market are a high level of unemployment and 

low rates of activity and occupation. Historically, growth in employment has not led to 

proportional reductions in the level of unemployment, since the growth of the population of 

working age has been quite high, for a range of reasons that have converged in recent 

decades. The unemployment rate in Spain is one of the highest in the EU, even higher if we 

consider that the rate of activity is below the European average. The percentage in work is also 

well below the EU average.

With regard to the unemployed population, the peculiarities of the Spanish market are as 

follows: a high percentage of unemployed women, very high youth unemployment, different 

4 Labour policies include those that promote actions aimed at mitigating imbalances in the labour market; there is a 
difference between anticipatory policies (those called active policies) and compensatory policies (passive). Since the 
Amsterdam Treaty (1997) and the implementation of the Employment European Strategy (EES), labour policy has 
acquired special relevance, and the emphasis has shifted from a dominance of passive policies to the use of active 
policies.
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rates depending on the level of qualification, and significant differences among the 

unemployment rates between Autonomous Communities. With regard to the population in 

employment, the most outstanding characteristics are: very high seasonality, a lack of part-time 

jobs and deficiencies in the dynamics of the labour market.

Nevertheless, it is necessary to point out that in recent years, the data from the main indicators 

in the Spanish labour market show significant improvement within a framework of strong 

economic growth. This phenomenon is due not only to a rapid rate of economic expansion, but 

also to an increase in the elasticity of the demand for jobs in relation to the GDP, which is 

associated with structural changes.

b) Action plans for employment in the Kingdom of Spain 

One of the most pressing problems at European level, and especially in Spain is unemployment, 

which has a significant impact on certain groups of people.

Since 1998, several different Action Plans for Employment5 (PNAE) have been drafted, and 

these have included a range of measures aimed at those groups that have show greater 

difficulties in entering the labour market. Below is a brief description of the most significant 

characteristics of each of these plans:

• The aim of the 1998 PNAE was to replace passive employment policies with active policies 

and bring the unemployed closer to the reality of the labour market through different 

measures.

• The guidelines of the aforementioned plan were maintained for the 1999 PNAE, which, 

together with these indications, included innovative measures based on the guidelines and 

recommendations for 1999. In this period, a new guideline was introduced to promote an 

open market for all (immigrants, disabled people and groups at risk of exclusion). 

The priority objectives of this plan were: a) to consolidate the action strategy based on the 

formulation of active policies, b) to support employment stability, c) to boost activity in small 

and medium sized enterprises and c) to improve the work-life balance.

• The 2000 PNAE continued with the preventive policies initiated in 1998. With this aim it 

created a new Renta Activa de Inserción programme6. Along with this measure, the 

employment promotion programme for workers at risk of social exclusion was approved.

5 Hereinafter PNAE
6 “Active Job seeker’s benefit”: These programmes link passive employment support policies (benefits) to active 
employment policies, supporting the search for work
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• The measures of the 2000 plan were maintained in the 2001 PNAE, which, together with 

the already existing measures, introduced some innovations, with special emphasis on 

immigrant groups. 

• The fifth and last of the Action Plans planned for the EES7 was the 2002 PNAE. The 

foundations of this plan were: a) to increase employability, b) entrepreneurship and the 

creation of jobs, b) to promotion of the adaptability of companies and their workers and c) to 

reinforce gender equality opportunities policies.

In this plan the effort devoted to the participation of women and older people in the labour 

market8 was outstanding.

• The period 2003-2006 was conceived as a new phase for the EES, and the 2003 PNAE 

was the first instrument for this new phase. The objectives of this plan were to achieve full 

employment and improve quality and productivity. To meet these objectives 10 guidelines 

were established.

c) National Action Plan for Employment of the Kingdom of Spain (2004)

The PNAE 20049 emerged in a context of transition “in which elements of continuity, insofar as 

the employment policy designed by the former government has been maintained, are combined 

with a change in policy, as there is a commitment to work with the social partners to give a new 

direction to certain aspects of economic and employment policy in order to meet the EES 

objectives10”

Full employment, better quality and productivity at work and the strengthening of social and 

territorial cohesion and integration are the objectives around which this Action Plan pivots. For 

their achievement, the European Council set the following 10 priorities, which ultimately aim at 

contributing to the fulfilment of these aims. 

1. - Active and preventive measures to favour unemployed and non-active people

2. - Job creation and entrepreneurship

3. - To address change and promote adaptability and mobility in the labour market

4. - To promote the development of human capital and lifelong learning

5. - To increase the labour supply and promote active ageing

7 Five-year period (1997-2002)
8 In order to increase participation of older people in the labour market policies were developed to encourage the 
employment of these groups. 
9 This Plan corresponds to the second year of the new EES
10  Ministry of Employment and Social Affairs [on line] Available at: 
http://www.tt.mtas.es/periodico/laboral/200410/LAB20041008.htm   [2006, 2nd October]
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6. - Gender equality 

7. - To promote the integration of people at a disadvantage in the labour market and combat 

discrimination against these groups

8. - To make employment economically viable through the use of incentives.

9. - To transform undeclared work into regular employment

10. - To address regional employment disparities

Each Member State, based on these guidelines and depending on their situation and context, 

prepared the Action Plans in which they set out specific performance measures, as well as 

recommendations to achieve the EES objectives. 

Among the most relevant innovations in this plan we highlight a) the modernisation of Public 

Employment Services (the introduction of the Information Systems of the Public Employment 

Services –SISPE11- the purpose of which is to maintain homogeneity in the labour market within 

the framework of management of the Active Employment Policies of the Autonomous 

Communities12), b) the promotion of business initiatives, through different measures, especially 

of a financial nature and c) the increase of investment in training aimed at vocational 

qualifications for the most disadvantaged groups and the reduction of the number of early 

school leavers. 

d) National Reform Programme (2005)13

The Spring European Council meeting of March 2005 “expressed the need to relaunch the 

Lisbon Strategy, focussing on the objectives of growth and employment and maintaining social 

cohesion and sustainable development as permanent reference points14”, as the objectives 

foreseen for the European Union had not been achieved15. 

The National Reform Programme16 (PNR) was set up as a reply from Spain to the relaunched 

Lisbon Strategy, and became the essential reference for the Government’s economic policy in 

the medium term in which “full convergence with the EU is set up as a strategic objective by 

2010, both in per capita income and in the knowledge society17”

11 SISPE came into being on the 3rd of May 2005
12 This system maintains a link between active and passive employment policies
13See section d) New Lisbon Strategy: partnership for growth and employment
14 Convergence and employment. National Reform Programme in Spain [on line] Available at: 
http://www.map.es/prensa/actualidad/noticias/2005/10/2005_10_13_02/parrafo/0/document_es/PROGRAMA_NACION
AL_DE_REFORMAS_.pdf  [2006, 6th October]
15 The ultimate objective is to turn the European Union in a more competitive zone by 2010
16 Hereinafter PNR
17 What is the National Reform Plan? [on line] Available at: 
http://www.la-moncloa.es/PROGRAMAS/PNR/QueEsPNR.htm  [2006, 6th of October]
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The PNR is structured around 24 integrated guidelines for growth and employment for the 2005-

2008 period, 8 of which are related to employment. These guidelines are adopted by each 

Member State and are adapted to their contexts. 

Table 1. The employment guidelines included in the National Reform Plan for Spain 2005-

2008

Guideline 17. Implement employment policies aiming at achieving full employment, improving 

quality and productivity at work, and strengthening social and territorial cohesion

Guideline 18. Promote a “lifecycle” approach to work

Guideline 19. Ensure inclusive labour markets, enhance the economic viability and the 

attractiveness of work for job seekers

Guideline 20. Improve matching of labour market needs

Guideline 21. Promote flexibility combined with job security and reduce labour market 

segmentation, with due regard to the role of the social partners.

Guideline 22. Ensure employment-friendly labour costs and wage-setting mechanisms

Guideline 23. Expand and improve investment in human capital

Guideline 24. Adapt education and training systems in response to new competence 

requirements

In order to achieve the main objectives of this Plan, 7 central themes have been established:

1. Reinforcement of macroeconomic and budgetary stability.

2. The Strategic Plan for infrastructures and transport and the action programme for the 

management and use of water.

3. Increased and improved human capital.

4. The investment, development and innovation strategy.

5. Increased competitiveness.

6. Reforms in the goods and services markets and improvement of the framework and 

Public Administrations.

7. The labour market and social dialogue, and the business promotion plan.
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In order to ensure the achievement, and facilitate the monitoring, of the PNR, a monitoring and 

evaluation mechanism was set up, with the aim of ensuring the objectives were achieved, as 

well as being an instrument for improvement18. 

e) Active labour market policies in Spain

Active labour market policies are structured around three core themes: 

1.   Employment services: job-placement activities, information, guidance and advice on 

the search for employment. 

2. Training measures: basically occupational and continuous. 
3. Employment grants: employment in the private sector, self-employment, and direct job 

creation in the public sector, and employment programmes targeted at disabled people.

The Professional Guidance for Employment and Assistance for Self-employment Actions

(OPEA Actions), are a guidance programme located within the framework of the Employment 

Services through which it is sought to, “adopt, insofar as is possible, an active and participatory 

approach by the user using the methodology designed by the General Directorate for Labour 

Mediation, and revealing the user’s potential so as to increase effectiveness in the search for 

employment and the adaptation of the actions undertaken to individual professional goals, 

bearing self-employment in mind as another professional option19”

The PNAE brings together the EES Guidelines, and OPEA Actions respond to Guideline 1 

“Active and preventive measures for unemployed and non-active people”, and this Programme 

is a tool for the improvement of the employability of unemployed groups. For this purpose, these 

Actions have a series of individual and collective instruments (Appendix 1) aimed at improving 

the conditions of access to the labour market and targeted at unemployed people registered 

with the SERVEF (Valencian Employment and Training Service) as job seekers. Treatment of 

those groups identified as preferential by the PNAE is prioritised, thus ensuring support is given 

to people with greater integration difficulties (young people, women and long-term unemployed) 

and enabling the fulfilment of the preventive nature of the actions.

18 Through the monitoring and evaluation systems, reports are prepared in which the progress achieved with regard to 
guidelines and the measures implemented achieve each of the objectives are identified, as well as changes and new 
measures. 
NV Valorisation Methodology for Innovation in Vocational Training. Good Practice Guide [online] Available at: 
http://www.cepe.es/docs/guia1-recomendaciones.doc  [2006, 10th October]
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1.1.3. LABOUR POLICY AND LABOUR MARKET IN THE VALENCIAN COMMUNITY

As pointed out above, employment promotion policies in the EU currently involve a highly 

complex context of stakeholders, strategies and performances of very different kinds, in which 

preferential support has gradually been given, both at EU level and in the Member States, to the 

territorial dimension. While during the last decade actions in favour of employment tended to 

focus on the national and regional levels, the guidelines for employment policies in recent years 

are characterised–especially in the EU field– by their emphasis on the local performance 

framework. The definition of global objectives takes place at supranational level, but the

implementation of the particular instruments used to reach these general objectives is rather of 

regional or even local nature.

The “territorialization” of employment policy has been promoted, among other reasons, by the 

progressive acknowledgement of the important differences that exist –with regard to 

employment and unemployment- between the different European regions, and hence the need 

to implement employment strategies that are consistent with the socio-economic characteristics 

of the different territories. The data available reveal that –in spite of the fact that there has been 

significant progress in recent decades, especially in the so-called cohesion countries (Spain, 

Greece, Ireland and Portugal) – there are currently still relevant disparities between EU Member 

States and, more importantly between regions, in areas such as the distribution of per capita 

income, and unemployment and employment rates.

This situation is especially evident in Spain, where a characteristic of the labour market is the

notable disparities between different regions, which furthermore persist over time. In this context 

the framework for analysis of the territorial dimension of employment promotion policy in Spain 

is the model of the State of the Autonomous Communities that is the basis of the Spanish 

Constitution of 1978. In the labour area, this model has been implemented mainly through the 

progressive transfer of active employment policies to the Autonomous Communities. This 

process has now concluded. As a result, the regional Administrations have ample freedom to 

prepare and implement employment policies.

a) The Valencian Employment Pacts

The first employment agreement in the Valencian Community was the Agreement for 
employment, solidarity and competitiveness (1993-2000). This agreement was created due 

to the worsening unemployment situation resulting from the crisis in the 90s. In this framework, 

social actors and the Valencian Regional Government, focussed on the need to design 

measures that would improve the labour market situation and business competitiveness. 



NQ

In July 2001, the Valencian Growth and Employment Pact - PAVACE- (2001-2006) was 

signed by the Valencian Regional Government and the most representative economic and 

social actors in the Valencian Community.

The preparation of this agreement derived from a diagnosis, which provided the basis for the 

preparation of strategic approaches that were “more in tune with the scenarios in which the 

Valencian economy should develop in the medium-term20” 

In the development of the PAVACE it was taken into account the Valencian Community was still 

classified a European No 1 Priority region for structural funds. For this reason, without 

neglecting this fact, the financial planning was designed to fit both PAVACE and structural fund 

requirements21.

The structure of the PAVACE follows strategic core themes: 

1. Valorisation of the production factors: the business network, technological innovation 

and human resources

2. Production sector policies

More specific programmes, centred on the main production sectors in Valencia, accompany 

these focal themes. 

1. To promote economic and business development.

2. To promote cooperativism and the social economy

3. Integrated labour market policies 

4. Modernization and improvement of the competitiveness of the production sectors in 

Valencia

5. Social welfare policies

As regards the core theme of integrated labour market policies, it is worth mentioning that “The 

PAVACE was set within the framework of the new guidelines for employment and employment 

plans derived from the so-called Luxembourg process and met its implicit objectives”22 to 

achieve an increase in employment levels. 

The PAVACE brings together all “active employment policies” (policies for the promotion of 

employment, professional training, labour mediation and labour relations). Among the PAVACE 

objectives, it is worth mentioning in this study the measures adopted to combat long-term 

unemployment through different measures that have a positive bearing on this situation, such as 

the promotion and development of guidance actions targeted at groups with special labour 

integration difficulties, as well as the creation of more and better jobs. 

20 Growth and employment agreement of Valencia [on line] Available at: 
http://www.gva.es/c_economia/web/rveh/pdfs/n6/196-215.pdf#search=%22pavace%22  [2006, 7th October]
21 PAVACE and structural funds.
22 Valencian Employment Pact. [on line] Available at: 
http://www.ces.gva.es/pdf/trabajos/articulos/revista_39/art2.pdf#search=%22los%20pactos%20valencianos%20de%20e
mpleo%22 [2006, 7th October]
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1.2. JUSTIFICATION

Since 2000, the Servicio Valenciano de Empleo y Formación (SERVEF), an organisation that is 

part of the Valencian Regional Ministry for Economy, Tax, and Employment, has implemented a 

range of different programmes in order to comply with the guidelines in the National Action 

Plans for Employment (PNAE) created by the Spanish Ministry of Labour and Social Affairs in 

recent years. Among other activities within the employment policy framework is the Professional 

Guidance for Employment and Assistance for Self-employment Actions (OPEA). This instrument 

of economic policy and other similar ones are being implemented in recent years in other 

Spanish and European regions, ultimately to help fulfil the main objectives of the European 

Employment Strategy.

The goal of the OPEA programme is “to offer jobseekers access to measures that enhance their 

employability and chances of integration in a specific job market, taking their professional and 

personal circumstances into account”23.

The Programme seeks to help replace the “passive” fight against unemployment by promoting 

employability and enhancing insertion. The Valencian authorities have implemented the 

programme in order to assist citizens, cooperating in the planning of their job search, training 

them to make it more effective, and encouraging them not to give up.

“The European Employment Strategy seeks to boost European Union employment policy on the 

basis of political coordination and a goal-based management model: goals are set at national 

and European level in a number of areas, and work is done in order to gradually improve a 

system of statistical indicators jointly agreed by the Commission and the Member States to 

measure the achievements24”.

This context, together with the fact that a) most policy evaluation and monitoring reports provide 

extensive data for instance on expenditure, but little analysis of the effectiveness and 

effectiveness of such policies, and b) that such evaluations do not regard employment policies 

from the territorial viewpoint, gives rise to the need to evaluate both the impact and 

effectiveness of the OPEA scheme in the Valencian Community in terms of labour integration 

and improvements in employability, and hence to this initiative.

At the same time, OPEA’s contribution to the fulfilment of the guidelines in the 2004 Action 

Plans for Employment, developed under the Guidelines setting out common priorities for 

Member States employment polices, will also be determined.

23 ORDER of 29 December 2005, Regional Ministry of Economy, Tax, and Employment, on the 2006 subsidies to 
vocational training actions for employment and self-employment (OPEA actions).
24 Mato Díaz, F.J.  “Estudios sobre las experiencias europeas con los instrumentos de evaluación de las 
políticas de mercado de trabajo”. (2003) Cepal: Santiago de Chile
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In particular, OPEA measures are directly related to Guidelines 1 and 2 of the PNAE 2004.

1.- ACTIVE AND PREVENTIVE MEASURES FOR THE UNEMPLOYED AND INACTIVE 

POPULATION. Member States will develop and implement active and preventive measures for 

the unemployed and inactive, designed to prevent inflow into long-term unemployment, and to 

promote the sustainable integration into employment of unemployed and inactive people.

These measures include a) an early identification of the needs of the unemployed, providing 

and offering services in line with these needs so that their professional integration is facilitated 

(before month 6 for the unemployed under 25, and before month 12 for those over 25), and b) 

the modernisation and strengthening of Public Employment Systems.

2. - JOB CREATION AND ENTREPRENEURSHIP. Member States will encourage the creation 

of more and better jobs by fostering entrepreneurship, investment capacity, and a favourable 

business environment. Particular attention will be paid to exploiting the job creation potential of 

new enterprises, of the service sector, and of R&D.

To this end, a) administrative and regulatory burdens for business start-ups will be simplified, b) 

education and training in entrepreneurial and managerial skills will be promoted in SMEs, and c) 

financial support shall be given to SMEs.

Some indirect links with Guidelines 6 and 7 of PNAE 2004 can also be identified. Consequently, 

OPEA’s possible contribution to progress with respect to these guidelines will be examined.

6. - GENDER EQUALITY Member States will, through an integrated approach combining 

gender mainstreaming and specific policy actions, encourage female labour market participation 

and achieve a substantial reduction in gender gaps in employment rates, unemployment rates, 

and pay by 2010. The role of social partners is crucial in this respect.

Particular attention will be paid to reconciling work and family life through the provision of care 

services for children and other dependants.

7. - PROMOTE THE INTEGRATION OF AND COMBAT DISCRIMINATION AGAINST 

PEOPLE AT A DISADVANTAGE IN THE LABOUR MARKET Member States will foster the 

integration of persons facing particular difficulties in the labour market, such as early school 

leavers, low skilled workers, people with disabilities, immigrants, and ethnic minorities, by 

developing their employability, increasing job opportunities, and preventing all forms of 

discrimination.
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To contribute to the achievement of this measure, the goals are: a) to halve school drop-out 

rates by 2010, b) to renew employment policy for the disabled, and c) to design and produce 

integrated itineraries for disadvantaged groups.

Therefore, the study proposed is pertinent for two reasons: firstly, the report will help determine 

the programme’s effectiveness and effectiveness, and this in turn will help to evaluate the 

advisability of continuing, abandoning or improving the programme, in order to attain the goals 

pursued by the EES, and secondly, as the study is focused on the Valencian Community, the 

programme will be evaluated from the territorial point of view.
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1.3. CONTENTS OF THE REPORT

The project “Evaluation of the effectiveness and impact of the OPEA programme 

(Professional Guidance for Employment and Assistance for Self-employment Actions),

established by the Spanish 2004 PNAE in line with the EES” has been developed within the 
framework of the “Projects contributing to the Evaluation of the European Employment 

Strategy” call promoted by the DG Employment and Social Affairs of the European 

Commission.

The following report aims to offer a true picture of the impact of the OPEA programme 

developed by the Valencian Community on its beneficiaries.

The report is structured as follows:

The first section, “Introduction”, describes the contextual and reference framework of the 

report, the aims, and the reasons that explain the need to produce a report of this kind.

The second section, “Methodology”, refers to the data collection techniques used and gives 

reasons for the application of qualitative and quantitative methods. Data were collected using a 

range of instruments, such as telephone surveys with OPEA users, interviews with experts in 

career counselling in general and in the OPEA programme in particular, and a Delphi group 

made up of career guidance experts. Other sources were also used: documentation related to 

the object of analysis and SERVEF and INEM databases.

The third section, “Results”, presents the findings and conclusions reached after the 

application of the data collection techniques. This section is divided into three major sub-

sections that correspond to each of the data collection instruments25:26

The “OPEA users” sub-section sets out the objectives and main results of 400 telephone 

interviews with programme users in 2004-2005. This chapter includes a short introduction on 

the data obtained and an analysis of the users' current situation: a) employed, b) unemployed, 

c) studying, and d) studying and working, with information, in each sub-section 27, on the 

possible causes or factors influencing the interviewees' current situation. The analysis is 

completed with a conclusions section that aims at answering some of the initial questions28.

Interviews were the second data collection tool; the “OPEA from the experts' point of view” sub-

section covers a) the objectives, b) the main results of the personal interviews, and c) the 

conclusions drawn by analysis of the information.

The opinions obtained via this technique were very varied. With a view to collecting them and 

achieving a consensus and in order to enrich the process, a Delphi group –the third data 

OR OPEA users telephone survey, interview with technicians, and Delphi expert workforce.
OS Data were complemented with information from other sources: Database and other.
OT a) employed, b) unemployed, c) studying, D) studying and working
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collection instrument- was set up. The “OPEA Working Group” sub-section presents the results 

of this activity. The group focused on the points in the OPEA programme that caused 

discrepancies between the experts, for instance, whether the scheme improved the collectives' 

employability or not, or whether integration took place as a result of the action.

Given the objective of this activity, the Delphi technique was chosen, which helped not only to 

bridge the gap between the opinions but also to generate different synergies. In addition to 

other aspects, this sub-section provides the results of the Delphi process, framed as a 

methodological proposal. This guidance model constitutes a response to the needs and 

demands identified by the guidance experts in the OPEA programme.

The fourth section, “Valorisation Process”, brings together gathers the main contributions 

from the workshops held with Employment Policy managers from the different European 

regions. This process, in contrast to other studies, facilitated not only the dissemination of the 

results but also an exchange of knowledge that allowed the results obtained in the project to be 

enriched and compared throughout the workshop process.

The fifth and last section, “Conclusions and Recommendations", collects the main 

conclusions and sets out a number of recommendations and/or suggestions concerning the 

subject addressed by the study.

28 Objectives
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1.4. OBJECTIVES OF THE RESEARCH

The overall aim of this study is to assess the effectiveness and impact of the OPEA Actions 

(Professional Guidance for Employment and Self-Employment Assistance) in the Valencian 

Community, in terms of the integration and employability criteria achieved.

To achieve this overall aim, specific aims have been established as follows:

• To carry out an analysis of the OPEA Actions in the Valencian Community. 

• To assess the suitability of the OPEA Actions.

• To compare it with guidance programmes in other European and Spanish regions with 

similar, if not identical, characteristics to the OPEA Programme. 

Finally, the implementation of this report attempts to:

• Assess the contribution that the OPEA Actions are making to compliance with 

guidelines 1, 2, 6 and 7 of the National Employment Plan. 

The above-mentioned guidelines are as follows: 

• Guideline 1. Active and preventive measures in favour of unemployed people and 

inactive people.

• Guideline 2. Creation of new jobs and building the entrepreneur spirit.

• Guideline 6. Equality among men and women.

• Guideline 7. To promote the integration of disadvantaged people in the labour market 

and fight against the discrimination they are subject to. 
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2. METHODOLOGY

The methodology used was based on a combination, or triangulation, of different types of 

techniques aimed at gathering qualitative and quantitative information, - including statistical 

analysis of the data obtained from telephone interviews with the participants of the OPEA 

Programme during the year 2004-05, interviews and Delphi teamwork with experts of the OPEA 

Programme29.

This approach, based on the use of at least two methods, usually qualitative and quantitative, to 

address the same research issue (Morse, 1991), aims at ensuring and increasing the validity of 

the outcome of a piece of research through the avoidance of the intrinsic deficiencies of using a 

single data-collection method, and the reduction of the personal bias of the researcher (Denzin, 

1970).

The quantitative analysis allowed for an interpretation of the numerical findings that takes the 

context of the programme into account. The different qualitative analyses carried out allowed us 

to detect similarities with regard to the different sources, as well as identify directions, patterns 

and/or tendencies. 

Data gathering was carried out using the following techniques: 

2.1.Surveys 

2.2. Interviews

2.3.Delphi techniques

29 As well as these information sources, the SERVEF (Valencian Employment and Training Service) data base was 
also consulted
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2.1. ANALYSIS OF THE OPEA PROGRAMME BENEFICIARIES

The methodology used to identify the current situation of the participants in the OPEA 

Programme consisted of telephone surveys. The aim of these surveys was to identify the impact 

that this guidance programme was having on users of the service, after their participation in the 

action. For that purpose, the following process was used:

1. Sampling

2. Design and creation of data-collection tools

3. Field work: telephone survey

4. Statistical treatment of the data

5. Analysis of the data obtained

In order to ensure that the sample would be representative, 400 surveys were conducted. This 

sample was chosen because it allowed for a +/- 5 error and a level of significance of 0.05. A 

simple random sampling method was used and this was determined by the type of information 

provided by the Public Employment Services in the Valencian Community.

Given the object of the analysis, it was considered that the best data collection tool would be a 

telephone questionnaire. 

The survey designed was reviewed to ensure it contained all the necessary information needed 

in order to comply with all the aims established. The review was carried out by a focus group of 

experts in the field of labour guidance. Based on their suggestions, some questions were 

included covering other general information, and others were removed as they were either 

considered irrelevant to the aim of this study, or liable to produce distortions due to the high 

probability of socially acceptable, rather than truthful, responses.

The survey (Annex 2) contains the following two clearly identifiable parts:

First:

- a) general descriptive information: age, gender, province, education background and b) an 

analysis of the current situation of those interviewed (working, studying, working and studying, 

and unemployed).

Second:

- Analysis of the OPEA Actions. Using a questionnaire, different issues of a general nature are 

explored – their access to the programme and type of action in which they participated- and 

issues specifically related to the action –length, relevance of content, usefulness and degree of 

satisfaction among other items. 
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The data was gathered through computer-aided telephone interviews: CATI-Bellview system. 

The outline below shows the process followed (see diagram 1):

Diagram 1. Process prior to the telephone surveys

    Source: compiled by authors

The statistical treatment of the data was carried out using the statistical package SPSS for 

Windows v.12.

In terms of technical specifications, the following table summarises the basic aspects that make 

up this study:

Table 1. Technical specifications of the field study

Scope:
The Valencian Community

Sample group:
Users who during the year 2004-05 took part in the OPEA programme

Margin of error of the sample:
+/-5% error in the sampling, working with a level of significance of 0.05.

Timetable: 
Data was gathered during the months of May and June 2006.

Information gathering techniques:
Computer-aided telephone interview (CATI-Bellview system).

Source: compiled by authors

Initial questionnaire

Revised 
questionnaire

Introduction and 
removal of questions

Consultation of the 
SERVEF database

Data transfer

Sampling

Final 
questionnaire

Interviewer 
training

TELEPHONE INTERVIEWS
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2.2. ANALYSIS OF THE INTERVIEWS WITH EXPERTS OF THE OPEA PROGRAMME 

20 personal interviews with experts on the OPEA programme in the Valencian Community were 

conducted, with the aim of finding out their opinion in relation to the impact and effectiveness 

that the actions are having on the users of the service, together with other aspects of significant 

interest for the study. 

This work was carried out in the following phases:

1. Sampling

2. Design and preparation of the questionnaire

3. Field work: personal interview

4. Analysis of the data obtained

The sample was made up of a representative selection of 20 experts. The attitude of those 

interviewed was positive and very favourable towards their participation in the study, both in the 

interview phase and in the Delphi phase, which will be analysed later. 

The script for the interview was reviewed to ensure it fit the purpose of the work. A focus group 

in the OPEA programme took part in this revision providing suggestions, opinions and 

improvements to the interview.  

The interview (Annex 3) contains two clearly identifiable parts:

First:

- a) the experience of the interviewee in Labour Guidance Programmes in general and in the 

OPEA Programme in particular, as well as the experience of the organization they represent; b) 

general matters relating to the OPEA Programme: target groups, usefulness and degree of 

satisfaction and their opinion about the current structure of the programme, among others.

Second:

- a) Analysis of the impact and effectiveness of the OPEA Programme in terms of improvements 

in employability and the increase in labour integration and b) presentation of a methodological 

proposal for the OPEA Programme.

The interview mode selected was on-site and structured and was conducted at the experts’ 

workplace. During the conversation, the interviewer took notes for subsequent transcription. The 

length of the interview was about one hour and a half. 
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The outline below shows the process followed (see diagram 2):

Diagram 2. Process prior to the implementation of the personal interviews

    Source: compiled by authors

Given that the quality of the interviews depends on the people who conduct them, great care 

was taken in their recruitment, training and monitoring.

The information gathered through the interviews allowed us to identify the opinion and/or the 

appraisal of the OPEA experts with regard to the Guidance Programme, and it became the 

foundation of the Delphi phase, which is analysed in the following section. 

Initial interview

Revised interview

Introduction and 
removal of questions Sampling

Final interview Interviewer 
training

PERSONAL INTERVIEWS
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2.3. ANALYSIS OF THE DEPHI PHASE

The Delphi phase was carried out with the participation of 13 experts in labour guidance 

programmes in the Valencian Community. The purpose of the work team was:

• To reach agreement with regard to the opinions and/or appraisals of the experts 

previously interviewed.

• To ensure the systematisation of the process

• To disseminate the development of the Project among experts in the field of Labour 

Guidance

• To bring together a focus group of experts in the field in order to extend and develop the 

planned research, according to their experience. 

This work was implemented following the phases below:

1. Sampling.

2. Design and preparation of the issues to be dealt with

3. Field work. Delphi group

4. Analysis of the data obtained

The design of the issues to work on in the Delphi emerged from those matters in which the 

previously interviewed experts had failed to come to an agreement, together with other matters 

of interest that had not been previously tackled. 

The questionnaire (Annex 4) contains two clearly identifiable parts:

First:

- the issues on which there was disagreement among the experts interviewed.

Second:

- the design of a guidance methodology aimed at those groups that find it more difficult to 

access the labour market: young people, women and people over 45. 

The Delphi phase was led by two experts in participative methodologies. The work session was 

divided into two clearly identifiable sections, each of which was led by one of the experts. 
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The Delphi methodology seeks to reach consensus among the participants. For this reason two 

work groups were set up (A and B). The participants were given the issues on which they had to 

work and this was done anonymously. 

The outline below shows the process followed (see diagram 3):

Diagram 3. Delphi process

    Source: compiled by authors

The information obtained through the Delphi phase has allowed us to systematize the opinions, 

reach a consensus on the ideas and/or judgements and has created a mutual learning situation 

as well as disseminating the project.

Sampling

Proposal of issues to 
be dealt with in the 
Delphi group

1. Contextualization

CONCLUSIONS

Delphi session

2. Development of 
the project

3. Delphi3.1. Set up of 
Groups A and B

3.2. Individual work

3.2. Group work. 
Exchange of 
documents
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3.1. BENEFICIARIES OF THE OPEA PROGRAMME 

3.1.1. INTRODUCTION 

400 telephone interviews were conducted among users who took part in the OPEA 

(Professional Guidance for Employment and Self-Employment Assistance) Programme 

implemented in the Valencian Community, with the aim of determining the impact this 

programme is having on the users of this service following their participation in the 

action. 

The specific objectives of this section are the following: firstly, to establish the employment 

situation of those who took part in the OPEA Programme; secondly, to assess the suitability of 

the OPEA Programme with regard to the target groups and, finally, to determine to what extent 

the OPEA Programme contributes to the achievement of the objectives of the EES.  

The purpose of the first objective is to discover to what extent participation in the action may 

have influenced labour integration or improvements in employability. To this end, by discovering 

the situation of those interviewed- working, studying, working and studying, unemployed, etc. -

and through an analysis of indicators, including the time elapsed from the termination of the 

action and the current situation, age, gender and education background, we will be able to 

further analyse some of the factors which may directly or indirectly be influencing both 

improvements in employability and labour integration. 

It must be highlighted that in the OPEA Guidance Programme labour integration is not a 

principal objective of the action. However, although there is not a cause and effect relationship 

between participation in the action and labour integration, there are a series of mechanisms that 

drive this job-seeking process, the objective of which in the end is integration in the labour 

market, which we would like to analyse in this study. 

The second objective of this section is to assess the suitability of the OPEA Programme with 

regard to its target group; for that purpose other sources have been used -interviews and work 

teams with experts in the field of labour guidance and work meetings with those responsible for 

employment policies and programmes at national and European level, in order to consolidate 

and validate the results obtained through the different data-collection tools.   

The third objective is to assess the contribution that the OPEA Programme is making to the 

achievement of the goals of the EES and, in particular, to establish the relationships existing 

between this programme and guidelines 1, 2, 6 and 7 of the Spanish National Employment Plan 

200430  (PNAE 2004). 

Below are the socio-demographic characteristics that define the interviewees, which will be the 

basis and starting point for the subsequent analysis.   

PM Hereinafter referred to as PNAE.



OV

The structure of the results follows these criteria:

• By gender: man or woman.

• By province: from Valencia, Alicante and Castellón.

• By age: four registers were created, covering the following age brackets: 16-30, 31-45, 

46-55 and over 55. 

• By educational background: six registers were created, covering the different training 

possibilities of the interviewees: no formal education, school-leaving certificate, primary 

education qualification, vocational training, secondary education and university studies.

• By their current situation: covering the different situations that are possible after 

participation in the action: studying, working, unemployed, studying and working. 

a) Classification by gender

Figure 0. Distribution of the OPEA Programme participants by gender

34,3

65,8

MEN WOMEN

Source: compiled by authors

The descriptive analysis resulting from the statistical report corroborates that from the total 

number of interviewed subjects, 34.3% were men and 65.8% were women. This data coincides 

with those held by the SERVEF (Annex 5) which indicate that both in 2004 and 2005 the largest 

number of actions focussed on the female population, which reached a percentage of 

participation of 51.0% and 61.0% during 2004 and 2005 respectively, against a male 

participation of 41.0% and 39.0%. 
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Taking into account the unemployment rate data by gender in the Valencian Community, the 

table below shows that that the unemployment rate among women is higher31.  During the third 

and fourth quarters of 2005 there was a female unemployment rate of 19% and 11.61% 

respectively, compared to 6.49% and 6.64% for male unemployment32.

Table 1. Population aged 16 and older according to their activity by gender. (IVE. Annual 
average rate for 2005. Valencian Community)

Thousands
2005

(annual average)
Alicante Castellón Valencia Valencian 

C.

MEN
Active 482.0 158.2 688.6 1,328.7

• In 
Employment

446.6 150.4 642.0 1,238.9

• Unemployed 35.4 7.8 46.6 89.8
Inactive 207.2 66.7 288.3 562,3
Population aged 16 
and older

689.2 224.9 976.9 1,891.0

WOMEN
Active 331.6 108.4 482.7 922.6

• In 
Employment

288.8 96.7 428.7 814.2

• Unemployed 42.8 11.7 54.0 108.5
Inactive 382.7 115.9 527.3 1,025.9
Population aged 16 
and older

714.2 224.3 1,010.0 1,948.5

Source: compiled by authors based on data held by the Valencian Institute for Statistics (IVE)33

This larger percentage of female unemployment, together with the fact that: a) women are one 

of the priority groups in the OPEA Programme and; b) the PNAE promotes equality of 

opportunities between men and women (Guideline 6), could be sufficient arguments to justify 

the fact that a higher percentage of actions of the OPEA Programme focus on the female 

population, thus confirming the relationship between the OPEA Programme and Guideline 6. 

Guideline 6 of the PNAE establishes the need to design itineraries in line with the needs of 

women and to implement activities that contribute to improvements in employability. This is the 

case in the OPEA Programme where it is agreed that one of the priority groups is women.  

31 Unemployment rate: unemployed population as a percentage of the population of working age.

Portal Estadístico de la Generalitat Valenciana. Working Population Survey. Concepts [on-line]. Available at: 
http://www.ive.es [2006, September 4]

32 Portal Estadístico de la Generalitat Valenciana [on-line]. Available at: 
http://www.ine.es/inebase2/tabla.jsp?divi=EPA&diviDescripcion=Encuesta%20de%20Población%20Activa%20(EPA)&c
apitulo=Parados&his=1&idTabla=194&tabla=Tasas%20. [2006, September 4].

PP Portal Estadístico de la Generalitat Valenciana. Route: Topics. Work. Working Population Survey. Summary of 
results. Population aged 16 and older. According to relationship with activity by gender [on-line]. Available at: 
http://www.ive.es [2006, September 4]
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b) Classification by province

As can be observed in figure 1, from the total number of interviewed people, 62.8% come from 

the province of Valencia, 27.3% from the province of Alicante and 10.0% from the 

province of Castellón. Consultation of the SERVEF database (Annex 5) reveals similar 

information; in this respect it is worth noting the high percentage of participants from the 

province of Valencia during 2004 and 2005 (57.0% and 55.0% respectively)34. 

Figure 1. Distribution of the OPEA Programme participants by 
province

27,3
10,0

62,8

Valencia Alicante Castellón

Source: compiled by authors

The reason why the largest number of actions was registered in the province of Valencia is that 

this is the province with the largest population and, therefore, the province with the highest 

number of unemployed. 

Table 2. Distribution of unemployed people by province. (IVE. 2005 Annual average. 

Valencian Community)

Thousands
Alicante Castellón Valencia

Men 35.4 7.8 46.6

Women 42.8 11.7 54.0

Source: compiled by the authors based on the data held by the Valencian Institute for Statistics35

PQ Year 2004: Castellón 10.0%  and Alicante 33.0%; Year 2005: Castellón 11.0%  and Alicante 34.0%
PR Portal Estadístico de la Generalitat Valenciana. Route: Statistical Information. Topics: Work; Working Population 
Survey. Summary of results. Population aged 16 and older. According to relationship with activity by gender [on-line]. 
Available at: http://www.ive.es [2006, September 4].
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d) Classification by age

Considering the age variable, we can see that the bulk of the actions focus on the groups 
aged 16-30 (36.8%) and 31-45 (38.8%)36. 

Figure 2. Distribution of the OPEA Programme participants by age

38,8

17,8

6,8

36,8

16-30

31-45
46-55

55 and older

The data shown in table 3 reveal how in these age brackets (16-30 and 31-45), there are a 

larger number of unemployed people, which would account for the fact that the bulk of the 

actions focus on those groups, which corresponds with the groups identified at European level 

in the EES. 

Table 3. Distribution of unemployed inhabitants by age. (EPA. Second quarter of 2006. Valencian 
Community)

Unit: Thousands of people

Unemployed

Between 16 and 24 51.1

Between 25 and 34 50.8

Between 35 and 44 41.8

Between 45 and 54 24.1

Between 55 and 64 14.7

65 and older 0.0

Source: compiled by authors based on the data held by the Valencian Institute for Statistics37

36 The data provided by the SERVEF are grouped in the following age brackets: 16-25, 26-45 and 46-65; Given this 
situation and the significance of the periods chosen by the SERVEF, it is not possible to establish a comparison 
between the two sources of information. 

Source: compiled by authors
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d) Classification by educational background

As regards education, the largest group of interviewees were those with an elementary 
level of education; in particular, 26.8% hold a Primary Education Qualification, closely 

followed by a 23.5% who have studied at University.

Figure 3. Distribution of the participants in the 

OPEA Programme by educational background 

10.8

18.5

23.5
5.5

15

26.8

No formal education School-leaving Certificate

Primary Education Qualification Secondary School Qualification
Vocational Training University studies

Source: compiled by authors

e) Classification by current situation  

The data concerning the current situation after participation in the action show that 48% of 

those interviewed are unemployed, 42.5% are working and 6% are studying, while 3.5% 
combine study and work. Therefore, 46% of those interviewed are now working, while 48% 

are unemployed. 

37 Instituto Valenciano de Estadística. [on-line] Available at: 
http://www.ive.es/ive/epa/trimestres/tablas/2006/cas/pte_comv_062__001.htm  [2006, September 4]
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Figure 4. Current situation of the participants after taking part in
the OPEA Programme
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3,5

Working Studying Unemployed Working and studying

Source: compiled by authors

A detailed analysis of the current situation reveals that:

a) Considering the current situation by gender we can observe that there are no significant 

differences between the situation of unemployment and working, - 45.3% of the 

interviewed men are working and 44.5% are unemployed-, while in the case of women, 

49.8% are unemployed and 41.1% are working. These date, obtained from the 

SERVEF database, reveal that in both 2004 and 2005 the percentage of labour 

integration by gender is lower for women. (Appendix 5) 

Since the second half of the 20th century there has been a gradual incorporation of 

women into the labour market. However, there is a series of difficulties that hinder this 

process (family or personal responsibilities, education and training). This fact is 

reflected in the data previously obtained, which show how the larger percentage of 

women interviewed were unemployed. Guideline 6 of the PNAE promotes the gradual 

incorporation of women into the labour market; to that end, it is advisable to establish:  

a) effective measures that make it easier to combine family and personal life, and b) 

measures that foster access to and permanence in the labour market. 
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Figure 5. Current situation of the participants in the OPEA Programme by gender
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Source: compiled by authors

b) As to the existing relationship between age and current situation, it can be observed 

that people aged between 16-30 and 31-45, have a higher presence in the labour 

market, as against those over 45, whose presence is lower. 

Figure 6. Current situation of the OPEA Programme users by age
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Source: compiled by authors
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c) The lower the educational level, the higher the unemployment rate. Those with limited 

or no educational background register a higher unemployment rate, compared to those 

with a university degree or a vocational training qualification who show a higher 

percentage of labour integration. 

Figure 7. Current situation of the OPEA Programme users by education background
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Source: compiled by authors

The conclusion drawn from these data is that both age and education are relevant factors when 

seeking employment in the current labour market.
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3.1.2. CURRENT SITUATION OF THE OPEA PROGRAMME BENEFICIARIES AFTER 

PARTICIPATION IN THE ACTION 

This section focuses on establishing what factors have directly or indirectly influenced the 

current situation of those interviewed.  

To this end, based on each situation – working, studying, working and studying, unemployed-

we will closely analyse these factors in order to a) corroborate and consolidate the information 

obtained from other sources; b) establish the extent to which the OPEA Actions are contributing 

to the attainment of the EES objectives and c) establish potential improvements in the OPEA 

Programme.

3.1.2.1. POPULATION CURRENTLY IN EMPLOYMENT 

This analysis focuses on identifying the percentage of people who are currently working, in 

order to discover whether the OPEA Actions are contributing to improvements in the conditions 

of access to the labour market.   

The following analysis examines the existing relationships between labour integration and other 

factors such as age, gender, previous work experience and participation in guidance 

programmes. 

Out of the sample population 42.5% of those interviewed are currently employed.   

a) Importance of previous work experience in entering the labour market

Previous work experience is, together with other aspects, one of the factors that are positively 

valued when carrying out selection processes. 

The data below show the importance of previous work experience for labour integration together 

with other aspects such as availability in terms of time and geography:

• 89.8% of those interviewed who are currently employed had worked before their 

participation in the programme, compared to 10.2% who had not. (Table 1)

• This percentage is still high when considering the gender variable: 90.3% of men and 

89.5% of women had previous work experience.(Table 1). And this indicates that 

previous work experience is more important than gender 
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Table 1. WORK EXPERIENCE PRIOR TO OPEA / GENDER

GENDER Total

MEN WOMEN
PREVIOUS WORK 
EXPERIENCE  

YES 90.3% 89.5% 89.8%
OPEA  NO 9.7% 10.5% 10.2%
TOTAL 100.0% 100.0% 100.0%

Source: compiled by authors

• As regards the age brackets, there are no big differences between the different age 

groups, although the 16-30 group has the lowest percentage of people with previous 

work experience. (21.1%); this could be due to the fact that this age bracket coincides 

with the continuation of secondary education and/or university studies, which very often 

causes a delay in finding work. (Table 2).

Table 2. . WORK EXPERIENCE PRIOR TO OPEA / AGE

AGE Total
16-30 YEARS 

OLD
31-45 YEARS 

OLD
46-55 YEARS 

OLD
 PREVIOUS WORK 
EXPERIENCE 

YES 78.9% 98.8% 92.9% 89,8%
OPEA  NO 21.1% 1.2% 7.1% 10.2%
TOTAL 100.0% 100.0% 100.0% 100.0%

Source: compiled by authors

• In connection with the above, 52.9% of those who had a university degree or diploma 

had no previous work experience (Table 3), which confirms the above statement.
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Table 3.  EDUCATION / WORK EXPERIENCE PRIOR TO OPEA

WORK EXPERIENCE 
PRIOR TO OPEA Total

YES NO
EDUCATION NO FORMAL 

EDUCATION 1.3% .0% 1,2%

SCHOOL-LEAVING 
CERTIFICATE 9.3% .0% 8,4%

PRIMARY 
EDUCATION 
QUALIFICATION

30.7% 23.5% 29,9%

SECONDARY 
EDUCATION 9.3% 11.8% 9,6%

VOCATIONAL 
TRAINING 21.3% 11.8% 20,4%

UNIVERSITY 
STUDIES 28.0% 52.9% 30,5%

 TOTAL
100,0% 100.0% 100.0%

Source: compiled by authors

• Another key aspect for finding employment is the amount (time) of previous experience. 

Figure 1 shows that only 2.4% of all the people who are currently employed had less 

than 6 months previous experience.  

Figure 1. Previous work experience 
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23,437,7

16,2 2,4

Less than 6 months 6 months-2 years 2-5 years
5-15 years Over 15 years

Source: compiled by authors
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An analysis of the above data reveals the importance of previous work experience and of the 

time in work when trying to access the labour market. It must also be added that the level of 

education is a factor that sometimes causes a delay in finding work.   

b) Preventive character of the actions 

The duration of unemployment is a crucial element in the potential psychological effects that this 

situation may have on the unemployed, which is experienced and interpreted differently 

depending on individual factors and on the psychological resources each person has to deal 

with the problem.  

The psychological stages experienced by an unemployed person after losing their job start with 

puzzlement, disorientation and confusion with respect to the new situation, followed by a slight 

recovery, generally experienced as a vacation period and, therefore, as something temporary. 

However, at a certain point the unemployed person begins to fear that this situation may last a 

long time, and gets involved in employment-seeking activities, which often lead to new 

experiences of failure. At that point, the person becomes pessimistic and starts to feel anxious. 

This stage can last several months depending on factors such as social support or personal 

capacities.

Following this stage comes the recognition of one’s identity as an unemployed person; fatalism 

and minimal efforts to find a job are distinctive characteristics of this stage.  

The PNAE supports the implementation of active38 and preventive39 measures in favour of the 

unemployed, with the purpose of avoiding long-term unemployment and encouraging 

sustainable labour integration of those who are unemployed or not working (Guideline 1), thus 

preventing job seekers from having to face the situation described above.  

Bearing all this in mind, the following analysis aims to examine in greater depth the 

characteristics that define the group of people who are now employed and, in particular, which 

may have been the factors influencing their labour integration after their participation in the 

action: 

• 61.7% of those interviewed found a job in less than 6 months, 34.7% after 6 months, 

and the remaining 3.6% were already working when they took part in the action (Table 

38 Active measures for employment are those aiming to help increase the chances of incorporation to the labour market 
through training, employment and training-employment programs.
PV Preventive measures are those by which an unemployed person must take part in an active measure for employment 
before they have been unemployed for 6 or 12 months, depending on their age. Under 25: 6 months; and over 25: 1 
year. 
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1). 

As mentioned in the introduction, the OPEA Actions are targeted at the unemployed 

population; however, they can also be used by people looking to improve their job, 

despite the fact that this is not a priority group. 

• The period elapsed between participation in the action and labour integration was lower 

for men than for women. Thus, 75.8% of men managed to join the labour market in less 

than 6 months, compared to 53.3% of women (Table 1).

• A minimal percentage of men (1.6%) and women (4.8%) were already working at the 

time they took part in the action (Table 1).

Table 1.  TIME ELAPSED BETWEEN 0PEA-EMPLOYMENT / GENDER

GENDER Total

MEN WOMEN
TIME ELAPSED LESS THAN 6 

MONTHS 75.8% 53.3% 61.7%

OPEA-
EMPLOYMENT

MORE THAN 6 
MONTHS 22.6% 41.9% 34.7%

ALREADY 
WORKING 1.6% 4.8% 3.6%

 TOTAL 100.0% 100.0% 100.0%

Source: compiled by authors

• Time elapsed between participation in the action and labour integration by age shows 

that those aged 16-30 found a job in less than 6 months (70.4%). This data contrasts 

with the time that had to be invested by those over 46 (71.4% took more than 6 months 

to find work).

Table 2.  TIME ELAPSED BETWEEN 0PEA-EMPLOYMENT / AGE

AGE Total
16-30 

YEARS OLD
31-45 

YEARS OLD
46-55 

YEARS OLD
TIME ELAPSED LESS THAN 6 

MONTHS 70.4% 59.8% 28.6% 61.7%

OPEA-
EMPLOYMENT

MORE THAN 6 
MONTHS 25.4% 36.6% 71.4% 34.7%

ALREADY 
WORKING 4.2% 3.7% .0% 3.6%

TOTAL 100.0% 100.0% 100.0% 100.0%

Source: compiled by authors

• 66.7% of those who were employed at the time of participating in the action had studied 

at university, while others had completed elementary education (16.7%) and secondary 
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education (16.7%). This data shows that people looking to improve their job40, have 

expectations and motivations that move them to search continually in order to maintain 

their personal development.

Table 3.  EDUCATION / TIME ELAPSED BETWEEN OPEA-EMPLOYMENT
AGE Total

LESS THAN 6 
MONTHS

MORE THAN 
6 MONTHS

ALREADY 
WORKING

EDUCATION NO FORMAL 
EDUCATION 1.0% 1.7% .0% 1.2%

SCHOOL-
LEAVING 
CERTIFICATE

5.8% 13.8% .0% 8.4%

PRIMARY 
EDUCATION 32.0% 27.6% 16.7% 29.9%

SECONDARY 
EDUCATION OR 8.7% 10.3% 16.7% 9.6%

VOCATIONAL 
TRAINING 24.3% 15.5% .0% 20.4%

UNIVERSITY 
STUDIES 28.2% 31.0% 66.7% 30.5%

 TOTAL 100.0% 100.0% 100.0% 100.0%

Source: compiled by authors

An analysis of the above information reveals the importance of factors such as age and level of 

education when trying to enter the labour market, as well as of time as an essential element. 

Unemployment does not affect everybody equally; as we saw at the beginning of this section, 

the self-image of the unemployed person deteriorates to a point where the individual identity is 

identified as “unemployed”, and so the time factor is a crucial element. A preventive action that 

provides the necessary tools and instruments for a proper management of the situation, 

together with other elements, is a determining factor when approaching the labour market.   

c) Temporary contracts in the labour market 

Spain has the highest percentage of temporary contracts in the 15-EU with 33.8% in the last 

quarter of 2005, far above the European average of 12.8%. 

Despite the significant reforms that have been introduced since 1994 with the aim of 

encouraging permanent contracts and, accordingly, reducing the percentage of temporary 

contracts in the labour market, Spain continues to have the highest level of temporary contracts 

in Europe.

This incapacity to reduce the percentage of temporary contracts increases the negative effects 

of the unstable conditions of employment in Spain: a) a lack of job security among workers, b) 

QM These are people with university education
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segmentation of the labour market between permanent and temporary workers c) high labour 

turnover and d) lower investment in the training of temporary workers, which has a negative 

affect on business productivity and competitiveness.

The following data reveal the level of temporary work in the labour market: 

• 55.1% of those interviewed have a temporary contract, while 35.9% and 9.0% have a 

permanent contract or are self-employed, respectively (Figure. 1)

Figure. 1. Types of contract

55,135,9

9

Temporary Permanent Self-employed

Source: compiled by authors

• In this context, women are the group with the higher percentage of temporary contracts 

(48.4% are men and 59.0% are women).  (Table 1)

Nowadays women still experience difficulties when trying to enter the labour market. In 

the last few years, the entry of women into the labour market has been an increasingly 

constant reality characterised by types of contracts, working hours, conditions, etc. that 

reflect the precarious nature of their employment. Unstable employment and part-time 

contracts, –seen as a way of combining personal and professional life- continue to 

affect mostly women.
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Table 1-  TYPE OF CONTRACT / GENDER

GENDER Total

MEN WOMEN
 TYPE OF TEMPORARY 48.4% 59.0% 55.1%
 CONTRACT PERMANENT 33.9% 37.1% 35.9%

SELF-
EMPLOYED

17.7% 3.8% 9.0%

 TOTAL 100.0% 100.0% 100.0%

Source: compiled by authors

This analysis reveals that temporary work41 is a reality and a distinctive element of the current 

labour market that directly affects the current situation of many of those interviewed42, mostly 

women.

d) Entrepreneurship 

Guideline 2 of the PNAE supports the promotion of entrepreneurship.  In today’s labour market, 

given the low levels of entrepreneurship, self-employment emerges as an interesting alternative 

solution to the problem of unemployment. 

In the Valencian Community, 11.2 million euros were invested in 2005 to support the activities of 

entrepreneurs. The actions developed to that end included: a) support for self-employed 

workers, b) grants for permanent contracts for the first worker employed by a self-employed 

worker, c) support for companies classified as I+E and d) grants for those receiving 

unemployment benefit in the form of a lump sum payment. The objective of these actions is to 

boost employment in the Valencian Community. According to Ana Encabo43 –Autonomous 

Community Secretary of Employment and Director of the SERVEF of the Valencian Ministry for 

the Economy, Taxation and Employment - this type of employment promotion actions to have 

met the objectives for 2005.

Together with these employment promotion actions, other types of initiative are being 

implemented which aim to promote entrepreneurial initiatives. This is the case of the OPEA 

Programme, which operated within the framework of the professional integration policies 

promoted by the Valencian Government, which provides consultancy services for the self-

employed. 

41 This problem is also reflected in the services of the OPEA Programme itself where a large percentage of the skilled 
personnel became unemployed once the programme was over. 
42 When conducting the telephone interviews there were cases where the interviewed people had just finished a job due 
to the temporary nature of their contracts.
43 The Valencian Employment and Training Service (SERVEF) [on-line] Available at: www.servef.es [2006, 4th 
September]
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The data below (Table 1) show that:

• Self-employment is another way of entering the labour market, and the data show that 

9% of the population surveyed are self-employed.

Table 1. TYPE OF CONTRACT / GENDER

GENDER Total

MEN WOMEN
TYPE OF 
CONTRACT TEMPORARY 48.4% 59.0% 55.1%

 CONTRACT PERMANENT 33.9% 37.1% 35.9%
 SELF-
EMPLOYED 17.7% 3.8% 9.0%

 TOTAL 100.0% 100.0% 100.0%
Source: compiled by authors

• 9.0% of those surveyed are self-employed, of which 17.7% are men and 3.8%, women.  

At the same time, it must be noted that the larger percentage of self-employed workers 

corresponds to the 31-45 age bracket (Table 2).

Table 2. AGE / TYPE OF CONTRACT

TYPE OF CONTRACT Total

TEMPORARY PERMANENT SELF-
EMPLOYED

 AGE  16-30 42.4% 46.7% 26.7% 42.5%

 31-45 48.9% 48.3% 53.3% 49.1%

 46-55 8.7% 5.0% 20.0% 8.4%

 TOTAL 100.0% 100.0% 100.0% 100.0%

Source: compiled by authors

These data reveal that self-employment a) is much more common among men, and is higher 

among people aged between 31 and 45 who have a secondary-school qualification, vocational 

training and/or university studies and b) that after participation in the OPEA Programme there is 

an increase in the number of self-employed people.44

44 If we take Social Security data as a reference it can be observed that in 2006 in the Valencian Community 81% of the 
population was employed and 19% were self employed Social Security [on-line] Available at: http://www.seg-social.es
[2006, 2nd November] 
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e) Lifelong learning as a way of keeping up-to-date 

Another essential aspect of the development and improvement of employability, which is given 

priority in the PNAE, is the promotion of the development of human capital and lifelong learning. 

“Member States will implement lifelong learning strategies, stressing the improvement of the 

quality and effectiveness of education and training systems in order to make it possible for all 

citizens to acquire the capacities required by a modern workforce in a knowledge-based society, 

facilitate the development of their professional careers and reduce the gaps between the supply 

and demand for competences and labour market bottlenecks”45

The current labour market requires a qualified, polivalent and dynamic labour force capable of 

adjusting to the continuous change taking place in the labour market. Therefore, the concept of 

training as a lifelong process acquires especial significance. The knowledge acquired from the 

education system and/or training centres, in this context, soon becomes outdated, hence the 

importance of constant retraining. Failure to keep up with new changes, technologies, etc. may 

become a reason for exclusion from the labour market. 

Guidance is a vital instrument that contributes to better use of training opportunities, as well as 

providing information and facilitating adjustment between training supply and demand.  

The results obtained with regard to training show that:

• 73.1% of those interviewed have never taken part in any training activity following their 

participation in the action, while 26.9% have.

• Participation rates are similar in terms of gender (24.2% were men and 28.6% women)

• The main reason for taking part in training activities is to broaden knowledge (12%) and, 

for not taking part, work commitments (25.1%) and lack of free time (18.0%). 

QR National Action Plan for Employment 2004. Annex VI- Text of the Guidelines and Recommendations for 2004
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Table 1.  HAVE YOU TAKEN PART IN ANY TRAINING ACTIVITY SINCE OPEA? / GENDER

GENDER Total

MEN WOMEN
HAS TAKEN 
PART IN

YES, UPDATING 
KNOWLEDGE 3.2% 4.8% 4.2%

SOME 
TRAINING 
ACTIVITY 

YES, BROADEN 
KNOWLEDGE 9.7% 13.3% 12.0%

YES, IN MY FREE TIME 1.6% .0% .6%
SINCE OPEA YES, UPGRADING MY 

C.V. 8.1% 6.7% 7.2%
YES, OTHER REASONS 1.6% 3.8% 3.0%
NO, DUE TO 
DEPENDANTS 1.6% 4.8% 3.6%
NÓ, WASN’T AWARE 4.8% 5.7% 5.4%
NO, DUE TO WORK 
LOAD 25.8% 24.8% 25.1%
NO, SEEKING 
EMPLOYMENT 11.3% 2.9% 6.0%
NO, DIDN’T HAVE TIME 17.7% 18.1% 18.0%
NO, OTHER REASONS 14.5% 15.2% 15.0%

100.0% 100.0% 100.0%

Source: compiled by authors 

These data reveal a) a limited or non-existent awareness of training as process that lasts 

throughout one’s working life b) ignorance of training options that make it possible to combine 

work and training.  

The opinion of the people involved in this study is that the OPEA Actions are not having a 

significant influence on the concept of training as a lifelong process. This situation is due to the 

fact that people come to the OPEA programme with a specific demand: “to find a job”, to the 

opportunistic nature of training resources and to the temporary nature of the service which does 

not allow for the development of integrated itineraries in which training, guidance and other 

services constitute and guide these processes.
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3.1.2.2. POPULATION CURRENTLY STUDYING 

This section focuses on determining the percentage of people who are currently studying, with a 

view to establishing their profile, since they were guidance users who were initially interested in 

finding a job.  

The following analysis reviews the existing relationships between the current situation and a 

variety of factors including age, gender, previous work experience and participation in guidance 

programmes. 

Of the sample population, 6.0% of those interviewed are currently studying.  

The following data reflect faithfully how the largest group that used the OPEA Programme and 

are currently studying, matches the group that made the decision to study at university or, to a 

lesser extent, enter a vocational training programme.

a) The relationship between the level of studies and work experience   

Although there is no cause and effect relationship between university studies and having little or 

no work experience, the data analysed shows that this is an important factor. 

54.2% of those interviewed have little or no work experience (Table 1). 

 Table 1. . HAVE YOU EVER HAD A JOB CONTRACT? / GENDER

GENDER Total

MEN WOMEN
HAVE YOU EVER 
HAD A JOB 
CONTRACT? 

 NO, NEVER
.0% 33.3% 25.0%

LESS THAN 6 
MONTHS 33.3% 27.8% 29.2%

BETWEEN 6 
MONTHS-2 YEARS 33.3% 11.1% 16.7%

BETWEEN 2-5 
YEARS .0% 22.2% 16.7%

BETWEEN 5-15 
YEARS 33.3% 5.6% 12.5%

 Total  100.0% 100.0% 100.0%

Source: compiled by authors 
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Table 2. . HAVE YOU EVER HAD A JOB CONTRACT? / AGE

AGE Total

16-30 31-45 46-55 
HAVE YOU EVER 
HAD A JOB 
CONTRACT? 

 NO, NEVER
25.0% .0% 50.0% 25.0%

LESS THAN 6 
MONTHS 35.0% .0% .0% 29.2%

BETWEEN 6 
MONTHS-2 YEARS 20.0% .0% .0% 16.7%

BETWEEN 2-5 
YEAR 10.0% 100.0% .0% 16.7%

BETWEEN 5-15 
YEARS 10.0% .0% 50.0% 12.5%

 TOTAL 100.0% 100.0% 100.0% 100.0%

Source: compiled by authors 

Table 3. . EDUCATION / HAVE YOU EVER HAD A JOB CONTRACT? 

HAVE YOU EVER WORKED UNDER A CONTRACT? Total

NO, NEVER

LESS 
THAN 6 
MONTHS

BETWEEN 6 
MONTHS-2 
YEARS

BETWEEN 
2-5 YEARS

BETWEEN 
5-15 
YEARS

.0% .0% .0% 25.0% .0% 4.2%

16.7% .0% .0% .0% .0% 4.2%

.0% 28.6% 50.0% 25.0% 33.3% 25.0%

83.3% 71.4% 50.0% 50.0% 66.7% 66.7%

NO FORMAL 
EDUCATION

PRIMARY 
EDUCATION
CERTIFICATE

VOCATIONAL 
TRAINING 

UNIVERSITY 
STUDIES

Total
100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

Source: compiled by authors 

In the same way it is observed that after participation in the OPEA Programme there has been 

no significant increase in labour integration in this group.    

• A high percentage (70.8%) of the people who took part in the OPEA Programme and 

are currently studying have not worked after participation in the action (Table 4); 50.0% 

of these are men and 77.8%, women.

• It is important to note that, of the people who worked after having participated in the 

action (29.2%), 25.0% were in temporary work. This helps to corroborate the comments 
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in the previous section relating to the temporary nature of the labour market, which 

directly affects women and young people46  (Table 4).

Table 4. HAVE YOU WORKED AFTER PARTICIPATION IN OPEA? * GENDER

Source: compiled by authors 

• In the 16-30 age bracket, 70% of those interviewed had not worked (Table 5). As has 

been stated in other sections, this situation can be explained by the fact that this age 

bracket coincides with periods when many are in training or education, and this is 

confirmed by the fact that 70.6% of students with a university degree had not worked 

after their participation in the action (Table 6).

Table 5.  HAVE YOU WORKED AFTER PARTICIPATION IN OPEA? * AGE

AGE Total

16-30 31-45 46-55 
HAVE YOU 
WORKED AFTER 

YES, LESS THAN 6 
MONTHS 30.0% .0% .0% 25.0%

PARTICIPATION IN YES, OVER 6 
MONTHS .0% 50.0% .0% 4.2%

OPEA? NO 70.0% 50.0% 100.0% 70.8%
 TOTAL 100.0% 100.0% 100.0% 100.0%

Source: compiled by authors 

QS According to a study presented by Bancaja and the Instituto Valenciano de Investigaciones Económicas (IVIE) “Los jóvenes y 
el mercado de trabajo en la España urbana: resultados del Observatorio de Inserción Laboral 2005”, temporary contracts are still 
most widespread among young people, even though an increase in permanent contracts is taking place. 

MEN WOMEN
HAVE YOU 
WORKED AFTER 
PARTICIPATION 
IN OPEA?

YES, LESS THAN 
6 MONTHS 50.0% 16.7% 25.0%YES, OVER 6 
MONTHS .0% 5.6% 4.2%

NO 50.0% 77.8% 70.8%
 TOTAL 100.0% 100.0% 100.0%
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Table 6.  EDUCATION *HAVE YOU WORKED AFTER PARTICIPATION IN OPEA? 

HAVE YOU WORKED AFTER 
PARTICIPATION IN OPEA? Total

YES, LESS 
THAN 6 
MONTHS

YES, OVER 6 
MONTHS NO

EDUCATION NO FORMAL 
EDUCATION .0% .0% 5.9% 4.2%

PRIMARY-
EDUCATION .0% .0% 5.9% 4.2%

VOCATIONAL 
TRAINING 33.3% 100% 17.6% 25.0%

UNIVERSITY 
STUDIES 66.7% .0% 70.6% 66.7%

 TOTAL 100.0% 100.0% 100.0% 100.0%

Source: compiled by authors 

In conclusion it is important to point out that the user profile currently being studied is 16-30 

year-old young people with university-level education (Table 3) and little or no work experience.  

The data obtained throughout this analysis about those who are currently studying reveal that a 

high percentage of the people who are studying at university postpone their entry into the labour 

market until they have achieved their educational objectives.   

Competitiveness in the existing labour market sets a pace in which, together with work 

experience, there are a series of other factors that influence success in finding a job: languages, 

postgraduate education, ICT skills, etc. 

In this context, the availability to work is often reduced and opportunities for acquiring one’s first 

work experience are reduced to temporary jobs that are not related to the individual’s training.

A lack of knowledge of the labour market and the lack of experience and of certain employment 

skills make this type of service a bridge to the labour market.   

The general perception of young people who use this type of services is positive and their 

demands focus on information related to scholarships, courses and/or temporary jobs that they 

can combine with their main course of study; their professional targets are clear and well-

defined and they participate in a variety of activities in order to improve their conditions of entry 

into the labour market.
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3.1.2.3. POPULATION CURRENTLY UNEMPLOYED 

In this section, the relationship between unemployment and a range of variables including age, 

gender and education is examined. 

Of the sample population, 48.0% of those interviewed are currently unemployed.

a) Long-term unemployment 

Unemployment is a situation where a person who is of working age and has the capacity and 

the will to work is not able to find a job. This definition excludes those who, being of working 

age, cannot or do not want to work due to health problems (whether physical or mental).

The Spanish National Institute for Employment (INEM) defines the concept of “long-term 

unemployment” as covering cases in which a person has been uninterruptedly registered as a 

job seeker for over one year.47

• Table 1 shows that 69.9% of those interviewed are long-term unemployed.  75.4% of 

that percentage are men and 67.4%, women.

Table 1.  HOW LONG HAVE YOU BEEN UNEMPLOYED? * GENDER

GENDER Total

MEN WOMEN

HOW LONG HAVE 
YOU BEEN 
UNEMPLOYED?   

LESS THAN 6 
MONTHS 24.6% 32.6% 30.1%

BETWEEN 6 
MONTHS-2 YEARS 31.1% 22.7% 25.4%

BETWEEN 2-5 
YEARS 26.2% 32.6% 30.6%

BETWEEN 5-15 
YEARS 9.8% 9.8% 9.8%

OVER 15 YEARS 8.2% 2.3% 4.1%
 Total  100.0% 100.0% 100.0%

Source: compiled by authors 

• 54.3% of those interviewed who were between 16-30 years old have been unemployed 

for less than 6 months (Table 2). This contrasts with the data for those aged 31-45, 46-

55 and older than 50, where the percentage and/or duration of unemployment is higher 

(2-5 years).

QTFinanzas.com [on-line]. Available at:  http://www.finanzas.com/id.5389954/noticias/noticia.htm [2006, 10th 
September]
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Table 2.  HOW LONG HAVE YOU BEEN UNEMPLOYED? / AGE

AGE Total

16-30 31-45 46-55 
OLDER 
THAN 55 

HOW LONG HAVE 
YOU BEEN  

LESS THAN 6 
MONTHS 54.3% 28.8% 22.2% 7.4% 30.1%

UNEMPLOYED? BETWEEN 6 
MONTHS-2 
YEARS

21.7% 27.3% 29.6% 18.5% 25.4%

BETWEEN 2-5 
YEARS 21.7% 34.8% 27.8% 40.7% 30.6%

BETWEEN 5-15 
YEARS 2.2% 4.5% 16.7% 22.2% 9.8%

OVER 15 YEARS .0% 4.5% 3.7% 11.1% 4.1%
100.0% 100.0% 100.0% 100.0%

Total

Source: compiled by authors 

The main item drawn from this analysis is the high percentage of long-term unemployed who 

have taken part in the OPEA Programme. This has contributed to compliance with the 

provisions of Guideline 7 of PNAE 2004 “To promote the integration of the underprivileged 

in the labour market and to fight the discrimination to which they are subject” where it is 

recommended that Spain “Increase the coverage and effectiveness of active labour market 

measures for the underprivileged, and in particular for young and disabled people, immigrants 

and the long-term unemployed ”48. This recommendation is reflected in the priority groups that 

are targets of the OPEA Actions.

b) Factors that influence unemployment 

The different resources available in the OPEA Programme are aimed to a) provide participants 

with the necessary instruments to look for jobs autonomously, b) define and clarify work 

interests, c) explain existing characteristics of the labour market, etc. so that the person can 

improve their employability and succeeding in entering the labour market.

The results below show how those objectives (improving employability and labour integration) 

have not been met by a high percentage of the users surveyed and how previous work 

experience influences labour integration.  

• Throughout the different partial analyses carried out so far the importance of previous 

work experience with regard to labour integration has often been discussed. The next 

figure shows how a high percentage of those surveyed who are currently unemployed 

have little or no work experience at all.

QU National Action Plan for Employment 2004 (page 44)
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Figure 1. Previous work experience of currently unemployed users

55,5

44,5

Little or no work experience Over 2 years work experience

              Source: compiled by authors 

• Regarding work experience after participation in the action, 63.2% of the unemployed 

users surveyed have not worked, while 36.8% of them had done so but on a temporary 

basis (Table 1).

Table 1.  HAVE YOU WORKED AFTER PARTICIPATION IN OPEA? / GENDER

GENDER Total

MEN WOMEN
HAVE YOU 
WORKED AFTER 

 NO 65.6% 62.1% 63.2%
PARTICIPATION IN 
OPEA?

YES, LESS THAN 
6 MONTHS 24.6% 21.2% 22.3%

YES, OVER 6 
MONTHS 9.8% 16.7% 14.5%

 Total 100,0% 100.0% 100.0%

       Source: compiled by authors 

• Table 2 shows how the largest group of people who have not worked after having 

participated in the action is the 46-55 age bracket.  
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Table 2.  AGE / HAVE YOU WORKED AFTER PARTICIPATION IN OPEA?

HAVE YOU WORKED AFTER 
PARTICIPATION IN OPEA? Total

NO

YES, LESS 
THAN 6 
MONTHS

YES, OVER 
6 MONTHS

 AGE  16-30 
18.0% 44.2% 17.9% 23.8%

 31-45 
31.1% 32.6% 50.0% 34.2%

 46-55 
32.8% 16.3% 25.0% 28.0%

OLDER THAN 55 
18.0% 7.0% 7.1% 14.0%

 Total
100.0% 100.0% 100.0% 100.0%

 Source: compiled by authors 

• It is worth highlighting the education level of those who have not worked after 

participation in the action. 63.9% of them have little or no education (no formal 

education, school-leaving certificate, primary-education qualification), compared to 

36.1% who have secondary-school studies, vocational training and university studies 

(Figure 2).

Graph 2. Educational profile of those who have not 
worked after participation in the action 

63,9

36,1

Little or no education Post-primary education

         Source: compiled by authors 
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Table 3.  EDUCATION / HAVE YOU WORKED AFTER PARTICIPATION IN OPEA?

HAVE YOU WORKED AFTER 
PARTICIPATION IN OPEA? Total

NO

YES, LESS 
THAN 6 
MONTHS

YES, OVER 
6 MONTHS 

 EDUCATION NO FORMAL 
EDUCATION 13.1% 2.3% 3.6% 9.3%

SCHOOL-LEAVING 
CERTIFICATE  24.6% 23.3% 14.3% 22.8%

PRIMARY-SCHOOL 
QUALIFICATION 26.2% 30.2% 32.1% 28.0%

SECONDARY-
SCHOOL 12.3% 11.6% 14.3% 12.4%

VOCATIONAL 
TRAINING 13.9% 20.9% 25.0% 17.1%

UNIVERSITY 
STUDIES 9.8% 11.6% 10.7% 10.4%

 Total
100.0% 100.0% 100.0% 100.0%

Source: compiled by authors 

The data obtained so far reveal the importance of previous work experience, age and education 

level when attempting to enter the labour market. Together with this data it is worth stressing the 

fact that a high percentage of people have not worked after participation in the action (63.2%)49. 

This, in combination with the high percentage of long-term unemployed, is alarming, especially 

when taking into account that more than 50.0% of the unemployed surveyed have remained in 

that situation for over one year. (See table 2)

However, when speaking of long-term unemployment we should go into more detail, as this 

situation does not affect everyone in the same manner. Thus, a young man and a young woman 

who have been unemployed for over one year are labelled as such, without taking into account 

their initial situation and how this could influence their entry into the labour market. The young 

man may be at university and have registered as a job-seeker in order to be able to use training 

and employment resources, while the woman may, for instance, have given up her job in order 

to have her first baby, -currently receiving the unemployment benefit- and is considering 

entering the labour market when her child is 2 years old. Both are defined as long-term 

unemployed, but their respective situations are very different and the consequences of being 

outside the labour market for a specific period of time will not be the same for both either. 

This simple example helps us to understand the complexity of unemployment and can provide 

us with some explanations relating to the high percentage of long-term unemployed.

49 30% of the total sample have not worked after participating in OPEA
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After analysing the different sources, two principal profiles of the long-term unemployed have 

been identified. The purpose of this classification is to provide explanations as to why the 

percentage of long-term unemployed people is so high.  Thus, we can distinguish between:

• Those who have no job but are available to work.  This would be the profile of those 

who want to enter the labour market either now or in the future but cannot do so for a 

range of reasons: dependent relatives, a lack of availability either for timetable or 

geographical reasons, lack of motivation, the fact that they are receiving benefits, or 

training, etc.

• who are long-term unemployed and have neither a job nor are they available to 
work. This group would comprise people with social, health and/or personal problems.  

Movement from one category to the other is possible and will depend on the combination of a 

series of variables. Therefore, a person over 45 who has recently lost their job and decides not 

to participate in any activity leading to improvements in their employability until their 

unemployment benefit runs out, may face more difficulties than they might have had initially 

when trying to return to the labour market, and this situation may even lead to social exclusion. 

Guidance actions are effective when they take place at the right time, if possible when the 

person is recently unemployed, and more so among older people with lower levels of education.

Table 1, which contains an analysis of the “Unemployment and long-term unemployed people” 

section, reveals that 30.6% of the population surveyed have been unemployed for 2-5 years, 

whereas 13.9% have been unemployed for over 5 years. In those percentages there will be 

some who will not be able to enter the labour market due to temporary circumstances, while for 

other people the obstacles will be far more considerable. Identifying these barriers is the first 

step towards defining actions that fit the specific situation.  

c) Difficulties experienced when taking part in training actions 

In previous sections the importance of training in the job search process was emphasised, in 

particular when someone has no employment-oriented education or what they have received 

has become obsolete.   

The results obtained in this regard are not positive. 72.6% of those interviewed have not taken 

part in any training activities after their participation in the action, and the employability of this 

group has therefore not been improved. The main reasons are: 

• No availability to participate in training. In this respect, 8.8% of those interviewed stated 

that due to their responsibilities (dependent relatives- parents or children) they had no 



RU

time to participate in training activities, as they had to spend too many hours away from 

home.  

• In line with this problem, another of the reasons given for not participating in training 

activities was “dependent relatives” (12.4%). Guideline 6 of the PNAE 2004 stresses the 

need to promote effective actions to reconcile family life and work through the extension 

of social networks, home care service for the elderly and disabled people and child care 

centres (infant schools). 

• Guideline 5 of the PNAE supports the extension of the working life; this guideline 

contrasts with another argument given for not taking part in training actions: “being too 

old” (5.7%). 

Training is one of the keys to entry to the labour market. In an ever-changing environment 

where ICTs evolve at high speed and labour market conditions undergo continuous change, etc. 

the need to keep one’s knowledge up-to-date has become an increasingly pressing need.

The results obtained reveal a lack of awareness of learning as a lifelong process, or of its value 

as an element that contributes to employability, and the impossibility of combining family 

responsibilities and any training or work activities.   
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3.1.2.4. POPULATION CURRENTLY WORKING AND STUDYING

Another of the possible situations that emerged while conducting the interviews was the group 

of users that combine work and study.  In fact, 3.5% of the people interviewed combine both 
activities.

The results obtained in this section verify the suggestions made in 3.1.2.1., and so the 

interesting point here is to identify the factors that have made these people combine the two 

activities.  

a) Motivation to participate in training 

These data show that the main reasons for taking part in training activities arise from a) the 

need to broaden knowledge (42.9%) and b) improve the C.V. (42.9%). 

Figure 1. Reasons for taking part in training activities 

7%

43%43%

7%

Update knowledge Broaden knowledge Inprove the C.V. Other

Source: compiled by authors 

For these people, training is a tool to improve employability and personal development. 

“Continuous learning and mobility strategies are essential to promote employability, active 

citizenship, social inclusion and personal development”50

50 Priority identified in the Resolution on Continuous Learning approved by the European Council  (Education and Young 
People) on June 27th, 2002. Quoted in the Declaration made by the European Ministries for Training and Professional 
Education and the European Commission. “The Copenhagen Declaration” [on-line] Available at: 
http://www.mec.es/educa/sistema-educativo/eadul/files/declaracioncopenhague.pdf  [2006, October 4th, 2006]
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3.1.3. CONCLUSIONS

The goals of this section were to determine the current situation of the participants in the OPEA 

programme, to assess the adequacy of the scheme for the target population, and to ascertain 

the OPEA’s contribution to the fulfilment of EES objectives.

The first sub-section “Current situation of OPEA users” aimed to determine the contribution 

of the action to the improvement of the employability and labour integration of programme users 

and identify the factors that have a direct or indirect influence on employability and labour 

integration.

A number of elements differentiate programme participants who are currently working from 

those who are unemployed:

1. Previous work experience.

2. This work experience is spread over time.

3. Their training is up-to-date, and this qualifies them for work.

We can conclude that these elements are relevant for entry to the job market. In addition to 

these factors –which stimulate, and contribute to the success of, the job search- there are 

others that make the process more difficult, like age and gender. In this regard, the older the 

individual, the greater the difficulties faced in the search for work, and if the person is long-term 

unemployed, the difficulties increase; as regards gender, the issues are different: they are 

caused by traditional understandings of male and female roles and the lack of structures for the 

reconciliation of work and family life.

The second question aimed to determine the “adequacy of the OPEA Programme with 
respect to the target population”. In this context, we can identify three OPEA user profiles.

• Profile 1. People with medium to high employability who are currently unemployed, for 

some specific reason.

Among other elements, this group tends to have appropriate training profiles that qualify 

them for work, wide work experience, a positive attitude to employment and 

employment skills, among others.

• Profile 2. Students enquiring about grants, occupational training, temporary work, etc.

These young people have little or no experience and they are currently doing a diploma 

or a degree.

• Profile 3. Unemployed people with low employability. This is usually the profile of the 

long-term unemployed.
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They have no qualifications and / or work experience. They have been unemployed for 

long periods; they have a negative attitude towards work, low motivation, low self-

esteem, etc.

With reference to the data obtained, we can conclude, although a clear cause-effect relationship 

is not present, that the OPEA programme contributes to labour integration for groups in Profile 

1, and improves employability for Profiles 1 and 2.

The profile 1 covers people that have little labour integration difficulties; they are temporarily 

unemployed and the type of intervention they need is very specific: they may need information 

about job opportunities, instruments to help them search for work, information relating to training 

that will allow them to update their knowledge and make them more attractive job candidates, or 

they might just need a push (motivation).

Profile 2 covers students. Their demands range over a variety of themes and their interests are 

usually related to gaining initial work experience in order to get to know the labour environment.

The findings do not point to increased labour integration, but there is a clear improvement in 

employability, either through better knowledge of search instruments and channels for finding 

job opportunities, or interview training, the development of certain skills, complementary 

training, etc.

These first contacts with the guidance services ensure and promote the preventive nature of the 

services (Guideline 1), and provide the necessary skills, abilities, and knowledge to face the 

search for work.

Profile 3 is the profile with the greatest difficulties. OPEA does not seem to meet the demands 

and needs of these groups. Adequate strategies must be developed in order to meet the real 

needs of these groups in order to improve their employability and their labour integration.

Different cases can be distinguished within the profile but we can state that, within the current 

structure of OPEA, it is difficult to increase the employability and labour integration of these 

groups. In general terms, the people that fit this profile have social, personal and labour 

problems, and given these circumstances, isolated interventions cannot help improve 

employability. Although it may be true that it is a first step for some, the temporary nature of the 

service means that progress is not sustained.

Given the characteristics of this group, motivation, a change of attitude towards employment, 

and improved self-esteem could lay the foundations for more effective guidance.

These statements give answers to both the first and second questions. To sum up, OPEA 

actions help improve the employability and labour integration of some groups, while the 

particularities of the programme mean that it fails to meet the real needs and demands of other 

groups. To meet these objectives, the programme would have to be restructured.
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Lastly, this section gives an answer to the third question: “to what extent does OPEA 

contribute to the fulfilment of EES goals?” In the section relating to objectives, we identified 

the Guidelines that are directly or indirectly relevant in the context of the OPEA programme. 

Some reflections have been included in the analysis of the data. Next we present the most 

relevant conclusions, which will either be confirmed or refuted by this report.

• One of the recommendations for Spain (Guidelines 1 and 7) is to “ensure greater 

access to and effectiveness of active labour market measures for disadvantaged 

people, in particular young people, disabled people, immigrants, and the long-term 

unemployed”. This recommendation has been taken into account in the OPEA 

programme, as these groups are the priority targets of the service.

But as well as this increased range of focus, the measures need to be efficient, that is to 

say, it is not enough to attend to and work with these groups; the intervention must lead 

to positive results.

The data show that for those with the greatest difficulties (the priority targets) it is much 

harder to improve their employability and their chances of finding work. As indicated in 

Guideline 7, it is necessary to design integrated itineraries that meet the needs of this 

groups, however the current structure of the OPEA programme in the Valencian region 

makes it difficult to do this.

• As to Guideline 2, “Entrepreneurship”, if we refer to other sources 51 it can be seen that 

after participating in the programme there is an increase in business activity

• Guideline 6 focuses on “gender equality”. In this respect, OPEA actions do contribute 

to the fulfilment of the guideline, as women are the main recipients of the measures. 

However, the guideline also points to an aspect of the OPEA programme that should 

be explored further if the objectives of the guideline are to become a reality.

As in guidelines 6 and 7, this aspect refers to integrated itineraries that combine a range 

of elements such as guidance, training, work placements, the reduction of barriers, and 

so on, all of which are necessary for the development and improvement of employability 

in the most vulnerable groups.

RN=pçÅá~ä=pÉÅìêáíó=a~í~
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3.2. THE OPEA PROGRAMME FROM THE EXPERTS’ POINT OF VIEW 

3. 2.1. INTRODUCTION 

20 Valencian Community OPEA Programme experts 

The objectives of this section are: firstly, to assess the suitability of the OPEA Programme with 

respect to its target group; secondly, to determine the impact of the OPEA Actions in terms of 

labour integration and improvements in employability and, thirdly, to establish possible work 

methodologies.  

The purpose of the first objective is detailed analysis of OPEA Programme user profiles. In this 

way, bearing in mind aspects such as structure, resources, duration, etc. it will be possible to 

determine the suitability of this programme with regard to its beneficiaries. 

The second objective aims to determine to what extent participation in the OPEA Programme is 

contributing to improvements in employability and increased labour integration. The information 

obtained from this source constitutes an honest appraisal of the reality of the programme, which 

will be corroborated or refuted by the information obtained in other sections of the study.  

The third objective focuses on the identification of elements that could improve the structure and 

dynamics of the current guidance programme.

The framework used to analyse the data is centred on the objectives proposed in this section 

and has therefore been organised into three areas: a) Beneficiaries b) Employability and Labour 

integration and c) Areas for improvement.

Below is the analysis based on these three areas of the study. 
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3.2.2. DATA ANALYSIS

3.2.2.1.MAIN BENEFICIARIES OF THE OPEA PROGRAMME

With respect to the first objective: “to assess the suitability of the OPEA Programme with 
regard to the target public”, questions were asked raised relating to the type of persons that 

should be targets of the actions, the needs of these groups and the awareness and structure of 

the service.

Question 1. In the OPEA Actions, do you work with a specific group of unemployed 
people?

The general opinion of the experts interviewed is that, even though they assist unemployed 

people in general, there are priority groups on which they have focused specifically in recent 

years. Assistance focuses on different groups of people depending on the local area and its 

characteristics. 

The results obtained reveal that the main beneficiaries of this service are: the long-term 

unemployed (31.0%), unemployed women (30.0%), people over 45 (21.0%) and young people 

with little or no education and/or experience (18.0%), in other words, those groups of people 

that have greater labour integration difficulties and are regarded as priority by the PNAE. 

Figure 1. Priority groups in the OPEA Programme

31%

30%

21%

18%

Long-term unemployed people
Women outside the labour market
People older than 45 
Young people with little or no education/experience

Source: compiled by authors
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Question 2. Do you think that, after participating in the OPEA Actions, there is any 
specific group of people whose needs have not been met?  

The results show that there is no consensus on this matter52. There is a wide range of opinions, 

from a) those who think that the existing structure is unsuitable for work with the PNAE priority 

groups, which have particular labour integration difficulties and for whom this type of action does 

not meet their demands and/or needs (45.0%), b) those who believe that the programme and its 

current structure are suitable for any person who wishes to use this service regardless of their 

social and labour characteristics (40.0%) and c) those who think that time and commitment are 

sufficient to overcome any difficulties (15.0%). 

Graphic 2. Are the users' needs met after their participation 
in the action? 

40%

45%

15%

Yes No Conditional

Source: compiled by the authors

Question 3. Are users actually aware of the guidance service?

In this regard there is a high percentage of experts who think that there is no awareness of the 

service (60.0%), and point out that the main reasons are: a) the fact that people do not know 

this service or any other SERVEF employment guidance service and b) the fact that the 

SERVEF has produced very little publicity about the programme.

Some negative feedback points out that the service is only known by those who have previously 

participated in the OPEA programme. This raises the following question: why are the same 

people using this service, year after year, without positive results?  

RO This matter will be dealt with in the analysis of the Delphi work team.
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Graphic 3. Are the unemployed aware of the OPEA 
Programme?

20%

60%

20%

Yes No Participants only

Source: compiled by the authors

The objective of this question was to discover to what extent employment guidance is an 

instrument that is integrated in the job-seeking processes of the unemployed. Most of the replies 

provided by the experts reveal limited or non-existent awareness of the need for this type of 

services. The job seeker sees the SERVEF as an instrument that exists only to manage job 

offers, and so any other type of activity that requires active participation by the unemployed is 

refused. The job seeker’s demands still focus on receiving job offers.

These passive attitudes need to be addressed and challenged. Without raising awareness and 

providing information on the other aspects of the SERVEF’s work –other than its role as a mere 

mediator-, and proper management of the active employment policies, the current rejection of 

any activity proposed by the Public Employment Services will continue.

Question 4. What is your opinion of the current structure of the OPEA Programme? 

The purpose of the questions outlined below is to determine to what extent the current structure 

of the service is, according to the experts, making it possible to meet the objectives of the OPEA 

Programme.  

The results obtained with regard to this series of questions are displayed below each question. 
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What is your opinion about the fact that…

4.1. a certain time has to elapse between tutorials or between groups?

• 50.0% of those interviewed think that it is a rigid structure that is not based on the actual 

needs of the users. There should not be a minimum or maximum number of days in 

order to be able to see someone; the service must be offered “according to the 

circumstances”.

• 44.0% feel that the existing structure is appropriate, provided that the users are looking 

for work; thus, between one session and the following one, the person can express their 

doubts, make other proposals, put into practice the knowledge acquired during the work 

sessions, etc. 

• 6.0% feel that it is the expert who must determine the number of days that should 

elapse between sessions.   

The conclusion is that there is no consensus with respect to this question, but two very different 

positions a) those who think the structure is not appropriate and b) those who regard the 

structure as generally positive but see it as requiring some modifications.

4.2. a person has to attend a maximum or minimum number of tutorials according to the 

objectives of the Organisation

• 100% of the interviewees state that the number of tutorials must be based on the needs 

of the users. It should be an “à la carte” service.  

4.3. Group actions (BAE-TE, BAE-GB, DAPO and INMA)

• Development of Professional Skills for Work (DAPO). 100% of the interviewees 

think that given the profiles taken into account –people with special labour integration 

difficulties (most of them are beneficiaries of the “Renta Activa de Inserción” 

programme, people over 45, long-term unemployed, female victims of domestic 

violence, etc.), the existing structure is unsuitable.  

These are people who, due to their social and labour characteristics, require processes 

that are distributed over a longer period, where work is not the only matter to deal with, 

and indeed is perhaps the least important one, since it is necessary to start by 

addressing more basic aspects, including social skills.

• Interview Workshop (BAE-TE) and Job Search Workshop (BAE-GB). In this regard 

opinions are very varied and a high percentage are negative and include those who 

think that a) they do not adapt to the needs of the groups with which they work (49.0%), 

b) they are inflexible (38.0%) and c) group activities are inefficient (13.0%).   
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• Information and Motivation for Self-Employment (INMA). 100% of the interviewees 

think that the candidate selection carried out by the SERVEF for participation in this 

kind of actions is not suitable, as the users of this service are not interested in the idea 

of starting a business.   

4.4. Individual actions (PT and APE)

• Individual guidance (TI). 100% of those interviewed think that TI is the basis and main 

instrument of the OPEA Actions and of any Guidance programme. Therefore, Tutorials 

become the tool on which the rest of actions comprising the “Itinerario de Inserción 

Socio-Laboral” (Social and Labour Integration Itinerary) are centred. 

• Advice on Business Projects (APE). 100% of those interviewed believe that the 

resources available in the organisations to implement this type of action are limited. 

Expert organisations should be in charge of providing this kind of advice.

4.5. Temporary nature of the Service 

There is a total consensus on this issue. 

“The service must be permanent, as when the action has been completed there are still 

unemployed people.”
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The results obtained so far are not conclusive as regards whether the existing structure of the 

OPEA Programme is suitable or not with regard to its beneficiaries.

However, we can establish a) that the profile of the beneficiaries of this action is appropriate, 

since it corresponds to the profile of those groups that have more labour integration difficulties 

(the long-term unemployed, unemployed women, people over 45 and young people with little or 

no education) and b) a series of aspects that need to be borne in mind that relate to the 

structure of the OPEA Programme.

With regard to the actions comprising the OPEA Programme53 we can draw the following 

conclusions: 

• The Development of Personal Skills for Work (DAPO) action is not suitable for the 

demands and needs of the beneficiaries. It would be necessary to modify this resource.  

• With regard to Self-employment actions, and without taking any specific group as a 

reference, we can state that this resource is not contributing to the attainment of the 

objectives. 

1. Information and Motivation for Self-employment (INMA): The goal of this 

action is to encourage entrepreneurial initiatives, as well as provide the necessary 

information in order to set up a business project.   

The main reason why this type of action does not meet objectives is inadequate 

recruitment of candidates, who in most cases have never considered becoming 

self-employed. In this regard, it is difficult to encourage an interest in any business 

initiative in a 3-hour long group session. 

2. Advice on Business Projects (APE): The goal of this objective is to provide 

entrepreneurs with a specific business idea with personalized advice in order to 

help them develop their business plan, analysing the actual viability of the project 

and supporting its planning and implementation.   

The main challenges to the implementation of this type of action arises from the fact 

that a) it is a temporary service, and so not every person with a business idea can 

benefit from it if the development of their idea does not coincide with the periods of 

time when the programme is operative, b) unemployed people do not know of this 

service, and anyone with a business idea resorts to specialised services such as 

the Ventanilla Única Empresarial, (One-stop Business Advice Service) where an 

integrated service offers the entrepreneurs information and guidance, as well as the 

management and processing of the necessary documents required to set up a 

company, all of this at one single location and c) the majority of the counsellors in 

the OPEA programme are not specialists in business consultancy. 
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In this respect, for the APE action to comply with Guideline 2, it would have to be a 

permanent specialised service coordinated by a specialist in entrepreneurship 

which, together with advice, provided other type of measures aimed at helping 

citizens speed up the procedures required to set-up their companies. 

• Individual tutorials are the core action around which the development of the Social 

and Social and Labour Integration Itinerary revolves.

• The service must be permanent.

53 In this section only those actions on which the interviewed experts had similar opinions are dealt with.  
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3.2.2.2. INFLUENCE OF THE OPEA PROGRAMME ON THE IMPROVEMENT OF 

EMPLOYABILITY AND LABOUR INTEGRATION

In order to answer the second objective “to establish to what extent the OPEA Programme 
is contributing to the improvement of employability and to increase labour integration” a 

series of questions were asked in relation to these themes 

a) Employability

Do you think that after their participation in OPEA Actions participants see an 

improvement in…

Question 1. Their competence vis-à-vis the job search (i.e., whether the person had 

improved their knowledge of the labour market, and the channels and instruments available for 

the job search after their participation in the action, etc.)

The results obtained show two contrasting views. One of them is that,

• After their participation in the action there is a change in their employability, even if it is 

only slight (60.0%).

• The remaining 40.0% think that the acquisition of job search competences depends on 

a series of factors: motivation, willingness to work, attitude towards employment and/or 

social and labour factors, among others. 

In this way, those people labelled as belonging to groups with special labour integration 

difficulties will require longer processes in which other aspects are worked on, such as 

motivation, equal opportunities, black economy vs. formal economy, etc. What emerges 

from this discussion is the fact that after their participation in the action there is no 

improvement in the employability of all groups.

Do you think that after their participation in OPEA Actions participants see an 

improvement in….

Question 2. Their attitude and motivation with regard to the job search process (i.e., 

whether after their participation in the action their disposition and attitude regarding employment 

underwent a positive change).

In the previous section54 we outlined the psychological phases through which an unemployed 

person goes after losing their job. Efforts to improve attitudes and motivation towards 

54 3.1.2.1. Population currently employed. b) Preventive nature of the actions
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employment are key elements on helping the unemployed to persevere with the search for 

work. 

The results obtained show that,

• 60.0% think that attitude and motivation improve in very specific groups, such as young 

people and, in general, all those who do not have any special labour integration 

difficulties. 

In this way, people with special difficulties: the long-term unemployed, unemployed 

women, immigrants, young people with little or no training, etc., and those who, as a 

general rule, have been unemployed for a long time, require longer interventions if 

these attitudes are to be addressed effectively, and more work is to be done on certain 

aspects, such as the perceived causes of their unemployment. It is only in this way that 

changes in attitudes and motivation will take place. 

• The remaining 40.0% think that after their participation in the action there was indeed a 

change in users’ attitudes and motivation with regard to the job search process.

We can conclude by stating that after their participation in the action, there is indeed an 

improvement in employability –as far as attitude and motivation are concerned-, except for 

those groups that have special labour integration difficulties.  

We must not ignore the fact that motivation is temporary. This is an element to bear in mind with 

regard to the state of neglect that an unemployed person experiences, when he or she does not 

feel (or are not) accompanied in their job search process. 

The aim of every job search programme is to achieve the autonomy and independence of the 

person in relation to the job search process. The fact that a person who has not yet reached 

that autonomy sees the relationship with the expert disappear due to the temporary nature of 

the service can negatively influence the job search process. 

Do you think that after their participation in OPEA Actions participants see an 

improvement in…

Question 3. Their attitude and motivation with regard to training (i.e., whether after their 

participation in the action their disposition and attitude towards training has increased their 

chances of receiving training).

Training constitutes one of the transversal axes around which many of the guidelines of the 

PNAE (National Action Plan for Employment) revolve. However, it remains an unresolved 

problem. The results obtained show little or no awareness of the need for training, not as a 
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lifelong process, but as a means of increasing and improving the chances of success in finding 

work.

• 70.0% of those interviewed think that achieving change in attitudes in relation to training 

is a hard task, and even more so when working with groups whose main demand is a 

job and whose opinion regarding training is completely negative. 

• The remaining 30.0% think that after participation in the action there is a change in 

users’ attitudes and motivation towards training. This change mainly emerges among a) 

young people who see training as a complement to their CV and b) unemployed women 

who see it as a bridge to labour integration. 

Together with aspects that hinder this change in attitude and motivation, it is worth highlighting 

the seasonal nature of these kinds of resources. To clarify this, we can mention the case of a 

person who requires guidance services in December and who, among other needs, lacks 

training. This person will have to wait –if possible- until spring or summer to be able to take part 

in any kind of training activity, without any guarantee that the training available will meet their 

needs or, furthermore, that they will be able to participate.

b) Labour integration

Question 1. Do you think that after participation in the action there  is improved success 
in labour integration?

The aim of every itinerary is to achieve improvements in employability, so that they are able to 

look for work under equal conditions and, more importantly, then keep their job. 

Opinions by the experts with regard to whether labour integration is increased or not vary:

• 56.0% think that it does increase. The arguments put forward to defend this view are 

that people who take part in guidance programmes have the opportunity to discover job 

search channels and instruments and use them appropriately as well as manage 

appropriately the time they spend on this task. In other words, they manage the 

elements that influence their employability appropriately.

• 25.0% of those interviewed make a distinction between two groups of people, and 

therefore neither strongly affirm the proposition nor deny it categorically. 

They propose that those people who manage the job search process appropriately, and 

also bear in mind the relationship between supply and demand, will find work55.

55 The concept of employability is located in the individual. However, there is another determining factor when looking 
for work which the individual can influence in a direct way: the demand in the labour market. For instance, if a skilled 
person, with motivation, training, experience in the field of navigation and with a clearly defined professional target (work 
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However those people whose social and labour situation (non-shared dependants, little 

time available, limited or nonexistent training and/or working experience, etc.) prevents 

adequate management of the process, and these will not find work. 

• The remaining 18.0% does not believe that after participation in the action there is an 

improvement in labour integration, and much less so in those groups with greater labour 

integration difficulties. 

as ship captain) looks for a job in Madrid, then given the existing relationship between supply and demand, (Madrid is 
landlocked and there is therefore no demand for ship captains there) no matter what their qualifications are, they will not 
find a job that meets their professional interests. 
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3.2.2.3. ASPECTS FOR IMPROVEMENT

The object of this section was to identify aspects for improvement in the OPEA programme that 

would contribute to the evaluation of how far the programme meets EES objectives. For this 

reason, the experts were asked the following question “If it was in your hands to make a 
proposal for improvements in OPEA Actions, what type of changes would you 

introduce?”

Below is an outline that summarises the main contributions made by the experts. 

Diagram 1. Proposal to improve the current OPEA programme

SERVEF TASKS: 
• To further disseminate 

the service
• To provide experts with 

training
• To create cooperation 

channels to address 
the suggestions of the 
Expert Teams.

REFERRAL TO 
THE SERVICE

INDIVIDUALISED 
GUIDANCE

REFERRAL TO THE 
DIFFERENT 
RESOURCES

• PERMANENT PROGRAMME 
• CREATE RESOURCES ADAPTED TO USERS’ DEMANDS
• MAKE THE ACTIONS AND No. OF PEOPLE ASSISTED MORE 

FLEXIBLE
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Diagram 1 shows some of the changes that are proposed to improve the current structure of the 

OPEA programme.

• El Public Employment Service would continue with the task of referral to the resource 

and would implement other improvements: a) Increased dissemination of the resource, 

b) Provision of specialized training for the experts involved in the Guidance 

Programmes and c) Enabling of close cooperation between the participating 

organisations and the SERVEF, creating spaces for teamwork and reflection.

• OPEA ACTIONS. The changes would be:

a) Permanent service. 

b) Individualized Guidance would still be the core theme of the OPEA programme and 

the starting point of the Social and Labour Integration Itinerary. From here, people 

would be referred to the different resources depending on the needs identified. 

c) Flexibility with regard to the number of people assisted and the resources available. 

The number of people assisted and the period between sessions would now 

depend on the user’s needs.

Design of resources depending on demands and needs. In other words, 

personalised guidance.

At this point, we should wonder whether these changes are enough to meet the needs of those 

groups with greater labour integration difficulties or whether other types of measures would be 

necessary. The work carried out by the Delphi group will show further results relating to this 

matter. 
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3.2.3. CONCLUSIONS

The analysis of the information obtained so far enables us to draw a series of initial conclusions 

regarding the impact and effectiveness of the OPEA Actions in terms of labour integration and 

improvements in employability, as well as an assessment of the suitability of the Programme.

a) Suitability of the OPEA programme in relation to the target audience

The profile of the beneficiary of this action mainly fits those groups that have greater labour 

integration difficulties (the long-term unemployed, unemployed women, people over 45 and 

young people with limited or nonexistent training). In other words, the priority groups of the 

PNAE.

Guideline 7 of the PNAE; “To promote labour integration among the underprivileged and 

to fight the discrimination to which they are subject”, shows the need to increase the 

coverage and effectiveness of active labour market measures for the disadvantaged. If we take 

into account the results obtained so far, and without making a categorical statement56, we can 

state that OPEA Actions do not help to meet the demands and needs of these groups, for whom 

itineraries appropriate to their needs should be designed and created. Without confirming this 

statement yet, our conclusion is that the OPEA Programme as whole does not contribute to the 

achievement of the objectives of Guideline 7 of the PNAE, despite the fact that in some aspects 

improvements do take place.

Similarly the programme does not contribute to the promotion of entrepreneurship (Guideline 2). 

The main reasons for this are:

• Inappropriate recruitment of candidates, most of who have not considered self-

employment.  

• The temporary nature of the service. It prevents people with a business idea from being 

able to use the service when they need it.

• Little dissemination and knowledge of the service.

• The resource is characterized as a counselling and information service. It would be 

advisable to combine this feature with that of a management service. In this way, much 

of the bureaucratic burdens entrepreneurs face could be dealt with more easily and 

quickly. We could define this service as a comprehensive service.

• Some of the organisations that manage OPEA actions are not specialized in the field of 

self-employment. 

RS Study carried out by the Delphi group
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• The profile of OPEA users. In most cases basic skills need to be developed, and the 

notion of self-employment is alien to these people. 

b) Employability and Labour integration

The promotion of employability helps people to become more capable of finding and keeping a 

job. This process should not be limited to short periods of time. The development of personal 

characteristics (attitudes, personal competences and professional competences) requires time, 

and even more so when there are certain limitations with regard to labour57 and social58 aspects 

(described as “objective elements” by Cáritas, a Spanish charity). 

Up to now we have seen how OPEA Actions were producing positive results among certain 

groups, i.e. those where the combination of personal characteristics and objective elements suit 

the relationship between supply and demand in the current labour market and where a one-off 

performance reflects positive results “the personal deterioration caused by situations of 

exclusion and structural problems, as well as structural employment problems, can not be 

overcome in short periods of time, it requires an integrated approach in the medium term”

(Cáritas). 

c) Guidance methodology

The main changes carried out in the OPEA Programme focus on: 

• Making the resource more flexible with regard to the number of people assisted and the 

resources available

• Change from a temporary service to a permanent service.

• Enabling the creation and referral to resources depending on the needs identified.

RTCurrent situation with regard to the labour market, knowledge of and search for opportunities, and the potential to 
differentiate oneself from competitors. ¿Cómo desarrollar la empleabilidad? López-Aranguren, G. [How to develop
employability?] (1999) Cáritas Española. Madrid
RU Individual Background (family, social and personal), which has influenced and/or influences attitudes and personal 
and professional competences, and at the same time labels the individual. López-Aranguren, G. [How to develop 
employability?] (1999) Cáritas Española. Madrid
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3.3. GROUP WORK SESSION ON THE OPEA PROGRAMME

3.3.1. INTRODUCTION 

The work session was carried out with the participation of 13 experts in labour guidance 

programmes in the Valencian Community, with the aim of a) reaching a consensus with 

regard to the opinions, ideas and/or assessments expressed by the experts previously 

interviewed, b) guaranteeing the systematisation of the process, c) disseminating the 

development of the project to experts in the field of Labour Guidance and d) widening 

and developing the research on the basis of their experience. 

The Delphi work session focussed on the design of a methodological proposal for guidance. 

This process, as in the previous section, served as an instrument for the identification of 

elements in the current OPEA programme that could be improved, and others that are already 

efficient.

In Appendix 4 there is a detailed analysis of 3 of the profiles identified as priorities – women, 

young people and the over 45s – and the essential aspects for the design of a methodology that 

responds to the PNAE guidelines.
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3.3.2. CONCLUSIONS

Below are the main conclusions drawn from the Delphi process. 

• The OPEA Programme is a temporary action that does not meet the needs of specific 

groups. This is the case of the groups with more labour integration difficulties, who need 

programmes where the temporary nature of the service is not an obstacle to the 

achievement of the objectives of their itinerary. 

Given this situation, there are many people who year after year are invited to use the 

same resources, without obtaining positive results. This fact influences the perception59

we have of this resource. 

• The inflexibility of the structure of the OPEA Programme does not allow for adaptation 

to users’ needs.

• The debate surrounding the labour integration process is characterised by a wide range 

of opinions. Nevertheless, there is common agreement on the difficulty that certain 

groups have in finding work. 

Even so the conclusion is that, after their participation in the action, there is increased 

integration of those groups with specific socio-labour, formación, experiencia, etc.is 

• In order for the OPEA Programme to comply with the provisions established in 

Guideline 1 of the PNAE two situations would have to arise:

a) Appropriate referral of job seekers by the Public Employment Services: preventive 

action with young people (under 25) and adults (over 25) before they have 

completed a period of 6 months (for young people) or 12 months (for adults) of 

unemployment. 

b) After the referral, real Job-Finding itineraries must be designed, without limiting the 

action to participation in short-term and simplistic labour guidance programmes. 

Given the temporary nature of the OPEA Programme the development of 

appropriate itineraries is not facilitated.

• Guideline 2 of the PNAE advocates the creation of jobs and entrepreneurship. The 

unions’ proposals60 in respect of this guideline (PNAE 2004) state that “in order to 

promote entrepreneurship, effective active policies are necessary and must be 

59 Due to the lack of positive results the perception of the usefulness of the service is negative
SM CC.OO. (“Comisiones Obreras”) and  UGT (“Unión General de Trabajadores”).



UN

appropriately budgeted for”. The OPEA Programme does not have the necessary 

instruments to promote the entrepreneur spirit. 

New approaches and input from other fields must be sought to promote this spirit. 

Entrepreneurship is “above all, an attitude that reflects the motivation and capacity 

of the individual, independently or within an organization, to identify an 

opportunity and fight for it to produce new value or economic success61”.

• In order to promote participation by women in the labour market (Guideline 6), we have 

to promote measures aimed at favouring women’s success in finding and keeping jobs. 

For this reason, Job-finding Itineraries that include guidance, training, real work 

experience, and so on, must be initiated, while measures are implemented to improve 

social networks that assist the minors and dependents (older people and disabled). 

Women are more willing to participate in activities that will improve their employability, 

so that if certain services could be guaranteed, this would contribute to the development 

of the female workforce. 

• Promoting the search for work among disadvantaged groups (Guideline 7) must include 

the implementation of wider-reaching and more effective measures.  Specific actions 

are not only insufficient, but can even have negative effects on those who receive them. 

• Permanent training is an essential requirement, so learning experiences for guidance 

professionals must be provided.

61 Green paper. Entrepreneurship in Europe. Commission of the European Communities, 2003. 
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4. THE VALORISATION PROCESS

Valorisation is understood by the European Commission to be a process in which the results of 

innovation are experienced and exploited by others in order to enhance and optimise them and 

thus increase their value, impact, and use, or transfer them on to other systems, policies, and 

practices62.

Valorisation has a dual dimension: it affects transference "horizontally" (influencing 

organisations and similar scenarios) and "vertically" (integrating the results of innovation into the 

institutional, regulatory, political, or administrative domains).

This definition identifies highly relevant aspects related to the valorisation concept which is 

interpreted as a process that allows for: a) the adoption of results by other users and in other 

settings and b) the sharing of existing knowledge.

In general terms, part of the existing and newly generated knowledge is circulated by 

dissemination processes63 once the research or study is completed, in which the principal 

findings are presented. Though valid, this model is of a “one-off”, isolated nature. The current 

valorisation process was designed and implemented to avoid this. It aims to disseminate, 

circulate, and exploit the results of the project, and ensuring that knowledge does not only flow 

in one direction -as would be the case with a dissemination event- instead aiming at a more 

real, closer, and tangible awareness of the results in such a way that stakeholders play an 

active role, instead of being merely passive recipients.

Given the success of the valorisation processes in education and training developed in the 

Leonardo da Vinci programme, this particular methodological model was selected and 

implemented. In this context, it allowed

• the results obtained to be used effectively by the Public Employment Agencies that 

were visited.

• the knowledge transfer process to become an end in itself. In other words, to involve all 

stakeholders in the study in the generation of knowledge, above and beyond mere 

dissemination of the results.

• the know-how of the participating institutions to enrich the results obtained, either by 

including or combining new elements with existing ones, or even by making substantial 

changes to the working methodology under development in the career guidance field.

SO Methodologies for the valorisation of innovation in vocational training. Best practice guide. [on line] Available at:  
http://www.cepes.es/docs/guia1-MV.doc  [2006, 13 October]
SP Dissemination events are the main tools for this purpose.
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With a view to achieving these goals, a series of meetings were held with representatives of 

Public Employment Agencies from different European regions.

On the one hand, the meetings were intended to present the results obtained and compare 

them to the reality in the regions visited; on the other, the aim was to get to know the working 

methods developed in such regions in order to improve those of the Valencian Community, this 

in turn contributing to another goal of the valorisation process, namely to avoid duplicating 

results and to help achieve a return on the public investment made in the programmes.

The methodology used to foster the valorisation process a) involved a group of career 

counselling experts, who designed an innovative guidance model in the Valencian Community 

including elements unforeseen in the current OPEA programme, b) helped to generate a "wheel 

of knowledge" where the innovations of the Public Employment Agencies from the regions 

visited were transferred as best practices to the next working groups, c) compared the data 

obtained for corroboration purposes, and d) encouraged an exchange of experiences between 

different parties involved in the management and coordination of employment policies, which 

took place during the Brussels Employment Fair (16-18 May 2006).

The transfer and valorisation process was developed principally between June and October 

2006. There follows a list of the national and European Public Employment Agencies that 

participated in the process64: (For information on the career guidance programmes of the 

regions visited, please see Appendix 6)

1. Servicio Regional de Empleo de Madrid (SRE)

2. Jobcentre Plus Office for Wales

3. Servicio Andaluz de Empleo (SAE)

4. Servicio Vasco de Empleo – Lanbide

5. Servicio Regional de Empleo y Formación de la Comunidad Autónoma de la Región de 

Murcia (SEFCAM)

6. Servicio Navarro de Empleo (SAE)

7. Servei d'Ocupació de les Illes Balears (SOIB)

8. Servicio Público de Empleo de la Città de Reggio Calabria (Italy)

9. Instituto de Emprego y Formación de Portugal (IEFP)

SQ The order of presentation follows the order of the visits themselves.
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4.1. CONTRIBUTIONS FROM THE MEETINGS WITH THE PUBLIC EMPLOYMENT 
AGENCIES

In this section, we describe the main contributions and conclusions drawn by the Public 

Employment Agencies:

• The majority of communities in the regions visited have made a series of modifications 

in order to adapt the programme to the real demands of the population or replaced the 

programme with a different guidance model. A relevant change deemed necessary by 

many of the Public Employment Agencies, was the elimination of the temporary nature 

of the service65.

• The Public Employment Agencies agreed on the need to implement active and 

preventive measures, identifying needs and managing resources accordingly. Partial 

measures –like those in the OPEA programme, that are very temporary and separate 

from other active employment policies- are not contributing sufficiently to the 

development of employability in the most vulnerable groups. 

• In this regard, the guidance models developed by the Basque Country and Andalusia 

are noteworthy, as they include counselling networks with guidance as a gateway to 

other active employment policies. Murcia also supports this model. This region will soon 

implement a similar system to those in Andalusia and the Basque Country.

• The percentage of long-term unemployed is high. It is necessary to establish a range of 

parameters within the definition of long-term unemployment, as this term encompasses 

a variety of different situations. The same applies to the measures to be adopted if they 

are to have an effect upon these different situations. The situations that influence and 

accentuate long-term unemployment are well known: early retirement, young students, 

unemployed women, unemployment benefit recipients, etc. Although their situation is 

identical –in that they are all “unemployed”- their expectations, motivation, and/or 

interests are totally different and so require different approaches to intervention.

• Social exclusion is a pressing issue in Spanish and European society in general. This 

multidimensional phenomenon involves social, economic, and personal factors. 

Therefore, the measures to be developed must include social and labour-related action. 

Social participation, work, and personal fulfilment will only come about if actions are 

based on the adequate management and coordination of resources and stakeholders.

• Provisional actions do not contribute to enhancing employability or increasing labour 

integration among those with the greatest labour integration difficulties. As stated in 
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Guideline 7 of the PNAE 2004, comprehensive job-finding itineraries must be developed 

for such groups, including career guidance, training, and work placements until work is 

found.

• Guideline 6 of the PNAE establishes the need to implement effective actions to 

reconcile family life and work. Such actions must be encouraged right from the 

beginning, so that women with a difficult personal situation who are willing to start or 

return to work are supported by appropriate structures and able to participate in 

employability enhancement measures.

One of the centres visited in Wales is worthy of note in this particular respect. It offered 

a childcare service for fathers and mothers while they took part in employability 

improvement and job-search activities. A similar initiative will be implemented in short in 

the Madrid Region for those who sign up for certain occupational training courses.

The process of discussion with those responsible for employment policies reinforced the 

arguments supporting the importance, for employability and the search for work, of services and 

instruments that are in line with the social and labour realities jobseekers face.

Two mistakes are usually made when discussing unemployment: First, unemployment and the 

search for work are dealt with as if they were “just a simple mismatch between supply and 

demand, and so all unemployed individuals are seen as being in exactly the same situation as 

far as work opportunities are concerned”.

And a second mistake -a consequence of the first one- “is the de-personalisation of employment 

policies, which apply indiscriminate universal measures that address all cases in the same 

way”;66 for instance, a woman with unshared family burdens and a young graduate.

Employment policies must personalise actions implemented with the unemployed so that 

people’s employability can be improved. Itineraries are adequate instruments to improve labour 

skills. The experiences of the participating social organisations and the employment policy 

managers show that Job Search Itineraries are more effective and efficient than generalist 

unconnected measures67.

To develop these itineraries, it is necessary to rely on instruments that ensure they are 

approached appropriately, as mentioned earlier, and to guarantee the stability of the service. 

One of the reasons for the poor success of some active employment policies and their 

SR In the Madrid and Murcia regions as well as in the Valencian Community, the OPEA scheme continues to be 
temporary.
66 López-Aranguren, G. Cuadernos para la inserción laboral ¿Cómo desarrollar la empleabilidad? (1999) Madrid:
PardeDÓS
67 A generalist employment information, training and guidance service.
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programmes is the belief that some unemployment situations can be overcome in the short term 

precisely because they are due to temporary factors.

The issue of unemployment is multidimensional. Measures must therefore focus on different 

fields (social, labour etc). Jobseekers will only be empowered for action if strategies meet their 

real requirements.
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5. CONCLUSIONS AND RECOMMENDATIONS

5.1. CONCLUSIONS

The aim of this study was to determine the effectiveness and impact of the OPEA Actions 

carried out in the Valencian Community, according to the criteria of increased labour integration 

and employability. Together with this aim, this report intended to evaluate the contribution of the 

actions to the fulfilment of guidelines 1, 2, 6 & 7 of the National Employment Plan.

Stated below are the main conclusions and recommendations with respect to the 

aforementioned questions. With the objective of making this section more instructive, the results 

are first described in relation to the to the guidelines with which the OPEA Programme has 

direct links – Guidelines 1 & 2 -, and indirect links – Guidelines 6 & 7 –, and the section then 

concludes by covering aspects related to the impact of the actions according to the criteria of 

impact and employability.

With respect to the conclusions that follow, which are related to the PNAE Guidelines, it should 

be noted that throughout this study OPEA measures contributed only partially to achievement of 

the objectives of the Guidelines. However, the results seem to indicate that although there is 

only partial fulfilment, the PNAE recommendations could be met completely by adopting a 

series of measures68.

Briefly, the application and linking of different PNAE guidelines to active employment policies in 

the different regions of Europe requires a) analysis and identification of the real and specific 

needs of the different segments of the population that is the object of these measures, b) a 

budget that makes provision for the necessary resources to carry out such a policy efficiently; as 

well as c) suitable integrated management of the different resources and stakeholders. 

Guideline 1. Active and preventive measures for the unemployed and the inactive

In this guideline it is recommended that Spain should “ensure greater access to and 

effectiveness of active labour market measures for disadvantaged people, in particular young 

people, disabled people, immigrants, and the long-term unemployed69”.

The results obtained show that the highest percentage of people assisted in the OPEA 

Programme belong to groups defined as priorities by the PNAE, which coincide with the groups 

with the greatest labour integration difficulties: young people, women, long-term unemployed 

and people over 45. 

SU This is the case, for example, in the models developed in the Basque Country and Andalusia
69 PNAE 2004
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The number of actions carried out is sufficient, and job seekers have even been able to receive 

guidance on more than one occasion. The cover provided by the service is therefore 

guaranteed, as is the adaptation to the population defined as priority.

However, the OPEA programme contributes only partially to meeting the objectives of guideline 

1, as it is not enough to increase the access to these services; their effectiveness must also be 

improved. It is of little use to reach all of the unemployed population if the results do not show 

that these services are effective. The data obtained indicates that with respect to groups with 

the greatest labour integration difficulties this programme is not as efficient as might be 

expected, a fact that is demonstrated by the number of people that after participating in the 

action have not found work. Other models and/or methods for intervention should be therefore 

be examined, that not only guaranteeing access to the service, but also its effectiveness.

Together with the implementation of active measures, the importance of adopting preventive 

measures is also stressed in this guideline 70; early identification of the needs of the unemployed 

is a priority in any active employment policy, as is the need to begin the search for work when 

the unemployed person still has resources and without waiting for the situation to become 

chronic. As has been shown in this study, guidance is most effective when the person has been 

unemployed for less than 6 months.

Furthermore, participation in actions that improve employability is the most powerful preventive 

measure for the avoidance of long-term unemployment. The programmes analysed in this study 

reveal that guidance facilitates participation in training activities, and other employability 

measures, and contributes to the effectiveness of these measures, since it guarantees better 

adjustment of existing resources to needs. Even so, guidance contributes to the improvement of 

employability only when it is offered in appropriate conditions, and when it is accompanied by 

resources that promote the psychological processes that facilitate the change required, in other 

words when it is understood as a structural element of employment policy in a region and not as 

a “one-off” transitory measure.

The preventive aspect of different active policies must be guaranteed by the Public Employment 

Services. To do this, the following elements must be present: a) adequate identification of 

needs; and b) a services structure that enables assistance and referral of the unemployed 

population according to their needs and demands.

TM Guaranteeing that unemployed people under 25 participate in some employment activity before reaching 6 months of 
unemployment, and in the case of people over 25, before 1 year of unemployment.
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Guideline 2. Job creation and entrepreneurship

The OPEA programme has two instruments, one of which is individual (APE) and the other a 

group action (INMA). The aim of these is to inform, motivate and help people who want to be 

self-employed by providing a counselling service that guides through the process of starting 

their own business.

The main conclusion with respect to this Guideline is that OPEA actions only partially contribute 

to fostering entrepreneurship, and are not significantly facilitating the creation and development 

of new businesses.

The reasons for this are: a) the lack of an adequate participant selection process of 

participants71, b) a lack of awareness of the service among the unemployed, and of the 

providers of the service as specialists in self-employment c) the limited time period of the 

service is a factor that impedes the encouragement of specific interests and/or motivations in 

relation to entrepreneurship, d) they are not specialised services, and generally the staff 

involved are not specialists in this field, nor are the materials available adequate or sufficient.

Other types of structure exist, which would be perceived as more appropriate, had a more 

exhaustive comparison been carried out, where people with an business idea can not only 

obtain information, but can even be guided through the different procedures required to set up 

their business.

In this sense, we should be talking about the importance of, and the need for, referral to other 

specialised resources. It is ambitious to think that a service similar to that of a one-stop shop, or 

an EBIC, can be provided through the OPEA Programme etc., and more so when the limited 

duration of the service is something that works against this.

Even so entrepreneurship should not be identified only with business start-ups, a person shows 

an entrepreneurial attitude when he or she gets involved in the search for work, or when 

involved in the permanent development of his or her job, even when working for someone else. 

The OPEA programme can and should promote entrepreneurial attitudes from the perspective 

of a different understanding of entrepreneurship that is located in other areas. 

An entrepreneur is a person who sets a goal and carries out a range of activities to achieve it. 

This is the spirit that should inform the activity of OPEA users. It can be argued that this attitude 

is really encouraged through guidance and that, therefore, it is one of the aspects in which 

improvement in employability is reflected, but not entrepreneurship and business start-ups.

TN It can be said that there is not an adequate identification of needs.
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c) Guideline 6. Gender equality

Guideline 6 of the PNAE shows the importance and need for a greater presence of women in 

the job market. The OPEA Programme is contributing to the participation of women in activities 

that improve their employability.

One could say that the OPEA actions help to meet the objectives of Guideline 6, given that 

women are the group that benefits most from this programme and the group on whom it has 

most impact, especially in terms of employability.

However, as indicated in Guideline 1, it is not only a question of providing greater access but

also of guaranteeing the effectiveness of the different measures in favour of the unemployed.  

Isolated actions, as we have seen in the course of this study, although they may help to improve 

the job search process for people with greater labour integration difficulties, such as women, do 

not contribute definitively to improvements in success in staying in work; as for other groups, the 

development of authentic job-finding itineraries in which training, guidance and work placements 

have their place is more effective72

Together with this aspect it is important to highlight the importance, in addition to the activities 

for the improvement of employability, of support structures that facilitate success in finding and 

above all keeping a job.73. There is little point in professionally qualifying a group of women 

when there is no adequate reconciliation of their professional life with their family life.

As can be seen in this study, women are more receptive to participation in activities that 

improve their employability74 and this guidance is effective. However family responsibilities 

towards older or younger members are the main barriers that create difficulties in both finding 

and keeping jobs, and increasing employability. 

c) Guideline 7. Promote labour integration among disadvantaged groups and combat 

discrimination against them

This guideline also recommends increasing effectiveness and access to active employment 

measures for disadvantaged people. The results show how the groups with most labour 

integration difficulties are the main beneficiaries of this programme. Another question that is 

being analysed is whether or not these measures are adequate for the public who are intended 

to benefit from them.

72 Integral Employment Plans, implemented by the SERVEF in the Valencian Community, appear to be a good example 
of integrated action. They are characterised by a direct focus on the job search process and on specific groups. It would 
be useful to collect data in the medium term in order to carry out a comparative evaluation in terms of employability and 
success in staying in work.
73 This is the case of one of the employment programmes implemented in Wales, where either the mother or father can 
leave their children with educators while they carry out activities to improve their employability or look for work.
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The production system is the main source of employment, and therefore also at the same time 

the main source of exclusion. The vulnerability of certain groups makes it necessary to 

implement instruments and tools that will facilitate the transition to work. 

Social exclusion is a complex phenomenon that involves a range of factors that operate in 

different contexts. It is therefore necessary to adopt a transversal perspective in order to deal 

with social exclusion and other situations that involve risk.

“One-off” actions, in which the basis of the action is the transmission of instrumental knowledge, 

and where there is no point of contact between the different services, are not only inefficient, but 

also distanced from the real needs of the users.

In this sense the concept of the itinerary, understood as the path the individual has to follow in 

order to develop his or her autonomy, is especially important. Flexibility, adaptation, planning 

and coordination of services are the aspects that guide this process.

Together with the importance of promoting the success of the job search among disadvantaged 

people, this Guideline stresses the importance of young people not abandoning the education 

system prematurely. In this sense it is necessary to establish and/or create links between the 

academia and the world of work, with the aim of guaranteeing the preventive character of the 

service75 (Guideline 1). The data obtained in the study clearly shows the importance of 

professional qualifications in obtaining and keeping a job, and how the initiatives developed with 

this aim in mind have positive results76.

Insertion and employability

The OPEA measures, thanks to their specific characteristics, help to improve employability and 

facilitate the search for work among those groups that have fewer labour integration difficulties. 

This result is relevant insofar as these groups also need support in the context of employment, 

and more so if we bear in mind the PNAE guidelines and the important challenges that Spain 

faces since the Lisbon agreement. Employment guidance is revealed as useful and necessary, 

although the actions as designed require adjustments to increase their effectiveness in 

complying with the guidelines. The lack of information mechanisms and awareness of the 

resources available for the unemployed that has been identified in the study, demonstrates the 

74 Experts emphasise greater degrees of willingness to participate; when they know of the existence of these actions 
they request them, and this behaviour, with certain exceptions, is not present among men
TR These kinds of activities are carried out in the programme Andalucía Orienta.
76 For many years the Fundación Florida Department for Career Guidance and Employment has been holding different 
seminars about the world of work for Florida Secondary School pupils in the obligatory stage. The aim of these activities 
is to familiarise these young people with the real world of work and give them basic instruments that will later help them 
find work 
Together with this aim, the intention is to avoid students dropping out of the educational system prematurely. Year after 
year these kinds of activities have contributed to a greater knowledge of the job market, which results in fewer immature 
and unconsidered decisions to drop out.
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need for guidance mechanisms that will lessen this problem and make the existing investment 

in public employment support programmes worthwhile.

The results obtained reveal that groups with greater labour integration difficulties need 

programmes of longer duration, in which social, personal and labour aspects are dealt with, and 

also support structures that help users to overcome specific barriers. Even so, if we focus on the 

preventive nature of particular employment policies, it is worth mentioning the effect of the 

OPEA programme on mobilising the long-term unemployed. Although it is clear that the 

effectiveness of the measures is greater when the individual has been unemployed for less than 

6 months, it is also true that the OPEA programme has been in many cases the only effective 

stimulus to look for work that some unemployed people have received, especially those it is 

hard to reach in other ways since they are not identified as users of the available resources that 

derive from active policies 

The different analyses make it clear that Job-finding Itineraries are the most adequate 

instrument for improving employability, and more so when dealing with groups with special 

difficulties, as is the case of groups with top priority in the OPEA programme.

The OPEA measures carried out in the Valencian Community, with their limited duration and 

isolated nature, have not permitted the development of “Job-finding Itineraries” in which 

guidance is combined with other kinds of active policies. There are models where guidance is 

the gateway to other active employment policies and these permit the development and 

coordination of the different services.
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5.2. RECOMMENDATIONS

There follows a list of suggestions that could help to improve the effectiveness of this 

programme in relation to the object of study.

1. It is important to favour the preventive character and the effectiveness of the actions, the 

service should be permanent, and be provided less than 6 months after a person is registered 

as unemployed. 

2. The Public Employment Services must guarantee early detection of needs and rapid referral 

to the guidance services.

3. Willingness to participate should be encouraged and information improved. In this system 

classification interviews could be the ideal moment to inform about the guidance resource and 

refer the user. In a different design it could form part of the guidance process itself. Contact with 

training centres and counsellors is vital, it is important to ensure that young people are aware of 

the resources available.

4. Given the virtues of guidance models based on job-finding itineraries, it is important to 

incorporate aspects that allow for adaptation to the needs and demands of the users: flexibility 

in the referral to other services, resources made to measure, etc.

5. Unemployment is a reality that is influenced by a wide range of different factors. It is therefore 

important that interventions are holistic, with coordinated services that are the fruit of fully 

integrated policies (social, labour, economic, educational and health policies). Given the 

complexity in designing a set of policies, it is recommendable at least to establish measures for 

coordination between programmes that will guarantee the effectiveness of the resources.

6. The wide range of different cases and contexts that have a bearing on the concept of 

unemployment should be reflected. The different measures and activities implemented will 

depend on this to a large extent. Public Employment Services must adequately “catalogue” the 

unemployed people, with a view to guaranteeing appropriate access to, and distribution of, 

resources in accordance with the real needs of the population. There are people registered as 

jobseekers who are not yet prepared to start their job search. Specific measures should be 

taken to mobilise the different groups according to their characteristics. Long-term 

unemployment includes pockets of unemployed people who are difficult to activate, which 

require specific, isolated analysis.

7. Lifelong learning at work is one of the cross-sector demands mentioned in the different 

Guidelines of the 2004 PNAE. The advances and constant changes taking place in the job 

market oblige career guidance professionals to keep their knowledge up-to-date constantly. This 
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process usually involves self-study, given the lack of training in certain contents, and this means 

that it is necessary to invest in human capital through different measures and activities77.

8. It is important to promote the existence of a lifelong guidance service, and facilitate access to 

these kinds of resources for people who are working. This measure would help to strengthen 

the preventive effect, as well as promoting the notion that guidance is a process of support in 

the job search and personal development in which the user is actively involved, thus helping to 

dispel the assumptions and passive attitudes of applicants with regard to the Public 

Employment Services. 

9. Specific measures should be adopted that enable work and family life to be reconciled. 

10. Networked collaboration between counsellors should be promoted. It is important to 

guarantee permanent training, and efficient access to resources and facilitate access to 

services that specialise in the problems of particular groups. 

Guidance is a key channel that facilitates the search for work, and guarantees that the individual 

can acquire the tools needed to search for work autonomously. The current job market, in 

conjunction with the needs and requirements of the unemployed, makes it necessary to look for 

new modes of intervention to support the unemployed and guarantee their full participation in 

society.

“We must be capable of reinventing other forms of work, and generating other socially useful 

activities, other jobs in the sectors of innovation, culture, the environment, etc., that will enrich 

lives and territories, free women from their discriminated position, and permit the full integration 

of minorities and high risk groups”78 Equipo Promocions

TT In the programme Andalucía Orienta training activities are carried out when new needs arise.
TU E. Frago, D. Jover, V.M. López, F. Marquéz and G. Mora. Trabajar para vivir. Una propuesta innovadora de 
inserción sociolaboral. (1999) Madrid: Ediciones Miraguano (p. 15) 
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TECHNICAL SPECIFICATIONS FOR PROFESSIONAL GUIDANCE FOR 

EMPLOYMENT AND SELF-EMPLOYMENT ASSISTANCE ACTIONS.

1. ACTION: INDIVIDUAL GUIDANCE (TI)

Definition:

Personalised guidance is defined as the individualised process of professional guidance in 

which the expert and the user agree on the steps to follow in order to achieve appropriate 

development of the professional social and labour integration itinerary, by providing the most 

appropriate  means to build the capacity for autonomous job seeking.

Depending on the professional profile and requirements of the job seeker, the content of the 

action will deal with: active search for employment, development of personal aptitudes for 

employment and interview workshops. The individual sessions are more or less frequent 

depending on the participation of the user in other actions.

Objective:

To contribute to the development of the personal resources and competences that will allow  

users to identify options, choose among these, make decisions to plan actions, and assess their 

results autonomously.

Users:

Job-seekers who may be able to improve their job seeking opportunities by participating in a 

professional guidance process.

Approaches, tools and content:

Duration: 6 hours maximum, in individual 1-hour interviews, over a maximum period of 6 

months.

Timing:

The maximum time allowed is 6 hours in individual 1-hour interviews, with a minimum gap of 

three days from session to session, over a maximum period of 6 months. All the time is user 

support-oriented.
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2. ACTION: DEVELOPMENT OF PERSONAL APTITUDES FOR EMPLOYMENT (DAPO) 

Definition:

This action is aimed at strengthening the personal aptitudes that will facilitate the initiation and 

subsequent  maintenance of the job search process.

Overall objectives:

- To promote positive attitudes with respect to job seeking through the development of 

the users’ personal resources.

- To enable participants to assume responsibility for the development and adjustment of 

their personal job search.

Users:

Job seekers who have special difficulties in finding work due to obstacles they face and who 

have the following characteristics:

- They are discouraged with regard to the job search.

- They have little confidence in their possibilities of finding a job.

- They find decision-making complicated and encounter obstacles in the search for work.

- They feel that they are unable to take responsibility for their own Personal Employment 

and Training Project.

Approaches, tools and content:

The action will be group-based.

The groups will be made up of a number of participants between 8 and 12 (as a maximum).

In order to facilitate understanding of the action, three consecutive phases are defined:

∗∗∗∗ Team cohesion and activation phase

- Team cohesion, information provision and analysis of participants understandings 

and perspectives. This is carried out in two group sessions on consecutive days.

Duration of the participation in this phase: 6 hours.
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∗∗∗∗ Contrast and feedback phase

- This phase begins the following week, after the completion of the previous phase. It 

consists of three team sessions, one per week.

This phase includes work on activities that the participants carry out in their own 

contexts.

Duration of participation in this phase: 9 hours

∗∗∗∗ Autonomy support phase

- Assessment, adjustment and promotion of new alternatives. It consists of a 3-hour 

team session. It begins one week after the last session of the previous phase with a 

gap of a week in between.

Duration of participation in this phase:  3 hours.

The time has been estimated for a group made up of 10 participants.

Total duration for DAPO: 18 hours (3 Phases). All the time is user service-oriented
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3. ACTION: JOB-SEEKERS GROUP (BAE-G)

Definition:

This phase involves a job seekers group, the setting-up of a work team where the job seekers 

commit themselves voluntarily to carry out an active, organised and planned search, helped by 

the expert.

Objectives:

To encourage the job seeker to find the tools and acquire the necessary skills that will enable 

them to carry out a job search in an active, organised and planned way.

Users:

Job seekers who, while personally willing and professionally able to take up a job, need to 

acquire particular techniques and/or skills that will allow them to complete their search for work.

Approaches, tools and content:

The search team is structured in 6 sessions of 4 hours each, including a 30-minute break. The 

number of participants is between 8 and 12.

Timing is as follows: sessions take place consecutively, with 3 days in between so that job 

seekers can do the assignments set in each of the sessions.

Below are the modules to be included in the action:

MODULE I:  GET YOUR BEARINGS

MODULE II: HOW AND WHERE TO FIND A JOB

MODULE III: THE RECRUITMENT CYCLE

MODULE IV: LABOUR AND SELF-EMPLOYMENT INFORMATION

Timing:

Job seekers group: 24 hours

Time allowed for user attention: 24 hours (6 sessions of 4 hours each).
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4. ACTION: INTERVIEW WORKSHOP (TE)

Definition:

The interview workshop is a specific action which forms part of the Job-finding Techniques and 

Skills. It arises out of the need to improve and complete the training for job interviews that users 

of OPEA actions receive.

Given the way the labour market functions, the work interview has become the critical task for a 

successful job search. There is no doubt that the interview is the recruitment tool most 

frequently used and the most influential in the decision whether to employ someone or not. This 

is why, for employers, the performance of the candidate in the interview is the most important 

aspect.

The Interview Workshop (TE hereinafter) is based on group training in the necessary skills and 

behaviours needed to face the recruitment interview with greater chances of success, but goes 

beyond straightforward information and mere recommendations on how to succeed at 

interviews: focusing on practicing behavioural aspects. This is why the action is a “workshop”, 

because it has a marked practical nature.

Objectives:

TE aims at improving the job seekers’ basic theoretical and practical knowledge, and personal 

resources (behaviours and skills) so that they can face the job interview with greater chances of 

success, or in other words, teach them the behavioural skills they need to make a positive 

impression on the interviewer.

Users:

They can be either first time job seekers taking their first steps in the active search, and totally 

inexperienced in the recruitment cycle, or long-term unemployed people with a history of 

negative experiences in interviews, which has caused feelings of insecurity, uncontrolled 

anxiety and, in short, a lack of competence in similar situations.

In general, a user can be any job seeker who wants to increase their potential for success in 

recruitment processes, through improved knowledge of the techniques, strategies and 

resources that can be put into practice in real situations.
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Approaches, tools and content:

The TE consists of 8 group sessions of 3 hours each. It is advisable to arrange sessions over 2 

weeks, so that the workshop is divided in two phases of 2 to 4 sessions per week each.

No. of participants. TE is conceived ideally for 15 people, which allows for a reduced group (10-

15) in which a climate of dialogue and participation can be developed, as well as ensuring all 

members have the opportunity to practice behaviours and get feedback.

Content of the TE:

- Type and definition of the interview.

- Preparation of the interview.

- Basic behaviours or skills during the interview.

- The objectives of the interview.

- Ways to approach the interview. 

Methodology: active and participatory. An explanatory method combined with practical 

activities is used. The expert favours the acquisition of behaviours through the use of exercises 

and interview simulations, followed by feed-back.

Timing:

- Interview workshop: 24 hours (8 sessions of 3 hours each)

- All the time is user support-oriented.
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 5. ACTION: INFORMATION AND ENCOURAGEMENT FOR SELF-EMPLOYMENT (INMA)

Definition:

This is a collective action aimed at promoting interest in business initiatives among the

unemployed, as well as providing them with the necessary information to develop a business 

project

Overall objectives:

- To acquire information about self-employment as a way of entering the labour market.

- To learn about all the aspects that converge in the preparation of a Business Plan, as 

well as the aids and grants available for setting up a company.

Users:

Job seekers with difficulties finding work for an employer, who are interested or personally 

inclined towards self-employment, but who lack motivation and/or the necessary information to 

implement a business activity.

General methodology:

The action is developed in collective sessions involving around 15 people (the session will not 

take place with less than 10 people); guided by a specialist who encourages the participation of 

those present.

The total duration of the session is three hours, distributed according to the content of the 

different topics to be addressed. 

Content:

The session will deal with the following content: self-employment, the entrepreneur and the 

business idea, the preparation of the Business Plan, legal forms, aid, grants and setting-up 

procedures and the launch of the business.
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6. ACTION: COUNSELLING ON BUSINESS PROJECTS (APE)

Definition:

An action aimed at providing entrepreneurs who have a specific business idea with individual 

guidance in relation to the preparation of the business plan and its launch.

Overall objectives:

- To guide the entrepreneur in the preparation of the business plan, supporting and giving 

advice on especially complicated aspects..

- To analyse the viability of the project once it has been defined and prepared.

- To plan and support the set-up of the company.

Users:

Job seekers who have defined, but not implemented, a new business project and who require 

guidance and advice to put it into practice satisfactorily.

General methodology:

The action will be implemented through guidance sessions with the promoters of the future 

company who will arrange individual support sessions by appointment with the technical staff

The total duration of the counselling, with the presence of the entrepreneur, is five and a half 

hours, distributed in several phases or interviews that will allow for specific guidance focused on 

the different stages of the business project. 

Phases:

- The initial interview should focus on the promoter and their business idea, as well as the 

degree of maturity of their project, in order to assess the level of guidance required. The 

duration should not exceed half an hour.

- In successive phases the drafting of the business plan will progress according to the 

different thematic areas or content shown below.

- Moreover, the technical staff will have time for the technical preparation and the 

feasibility analysis of the business plan, which will be carried out without the presence of 

the entrepreneur. 
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Content:

- Market analysis and marketing plan.

- Production, infrastructures and human resources plan.

- Economic-financial plan, feasibility analysis and aids and grants.

- Selection of the type of company, start-up procedures, safety at work and global 

assessment of the project.
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APPENDIX 2

OPEA USER INTERVIEW 
(EQUEST)
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Welcome to Equest, the on-line survey system

Start of form
Available surveys:

OPEA

Hacer encuesta
Respond 

End of form 
Start of form

Surveys conducted by :opea500:

End of form
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OPEA USER GENERAL DATA (EES)
This survey measures labour integration and employability of OPEA users

Start of form

Question: 1Sex

Male Female

Question: 2Province

Valencia Alicante Castellón

Question: 3Age

From 16 to 30 years From 31 to 45 years From 46 to 55 years Over 55 years

Question: 4Education

No qualifications

Basic School Certificate 

School Leavers Certificate 

Post Compulsory Secondary Education 

Vocational Education

University Education

Question: 5 Current Situation 

working studying unemployed studying and working

End of form

Depending on the option chosen by the respondent, one of the four following screens will 
appear..

• Working
• Studying
• Unemployed
• Studying and working
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OPEA USERS CURRENTLY WORKING (EES)

Question: 1HOW LONG HAVE YOU BEEN WORKING FOR YOUR CURRENT EMPLOYER?

Less than 6 months Between 6 months and 1 year More than 1 year

Question: 2WHAT TYPE OF CONTRACT DO YOU HAVE?

Temporary Permanent Self-employed

Question: 3 IN TOTAL, HOW LONG HAVE YOU BEEN EMPLOYED ON A CONTRACTUAL BASIS 
(WHOLE PROFESSIONAL LIFE)?

Less than 6 months

Between 6 months and 2 years

From 2 to 5 years

From 5 to 15 years

More than 15 years

Question: 4HOW LONG DID IT TAKE YOU TO FIND A JOB AFTER COMPLETING THE OPEA 
ACTION?

Less than 6 months More than 6 months I was already working

Question: 5HAD YOU ALREADY WORKED UNDER CONTRACT PRIOR TO PARTICIPATING IN 
OPEA?

Yes No

Question: 6HAVE YOU DONE ANY TRAINING SINCE YOUR PARTICIPATION IN OPEA?

Yes, to refresh my knowledge

Yes, to extend my knowledge 

Yes, to do something in my spare time 

Yes, to improve my CV

Yes, for other reasons

No, I am too old

No, for family reasons 

No, I knew the courses they do

No, I was working

No, work comes first

No, I don’t have the time

No, for other reasons
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State your other reasons

End of form
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OPEA USERS CURRENTLY STUDYING (EES)
Question: 1WHY ARE YOU STUDYING?

To refresh my knowledge 

To extend my knowledge

To do something in my spare time

To improve my CV

Other reasons

Question: 2HAVE YOU EVER WORKED UNDER CONTRACT?

Never

Yes, less than 6 months

Yes, between 6 months and 2 years

Yes, between 2 and 5 years

Yes, between 5 and 15 years

Yes, more than 15 years

Question: 3HAVE YOU WORKED SINCE PARTICIPATING IN OPEA?

Yes, less than 6 months Yes, more than 6 months No

End of form
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UNEMPLOYED OPEA USERS (EES)
Question: 1HOW LONG HAVE YOU BEEN UNEMPLOYED?

Less than 6 months

Between 6 months and 2 years

Between 2 and 5 years

Between 5 and 15 years

More than 15 years
Question: 2HAVE YOU GOT ANY WORK EXPERIENCE?

No

Yes, less than 6 months

Yes, between 6 months and 2 years

Yes, between 2 and 5 years

Yes, between 5 and 15 years

Yes, more than 15 years
Question: 3HAVE YOU WORKED SINCE PARTICIPATING IN OPEA?

No Yes, less than 6 months Yes, more than 6 months
Question: 6HAVE YOU DONE ANY TRAINING SINCE YOUR PARTICIPATION IN OPEA?

Yes, to refresh my knowledge

Yes, to extend my knowledge 

Yes, to do something in my spare time 

Yes, to improve my CV

Yes, for other reasons

No, I am too old

No, for family reasons 

No, I knew the courses they do

No, I was working

No, work comes first

No, I don't have the time

No, for other reasons

State your other reasons
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OPEA USERS CURRENTLY STUDYING AND 
WORKING(EES)

Start of form

Question: 1HOW LONG HAVE YOU BEEN WORKING FOR YOUR CURRENT EMPLOYER?

Less than 6 months Between 6 months and 1 year Less than 1 year

Question: 2WHAT TYPE OF CONTRACT DO YOU HAVE?

Temporary Indefinite Self-employed

Question: 3IN TOTAL, HOW LONG HAVE YOU BEEN EMPLOYED UNDER CONTRACT?

Less than 6 months

Between 6 months and 2 years

Between 2 and 5 years

Between 5 and 15 years

More than 15 years

Question: 4HOW LONG DID IT TAKE YOU TO FIND A JOB AFTER COMPLETING THE OPEA MEASURE?

Less than 6 months More than 6 months I was already working

Question: 5HAD YOU ALREADY WORKED PRIOR TO PARTICIPATING IN OPEA?

Yes No

Question: 6WHY ARE YOU STUDYING?

To refresh my knowledge

To extend my knowledge

To do something in my spare time

To improve my CV

Other reasons



NV

After answering the questions about their current situation, users are asked about the reason 
for participation and the action type completed.

The corresponding survey will be administered depending on whether the user completed an 
employment action (TI, BAE-G or BAE-T) or a self-employment one (INMA or APE).

OPEA USERS ACTION DATA (EES)

Start of form

Question: 1WHAT WAS YOUR MAIN REASON FOR PARTICIPATING IN OPEA?

I applied to participate myself

I was called by SERVEF

I was referred from another programme/activity 

I don’t remember

Other reasons

Question: 2WAS THE ACTION YOU COMPLETED INDIVIDUAL, GROUP-BASED, OR SELF-EMPLOYMENT 
ORIENTED?

Individual Group-based Self-employment 

End of form
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EMPLOYMENT ACTIONS

Start of form
Question: 3DO YOU THINK THE NUMBER OF SESSIONS WAS ADEQUATE?

Yes No I don’t know/No answer

Question: 4DID THE INFORMATION YOU RECEIVED MEET YOUR NEEDS?

Yes No I don’t know/No answer

Question: 5DID THE ACTION HELP YOU FIND A JOB?

Yes No I don’t know/No answer

Question: 6DO YOU THINK THAT THE ACTIVITY IMPROVED YOUR JOB PROSPECTS?

Yes No I don’t know/No answer

Question: 7NOW THAT THE ACTION IS COMPLETED, DO YOU THINK THAT TRAINING IS BENEFICIAL 
AND IMPROVES YOUR JOB PROSPECTS?

Yes No I don’t know/No answer

Question: 8DURING THE GUIDANCE PROCESS, DID YOU IDENTIFY THE MOST INTERESTING 
COURSES FOR YOU?

Yes No I don’t know/No answer

Question: 9DID THE ACTION INCREASE YOUR MOTIVATION TO LOOK FOR WORK?

Yes No I don’t know/No answer

Question: 10HAVE YOU HAD A CHANCE TO PUT WHAT YOU LEARNT INTO PRACTICE?

Yes No I don’t know/No answer

Question: 11HOW WOULD YOU RATE THE ACTION ON A SCALE OF 1 TO 10?

1 2 3 4 5 6 7 8 9 10

Question: 12COMMENTS
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OPEA USERS, Self-employment ACTION (EES)

Start of form

Question: 1 DID YOU WANT TO START YOUR OWN BUSINESS?

Yes No I don’t know/No answer

Question: 2 WERE YOU GIVEN THE INFORMATION THAT YOU NEEDED?

Yes No I don’t know/No answer

Question: 3DID IT HELP YOU START YOUR OWN BUSINESS?

Yes No I don’t know/No answer

Question: 4DID YOU START A BUSINESS?

Yes No I don’t know/No answer

Question: 5HAVE YOU HAD A CHANCE TO PUT WHAT YOU LEARNT INTO PRACTICE?

Yes No I don’t know/No answer

Question: 6HOW WOULD YOU RATE THE ACTION ON A SCALE OF 1 TO 10?

1 2 3 4 5 6 7 8 9 10

End of form
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APPENDIX 3

GUIDANCE EXPERTS 
SURVEY
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Project: EES (EUROPEAN EMPLOYMENT STRATEGY)

INTERVIEW WITH CAREER COUNSELLORS

DATE:
INTERVIEWEE:
ORGANISATION:
TELEPHONE:

1. What is your experience in the career guidance field and in OPEA actions in 
particular? Short description of CV

2. What is the experience of the Organisation you represent in OPEA and/or Career 
Guidance actions?

3. In OPEA actions, do you work with a specific unemployed group?

4. Is there a specific group whose needs remain unmet after completing the OPEA 
actions? Why?

5. Do you think job seekers are aware of the career guidance service? Why?

6. On a scale of 1 to 5, 1 being the minimum score and 5 the maximum, what is the 
users’ opinion, in your view, with respect to: Justification

• Usefulness of the action
• Satisfaction with the action

7. Please express your opinion on the following:

a. A fixed period must elapse between tutorials and/or groups.

b. A person must attend a certain maximum or minimum number of tutorials, 
depending on the Organisation's objectives.

c. Group actions (BAE-TE, BAE-GB, DAPO and INMA)

d. Individual actions (Tutorials and APE)

e)  The limited duration of the service

8. What are the strengths of OPEA actions?

8.1. Are there any aspects to be improved?

9. Understanding employability as the acquisition and/or improvement of a number 
of skills, abilities, and attitudes for employment and training, do you think that 
the following aspects improve in the participants after completing an OPEA 
action?
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a) Job search abilities (obtaining information, satisfactory job interviews, etc.)

b) Attitude and motivation in the job search (Attitude: willingness or reluctance to… 
e.g. I’m not looking for a job because I’ll get paid very little; Motivation: cause or reason 
that prompts somebody to do something… e.g. I want to work to get some professional 
experience)

c) Attitude and motivation regarding training

10. Among other objectives, employability improvement aims to promote/favour 
labour integration; do you think the participants have better prospects after 
participating in the action?

Suggestions/Contributions
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APPENDIX 4

DELPHI GROUP
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DESIGN OF A LABOUR GUIDANCE METHODOLOGY

Women,  young people and people over 45 are those who find it more difficult to enter 

the labour market and,  within these groups, the long-term unemployed find it most 

difficult.

Based on your professional experience in guidance, answer the following questions individually 

in order to allow us to establish a methodology that, as far as possible, contributes to the 

securing of the provisions laid down by the Spanish National Action Plan for Employment 2004 

(PNAE), in relation to guidelines 1, 2, 6 and 7.

1. Identify the social and labour characteristics that define the following groups 

a) Women

b) Young people 

c) People over 45

2. Identify the social and labour needs of each of the groups

a) Women

b) Young people

c) People over 45

3. Identify the OPEA programme instruments that contribute to meeting the needs 

identified in the above groups

4. Identify the kind of measures that need to be taken in order to meet such needs

5. On the basis of the information obtained, design a work methodology targeted at the 

unemployed population in general, and to these unemployed groups in particular
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GUIDELINES 1, 2, 6 AND 7 OF THE PNAE

GUIDELINE 1. ACTIVE AND PREVENTIVE MEASURES IN FAVOUR OF THE 

UNEMPLOYED AND THE INACTIVE. Member States shall develop and apply active and 

preventive measures in favour of unemployed and inactive people designed to prevent long-

term unemployment and promote the sustainable labour integration of the unemployed and the 

inactive people.

GUIDELINE 2. CREATION OF NEW JOBS AND BUILDING THE ENTREPRENEUR SPIRIT. 

Member States shall promote the creation of more and better jobs encouraging the 

entrepreneur spirit and investment capacity in a favourable business environment. Special 

attention will be given to the job creation potential of new companies, the service sector and the 

research and development sector.

GUIDELINE 6. EQUALITY AMONG MEN AND WOMEN. Member States shall promote the 

participation of women in the labour market and shall reach by 2010 a substantial reduction of 

the differences between men and women as far as the employment and unemployment rates 

and remuneration are concerned, through a comprehensive approach that combines the 

inclusion of the equality dimension with specific measures. The role of social mediators is vital in 

this regard.

GUIDELINE 7. TO PROMOTE THE INTEGRATION OF PEOPLE AT A DISADVANTAGE IN 
THE LABOUR MARKET AND FIGHT AGAINST THE DISCRIMINATION THEY ARE 

SUBJECT TO. Member States shall promote the integration of the people who face specific 

difficulties in the labour market –such as early school-leavers, low qualified workers, people with 

disabilities, immigrants, and members of ethnic minorities- by developing their employability, 

increasing their employment opportunities and avoiding all kinds of discrimination.
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1. WOMEN

SOCIO-LABOUR 
CHARACTERISTICS

SOCIO-LABOUR NEEDS ARE THEIR NEEDS MET FROM 
THE OPEA ROGRAMME? HOW?

MEASURES TO BE TAKEN TO 
MEET THEIR NEEDS

Specific training The service offers: information, 

counselling and referral to formal or non-

formal training resources.

Given the temporary nature of the 

service, there is no follow-up and 

supervision of the training process, so 

the service should be permanent in time, 

so that individuals can complete their 

labour integration itinerary.

a) Little or no training that qualifies them 

to hold a position. 

b) Little or no working experience. In 

most cases they have been absent from 

the labour market for long periods 

(unemployed women).

c) Little availability and flexibility due in 

most cases, of family responsibilities. 

d) Symptoms of low self-esteem and 

discouragement 

e) Positive attitude towards any activity 

that may improve their employability

Training for the job search To some extent, the resources the OPEA 

programme has should be enough to 

meet the demands and needs with 

regard to the job search. This will depend 

on factors such as time, profile and 

degree of motivation, among others.

The flexibility of the resources must be a 

reality.

Design of the resources depending on 

the group’s characteristics.



OV

Awareness of gender equality / 

change of mentality regarding the 

family structure

This need is not met by the OPEA 

programme. 

Nevertheless, the expert can work on 

these issues individually or in groups if a 

need is detected. 

Workshop on Equal Opportunities for 

Employment

Acquire training in equal opportunities 

(experts)

Real work  and family life 

reconciliation measures

This is a kind of measure that can not be 

met by the OPEA programme 

Motivation Depending on the group, this need can 

be met or not. 

The motivation task falls mainly on the 

expert. The group is also a motivating 

and enriching space. 

Motivation workshops

Self-esteem Self-esteem is developed a) implicitly 

amd transversally and b) through the 

DAPO action.   

Lack of time is one of the main problems 

when working on self-esteem. 

Self-esteem workshops
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2. YOUNG PEOPLE1

SOCIO-LABOUR 
CHARACTERISTICS

SOCIO-LABOUR NEEDS ARE THEIR NEEDS MET FROM 
THE OPEA PROGRAMME? HOW?

MEASURES TO BE TAKEN TO 
MEET THE NEEDS

Specific training The service offers: information, 

counselling and referral to formal or non-

formal training resources.

Given the temporary nature of the 

service, there is no follow-up and 

supervision of the training process, so 

the service should be permanent in time, 

so that the person can complete their 

labour integration itinerary.

It is necessary to establish a network with 

Entities, Associations, etc. who carry out 

training activities, as well as to create 

links with Formal Training centres in 

order to set in motion measures of a 

preventive nature in education centres 

(secondary) and facilitate reintegration 

into the formal education system 

a) Little or no training that qualifies 
them to hold a position.

b) Little or no work experience.

c) They do not know the channels 
and instruments for the job search.

d) Their aim in the short term is to 
find a job (immediacy of labour 
integration).

e) They do not ascribe importance to 
training or guidance.

Contact with the reality of work This need is not met by the OPEA 

Programme.

To facilitate the first work experiences 

through training contracts, grants, etc. 

N When defining the characteristics of the group of young people a distinction was made between young people with or without university degrees. Given the objective of the work session and the 
time factor, the work was centred on the group of young people without degrees. 
The socio-labour characteristics that define the group of young people with degrees are: they view training very positively, they know some of the channels and instruments for the job search, they 
show higher motivation and have little or no work experience.
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Knowledge of the labour market Whether at individual or group level 

service users are offered information 

about the current labour market. 

Nevertheless, given the group we work 

with, it is advisable to design other types 

of resources that bring the user as close 

as possible to the realities of the labour 

market. 

Labour market workshop. 

In these workshops employers and/or 

users of the service would participate in 

order to offer their perspective regarding 

the labour market. 

Definition of work interests After the diagnosis of employability, the 

definition of the professional objective is 

the starting point and reference of the 

itinerary. 

Training for the job search To some extent, the resources the OPEA 

programme has should be enough to 

meet demands and needs with regard to 

the job search. This will depend on 

factors such as time, profile and the 

degree of motivation, among others. 

To design resources depending on the 

characteristics of the group. 

The flexibility of the resources must be a 

reality.

Social skills Throughout guidance and/or group 

sessions certain skills are worked on. 

However, there is not a resource as 

such, targeted at a specific group, where 

skills are exercised. 

Social skills workshop
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Motivation This will depend on the characteristics of 

the person or group you work with. 

Motivation workshop
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GROUP OF PEOPLE OVER 45

SOCIO-LABOUR 
CHARACTERISTICS

SOCIO-LABOUR NEEDS ARE THEIR NEEDS MET FROM 
THE OPEA PROGRAMME? HOW?

MEASURES TO BE TAKEN TO 
MEET THEIR NEEDS

Professional retraining The service offers: information, 

counselling and referral to formal or non-

forma training resources.

Permanent service in time

Work on line with entities, associations, 

etc., who develop training activities.

ICTs This need is not met by the OPEA 

programme.

New technologies-introduction 

workshops

Job search workshop through Internet

Reorientation of the professional 

career. New employment niches
Need met in the OPEA Programme

a) Basic training

b) Have worked all their life in the 

same company

c) They do not know the channels 

and tools to look for a job

d) They do not give importance to 

training and guidance

e) Lack of motivation and low self-

esteem

f) Frustration, sense of obscurity and 

abandonment in the labour market

g) Long unemployment periods

Training for the job search To some extent, the resources available 

at OPEA programme should be enough 

to meet the demands and needs in 

relation to the job search. This will 

depend on factors such time, profile and 

degree of motivation, among others.

Design resources depending on the 

characteristics of the group. 

The flexibility of the resources must be a 

reality.
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Labour market Whether at individual or group level 

service users are offered information 

about the labour market. 

However, it would be advisable to adopt 

other kinds of measures

Labour market workshop. 

In these workshops business people 

and/or users of the service would 

participate with the aim of offering their 

views with regard to the labour market.

 Presentation of offers. 

Labour law The OPEA programme does not have 

this resource, although this information is 

provided by the experts if it is requested 

by the user of the service. 

Labour information workshop

Self-employment The resources the OPEA Programme 

has are not enough to motivate and 

transmit the spirit of entrepreneurship.

Specialized resources

To combine information and processing

Refer to other specialized resources

Motivation Given the group, and the duration of the 

OPEA Programme, the resources 

available for the Actions are limited

Motivation workshop
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Self-esteem Self-esteem is developed a) transversally 

and implicitly and b)  through the DAPO 

action.   

Lack of time is one of the main problems 

related to to work on self-esteem. 

Self-esteem workshop
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METHODOLOGICAL PROPOSALS

The outcomes signalled that, for a variety of reasons, the current guidance model of the OPEA 

Programme contributes only partially to improvements in employability and increased labour 

integration of specific groups. For this reason, the technical team of this project assessed the 

possibility of using this working space, (which was reserved for the Delphi process with the aim 

of making the most of the knowledge and synergies that could emerge in this context) for the 

design of a guidance model, targeted at the general population, which would include, as far as 

possible, Guidelines 1, 2, 6 and 7 of the PNAE 2004.

Previous work, carried out by the two expert groups, became the starting point for the 

preparation of this methodology. 

In the diagram there are five aspects to be borne in mind: access and dissemination of the 

service, the characteristics of the service, the target groups, the itinerary and the principles that 

inform the model. Below is a description of each of these aspects, with the aim of clarifying the 

working methodology and giving answers to some emerging questions.

a) Access, and dissemination of the service

The dissemination of any activity is a way of ensuring awareness of and hence access to the 

resources it provides. If this dissemination is not carried out in an appropriate way the majority 

of the population will not access the service.. 

To some extent this is what happens in the OPEA programme. There is only a partial 

awareness of the service among job seekers, and there is therefore no real demand for it. This 

demand is limited to those people who participated in the programme previously and people 

who have heard about the service through their network of family and/or friends. One of the 

basic principles of any activity is that it should be voluntary, and the success or failure of an 

activity will depend to a great extent on this factor.

If there is no awareness of the service, then there is no demand, and if users have to be obliged 

to use the service, success rates are relatively low2. In view of this situation, the Public 

Employment Services should promote information and awareness campaigns about the 

different programmes and areas of action. The ultimate aim should be that the work of the 

counsellors and the Guidance Service as a whole should be seen as “normal”; part of a system 

in which people visit their local guidance centre when they need the services, in the same way 

as they go to the doctor when they are sick. 

The gateway to active employment actions is through the Public Employment Services; it is 

therefore their responsibility to inform citizens. Together with this task, the Public Employment 

O In this sense, the expert has a fundamental role in motivating and attracting the person.
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Services must ensure the preventive nature of the programmes, by designing appropriate up-to-

date referral strategies. 

Together with referral, the organisations themselves are a means of attracting new users. For 

example the occupational interviews carried out at  SERVEF Associated Centres, can be used 

to identify needs and refer users to different resources depending on each need.  

The third mode of access is voluntary access. In this way, any unemployed person can apply to 

participate in the action.  

b) Characteristics of the service

A series of characteristics that define the guidance service have been defined. These are as 

follows: 

• It is a free service, from which any unemployed person can benefit .

• It is voluntary. In accordance with the ideas mentioned previously the voluntary nature 

of the service must be one of the maxims of this work methodology. In order to produce 

changes, the person must be willing to make them. We must not forget that an Itinerary 

is a learning process, and therefore a process of change.

• It must be individualized. In order to understand the world and the relationships in it, 

human beings tend to label things. Among these labels we talk about the existence of 

different groups, taking for granted that members of these groups are identical. In 

guidance there are no recipes, the same steps, applied to different individuals who 

belong to the same group produce completely different results. For this reason, 

guidance has to be based on the personal characteristics of the individual, in order to  

guide the person depending on their demands, and refer him of her to those resources 

(individual instruments, group instruments, training  etc) that best meet their needs.  

• It must be flexible. Responding to individual needs requires flexibility in terms of 

approaches and methodologies. The same point can be reached from different places. 

• There should be strong commitment. The agreements or commitments between the 

parties are a way of ensuring an agreement is fulfilled. Failure to comply with them 

raises it will raise awareness of this. Agreements also give the relationship more 

“seriousness” 

• Actions must be preventive. This is a measure which will have to be borne in mind by 

the Public Employment Services when referring the unemployed to the resources. Only 

through appropriate management of the resources will the needs be met appropriately.  

c) Target groups: The service is aimed at all the unemployed (registered or not as job seekers) 
and the inactive, with special emphasis on the priority groups of the PNAE.
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d) Itinerary: The itinerary starts with the employability diagnosis. After an analysis of the needs 

and potential of the subject the steps to follow are set out with the aim of improving 

employability and labour market integration under equal conditions. The kind of resources, as 

well as the duration of the itinerary will depend on the characteristics of the person. 

The itinerary must be understood as a tool that is in constant evolution, and in which  

individualized Guidance is the central element of the process. A series of resources have been 

specified, based on the needs identified among young people, women and people over 45. It is 

advisable to specify that this collection of resources is of an orientative nature. The important 

thing is to adopt the concept of tailor-made guidance and refer individuals depending on their 

needs.

According to the experts who participated in the Delphi process, the OPEA programme a) “is an 

action of a specific nature, and therefore does not include the concept of Itinerary” and b) 

seems to be designed to meet the needs of a group of people with very specific demands, for 

whom a simple one-off performance is enough; while for other groups, such as that of people 

with greater difficulties in labour integration it is insufficient”.

e) The principles that inform the model

The principles that should inform the guidance model are: 

• It should be a permanent service. To guarantee appropriate progress in the Itinerary 

the service should not be temporary.

• Resources should be coordinated. Coordination and referral to other resources must 

be a reality. 

• Itineraries should be individualised. Itineraries should be adapted to the users’ 

needs.

• Entrepreneurship should be promoted. This should be understood as an attitude and 

an advanced  process in the Itinerary.

• Professionals should be highly trained. Guidance professionals should be provided 

with up-to-date relevant information in order to do their job better.



PV

BEGINNING OF 
THE ITINERARY

ACCESS TO THE RESOURCE:

A) Referral by the SERVEF
B) Recruitment through the 

organisation
C) Voluntary access

CHARACTERISTICS OF THE SERVICE:

A) Free
B) Voluntary
C) Individualized
D) Flexible
E) Strong commitment
F) Preventive 

TARGET GROUPS: 

The whole unemployed population in 
general, with emphasis of priority groups 
of the PNAE.

ITINERARY: the group of actions that the person carries out to improve their process of labour market integration
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2004 Data

Job seekers in the various OPEA actions by gender and age 

Alicante Castellón Valencia

[16..25] [26..45] [46..65] [16..25] [26..45] [46..65] [16..25] [26..45] [46..65]

Male 563 1.025 1.261 225 268 337 1.056 1.581 1.906

Female 848 1.569 1.294 370 497 297 1.466 2.909 2.156

1.411 2.594 2.555 595 765 634 2.522 4.490 4.062

6.560 1.994 11.074 19.628
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2004 Data

OPEA Participants by gender and age 

Tutorials 

Alicante Castellón Valencia

[16..25] [26..45] [46..65] [16..25] [26..45] [46..65] [16..25] [26..45] [46..65]

Male 398 741 980 154 208 323 646 1.143 1.427

Female 656 1.206 961 267 337 260 906 1.986 1.357

4.942 1.549 7.465 13.956
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Self-employment

Alicante Castellón Valencia

[16..25] [26..45] [46..65] [16..25] [26..45] [46..65] [16..25] [26..45] [46..65]

Male 137 269 284 0 3 1 30 81 62

Female 142 290 273 0 1 0 45 146 87

1.395 5 451 1.851

Other actions

Alicante Castellón Valencia

[16..25] [26..45] [46..65] [16..25] [26..45] [46..65] [16..25] [26..45] [46..65]

Male 101 155 152 79 66 28 455 456 500

Female 182 321 285 115 175 62 601 908 874

1.196 525 3.794 5.515

Total Alicante 7.533 Total Castellón 2.079 Total Valencia 11.710
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2004 Data

OPEA Participants by gender and service

Alicante

Male Female

INDIVIDUAL TUTORIAL 2.119 2.823 4.942 Tutorials 4.942

PERSONAL CHARACTERISTICS 49 109 158 Self-employment 1.395

ACTIVE JOB SEARCH. GROUPS 114 253 367 Other 1.196

INTERVIEW WORKSHOP 81 194 275 7.533

INFORMATION, MOTIVATION 625 640 1.265

GUIDANCE 65 65 130

ITINERARY MONITORING 164 232 396

3.217 4.316 7.533
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Castellón

Male Female

INDIVIDUAL TUTORIAL 685 864 1.549 Tutorials 1.549

PERSONAL CHARACTERISTICS 0 0 0 Self-employment 5

ACTIVE JOB SEARCH. GROUPS 0 0 0 Other 525

INTERVIEW WORKSHOP 2 8 10 2.079

INFORMATION, MOTIVATION 0 0 0

GUIDANCE 4 1 5

ITINERARY MONITORING 171 344 515

862 1.217 2.079

Valencia

Male Female

INDIVIDUAL TUTORIAL 3.216 4.249 7.465 Tutorials 7.465

TÉCNICAS INSTRUMENTALES 152 205 357 Self-employment 451

PERSONAL CHARACTERISTICS 31 12 43 Other 3.794

ACTIVE JOB SEARCH. GROUPS 40 46 86 11.710

INTERVIEW WORKSHOP 14 66 80

IPROFESSIONAL INFORMATION 59 72 131

INFORMATION, MOTIVATION 146 235 381

GUIDANCE 27 43 70

ITINERARY MONITORING 1.115 1.982 3.097

4.800 6.910 11.710
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2004 Data
Alicante

Found work
Referred to 

training action
Referred to 
ETCOTE

Referred to other 
non-training 

actions
Other situations

Male Female Male Female Male Female Male Female Male Female

136 179 132 247 7 7 538 906 2.404 2.977 7.533

Castellón

Found work
Referred to 

training action
Referred to 
ETCOTE

Referred to other 
non-training 

actions
Other situations

Male Female Male Female Male Female Male Female Male Female

52 106 33 68 6 3 99 154 672 886 2.079
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Valencia

Found work
Referred to 

training action
Referred to 
ETCOTE

Referred to other 
non-training 

actions
Other situations

Male Female Male Female Male Female Male Female Male Female

315 399 158 334 39 25 700 1.407 3.588 4.745 11.710
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2005 Data

Job seekers in the various OPEA actions by gender and age 

Alicante Castellón Valencia

[16..25] [26..45] [46..65] [16..25] [26..45] [46..65] [16..25] [26..45] [46..65]

Male 1.775 3.146 3.356 750 1.137 816 3.053 5.232 4.113

Female 2.535 5.640 4.054 1.008 2.338 861 4.343 10.541 5.491

4.310 8.786 7.410 1.758 3.475 1.677 7.396 15.773 9.604

20.506 6.910 32.773 60.189
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2005 Data

OPEA Participants by gender and age 

Tutorials 

Alicante Castellón Valencia

[16..25] [26..45] [46..65] [16..25] [26..45] [46..65] [16..25] [26..45] [46..65]

Male 1.319 2.493 2.884 500 759 644 2.095 4.059 3.309

Female 2.021 4.732 3.478 690 1.473 585 3.134 8.189 4.073

16.927 4.651 24.859 46.437
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Self-employment

Alicante Castellón Valencia

[16..25] [26..45] [46..65] [16..25] [26..45] [46..65] [16..25] [26..45] [46..65]

Male 468 1.004 816 8 29 34 170 584 479

Female 509 1.272 833 11 48 28 228 867 383

4.902 158 2.711 7.771

Other actions

Alicante Castellón Valencia

[16..25] [26..45] [46..65] [16..25] [26..45] [46..65] [16..25] [26..45] [46..65]

Male 517 464 594 307 451 224 1.175 1.301 971

Female 833 1.206 1.146 407 1.057 375 1.565 2.959 1.974

4.760 2.821 9.945 17.526

Total Alicante 26.589 Total Castellón 7.630 Total Valencia 37.515
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2005 Data

OPEA Participants by gender and service

Alicante

Male Female

INDIVIDUAL TUTORIAL 6.696 10.231 16.927 Tutorials 16.927

PERSONAL CHARACTERISTICS 297 520 817 Self-employment 4.902

ACTIVE JOB SEARCH. GROUPS 415 861 1.276 Other 4.760

INTERVIEW WORKSHOP 439 926 1.365 26.589

INFORMATION, MOTIVATION 1.894 2.289 4.183

GUIDANCE 394 325 719

ITINERARY MONITORING 424 878 1.302

10.559 16.030 26.589

Castellón

Male Female

INDIVIDUAL TUTORIAL 1.903 2.748 4.651 Tutorials 4.651

PERSONAL CHARACTERISTICS 2 26 28 Self-employment 158

ACTIVE JOB SEARCH. GROUPS 38 49 87 Other 2.821

INTERVIEW WORKSHOP 13 47 60 7.630
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INFORMATION, MOTIVATION 59 71 130

GUIDANCE 12 16 28

ITINERARY MONITORING 929 1.717 2.646

2.956 4.674 7.630

Valencia

Male Female

INDIVIDUAL TUTORIAL 9.463 15.396 24.859 Tutorials 24.859

PERSONAL CHARACTERISTICS 81 162 243 Self-employment 2.711

ACTIVE JOB SEARCH. GROUPS 208 427 635 Other 9.945

INTERVIEW WORKSHOP 253 436 689 37.515

PROFESSIONAL INFORMATION 17 7 24

INFORMATION, MOTIVATION 947 1.170 2.117

GUIDANCE 286 308 594

ITINERARY MONITORING 2.888 5.466 8.354

14.143 23.372 37.515
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2005 Data

Alicante

Found work
Referred to 

training action
Referred to 
ETCOTE

Referred to other 
non-training 

actions
Other situations

Male Female Male Female Male Female Male Female Male Female

426 585 431 868 8 31 1.797 3.415 7.897 11.131 26.589

Castellón

Found work
Referred to 

training action
Referred to 
ETCOTE

Referred to other 
non-training 

actions
Other situations

Male Female Male Female Male Female Male Female Male Female

114 214 122 173 15 13 361 656 2.344 3.618 7.630
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Valencia

Found work
Referred to 

training action
Referred to 
ETCOTE

Referred to other 
non-training 

actions
Other situations

Male Female Male Female Male Female Male Female Male Female

624 1.020 522 929 43 33 1.608 3.597 11.346 17.793 37.515
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SERVICIO REGIONAL DE EMPLEO DE MADRID (SRE)

1. GENERAL INFORMATION

The Madrid Regional Employment Centre is a public service whose aim is to carry out training 

activities in employment, employment promotion, and labour market mediation in the Region of 

Madrid.

The SRE’s lines of action are:

1. Employment promotion

     1.1. Mixed employment and training programmes 

     1.2. Funding of work contracts and services of general interest

     1.3. Funds for permanent contracts

     1.4. Employment promotion at local level

2. Mediation actions. The actions are developed along three lines:    

     2.1. Specialised career guidance and advice for the unemployed

     2.2. Job centres in the Madrid region

     2.3. Support centres for labour mediation

3. Training actions

     3.1. FIP plan

     3.2. Training subsidies:

-Continuous staff development

-Occupational training for the unemployed

     3.3. Cooperation agreements

2. GUIDANCE MEASURES

What are they?
The Region of Madrid develops the Acciones de Orientación Profesional y de Asistencia para el 

Self-employment (OPEA actions), a programme aimed at facilitating the labour integration of job 

seekers through diagnosis, awareness, and the search for alternatives in their professional and 

labour itinerary.

How do they work?

Referral

“The need to participate in a vocational training or self-employment measure one is determined 

in an interview at the job centre, upon registration as a job seeker"3.

3 Servicio Regional de Empleo de Madrid on line at 
http://www.madrid.org/servicio_regional_empleo/html/01_02_02.html  [2006, 1st October]
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Later, the same Job Centre or the cooperating organisations contact those eligible for the 

programme.

Who is eligible?

Any unemployed person from the region of Madrid who is registered as a job seeker. The order 

considers the long-term unemployed and groups with special employment difficulties to be 

priority targets.

Guidance measures

1. Individualised tutorship

2. Search groups

3. Development of personal aspects for employment

4. Self-employment information and motivation

5. Start-up advice

Main features of the OPEA Programme in the Community of Madrid

1. Individual tutorship consisting of three two-hour sessions.

2. The Search group covers both the job-search and the interview workshop 

3. In the APE action, the Regional Employment Service gives priority to projects targeted at 

groups with special employment difficulties.

4. Limited duration of the service.

5. It is recommended to space sessions out over a number of days.

6. Group actions are not combined with individual ones. After the tutorials, the person is referred 

to group sessions.

Level of success in labour integration

This is not recorded.

3. CONCLUSIONS

1. SRE stresses the need for the unemployed to consider the job centre as a point of reference.

2. It is important to harmonise the different computer systems so that information can be shared 

between administrations.

3. It is important to ensure referral to specialised services.

4. The limited duration of the service is a handicap in the development of the itineraries.
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JOBCENTER PLUS WALES

1. GENERAL INFORMATION

This public organisation supports people of occupational age and helps employers find 

adequate candidates for their vacancies. It is part of the Department of Work and Pensions 

(DWP) of the UK. It coordinates the work done by cooperating institutions like Instant Muscle or 

Trac, who carry out important career guidance tasks.

2. GUIDANCE MEASURES

INSTANT MUSCLE (IM)

What is it?

IM is an organisation that supplies training, development, and employment services to individual 

users and originations. Their long experience in the UK is most remarkable. Originally it was set 

up as a learning cooperative. It later became a non-profit organisation, and was finally set up as 

a company in 1984. Today it operates in 44 regions across Great Britain, playing an important 

role in the public employment field.

How does it work?

Who is eligible?

Unemployed peopled referred by JobCenter Plus.

Guidance measures

1. Users benefit from an individual tutorship system.

2. Users are interviewed in depth.

3. If they decide to go ahead, they must spend at least 4 hours a week at the guidance centre. 

The centre provides them with job-search tools and resources.

4. Depending on the needs of the users, group actions may be arranged. 

Main features of the guidance services1. Compulsory participation, with 4 hours minimum at 

the guidance centre as a sign of interest in the job-search.

2. If the user wants to continue, a commitment agreement is signed by the user and the centre.
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TRAC

What is it?

Trac stems from the Antur Teifi initiative, which aimed to develop the economy of the Teifi 

Valley. Since its creation in 1996, Trac has stood out for its innovation and effectiveness among  

Welsh training programmes. It has specialised in human resources, and consultancy and 

projects for economic development. 

Among the projects they run is Progress2Work (P2W), a national programme that helps former 

drug addicts enter the labour market.

How does it work?

Who is eligible?

Unemployed peopled referred by JobCenter Plus.

Guidance measures 

1. Individual tutorship.

2. Ready access to job-search tools and resources. 

3. Group actions on job-search and training. This is done through interactive and audiovisual 

courses. 

Main features of the guidance services

1. Unlimited number of sessions.

2. Permanent service.

3. Nursery service, which helps users have the time for the job-search. – - Wardrobe service: 

suitable clothing is provided for users to go to job interviews.

4. The unemployed who come to the service have free access to sports resources (gym, public 

swimming pool) as a way to encourage healthy routines.

5. Users’ social needs are taken into account.
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3. CONCLUSIONS

1. Services like Trac not only take into consideration the shortage of job-search information and 

skills but also other personal and social needs. 

2. Sport is used as a motivation element in the job-search: jobseekers can do sports free of 

charge.

3. The friendly atmosphere of the centres increases the motivation in the job-search and the 

time devoted to it.
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SERVICIO ANDALUZ DE EMPLEO (SAE)

1. GENERAL INFORMATION

The Servicio Andaluz de Empleo is responsible for the employment policies of the regional 

government.

The duties of the Service are specifically to exercise its powers in the fields of employment and 

professional qualifications, namely: employment promotion, training, career guidance and 

information, business liaison activities, recording of job offers, and labour market mediation.

The services offered at the SAE are:

1. Guidance and insertion

2. Vocational training for the unemployed

3. Employment and training actions

4. Employment promotion

5. Self-employment

6. Labour mediation

7. Qualification accreditation

8. Business liaison activities, Research, Studies, Dissemination, and Statistics

9. Community Programmes

10. Support for local development

2. GUIDANCE MEASURES

What are they?

The Andalusian Employment Service develops personalised itineraries focused on the 

individual. Using different instruments (advice, accompaniment, experiences that facilitate 

learning, etc.), the itineraries favour and enhance the integration of the unemployed into the 

labour market, placing emphasis on those groups with the greatest difficulties.

This is the context of the Programme “Andalucía Orienta”, implemented at the beginning of 

2001, whose goal is not only for people to find a job but to keep it.

This guidance programme is targeted at the unemployed in general; its mission is to promote 

social and labour integration and permanence in the job once found.

SAE offers guidance services to the unemployed in general and to specific groups.

How do they work?
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Referral

There are several referral possibilities:

1. Individuals are called by the Andalusian Employment Service.

2. It is the person's own initiative: an appointment can be made personally, by telephone, on the 

Internet or at the website of the Electronic Guidance Service.

Who is eligible?

Unemployed citizens in general, registered as job seekers with the SAE.

Guidance measures

No actions have been defined. Each unit develops actions based on the needs identified.

However, some specific actions are used as working guidelines for each unit: basic guidance 

actions and other actions.

Basic guidance actions (individual or in group)

1. In-depth interview

2. Career guidance

3. Job market

4. Job search techniques

5. Knowing yourself, positioning yourself in the job market

6. Self-employment advice

7. Special programmes

8. Keeping your job

Other actions:

1. Dissemination and awareness (spreading the programme and its usefulness)

2. Prevention measures (cooperation with the school and university systems)4

3. Innovative measures (e.g. tele-guidance)

4. Support measures (Training of professionals and development of materials)5

Main features of the programme “Andalucía Orienta”

1. Voluntary

2. Permanent service

3. Personalised

4. Adapted to the person’s needs. Measures take into account the social and labour background

5. Flexible resources, and number of sessions

6. Use of ICTs (remote service provide information on labour matters, training, etc.)

7. Networking possibility thanks to remote system

4 Closely related to Guideline 7. This type of measure is aimed at more real knowledge of the job market among young 
people and the reduction of drop-out rates.
5 Closely related to Guideline 4 "Promotion and development of human capital and life -long learning".
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8. Integration of the concept of referral to specialised resources: coordination between the 

organisations involved

9. Organisations specialised in different groups. Service specialisation

10. Business liaison6 service

11. Investment in training for the counsellors

12. User monitoring

13. Customer satisfaction surveys to evaluate service satisfaction in users

Data for the period April 2005 – June 20067

1. 207,751 people participated in the programme, 140,033 were women and 67,718 were men.

As for their education level, 69.0% had a very low level (no qualifications, basic education, 

school-leaving certificate) while 31.0% had completed different education programmes 

(Intermediate and higher level vocational qualifications, university studies etc.)

2. By June 2006, 157,369 people had left the programme8 for various reasons: 66,608 were 

excluded due to inactivity, 38,517 because they had fulfilled the objectives in the itinerary, 

34,029 because they found a job, and 3,457 because they set up a company.

Insertion

Andalucía Abierta has been operational in Andalucía since 2001. The OPEA actions were 

developed before.

If the programmes are compared, integration results have improved with the implementation of 

Andalucía Abierta.

3. CONCLUSIONS

1. Women are the main recipients of the guidance programmes.

2. Career guidance systems must be adapted to people’s needs.

3. It is important and necessary for counsellors to be trained and up-to-date in labour issues, 

and social and economic matters, ICTs, etc.

4. For the development of the itineraries, it is important not to limit the duration of the service.

5. The OPEA programme in the Andalucía region was superseded by Andalucía Orienta, as the 

latter was found to improve and increase the employability of job seekers to a greater extent.

6 Business liaison activities involve identifying job offers among local companies, raising awareness of the service and 
the need to employ people with labour integration difficulties, among companies, and the promotion of collaboration and 
closer links with these companies.
7 Data provided by SAE.
U Number of participants still in the programme by June 2006: 68,077.
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LANBIDE-SERVICIO VASCO DE EMPLEO

1. GENERAL INFORMATION

Lanbide-Servicio Vasco de Empleo is the instrument used by the Basque Government to 

integrate all the policies, action lines, and occupational services of the CAE9 and so achieve 

labour integration of the unemployed and higher competitiveness in companies.

2. CAREER GUIDANCE SERVICE

What is it?

Lanbide's career guidance service aims to accompany job seekers in their job search and to 

advise them in their decision-making with a view to improving their employability.

The Service offers a personal labour integration plan. The plan is based on the analysis of the 

individual’s personal situation (qualifications, interests, experience, etc.) and the reality of the 

particular job market in line with the person’s interests and skills.

”From then on, long and medium term goals are set and agreed in writing with the person in 

order to gain access to job opportunities in the work market. This requires a dual commitment: 

that of the job seeker, with his/her goals being determined in the integration plan, and that of the 

counsellor, who must support and monitor the person throughout the implementation of the plan 

or its adaptation, if applicable, by continuous redefinition””10.

How does it work?

Referral

In order to gain access to the resources, there are three channels leading to an appointment 

with the Career Guidance Service.

These are: Face-to-face: Lanbide offices, Collaborating centres and delegations; Electronic 

enquiries (lanbide@lanbide.net), or telephone (901 100 003).

Clients

The Guidance service is designed for:

1. The unemployed people in a broad sense, with special attention to those with a basic income 

and an integration agreement.

2. Unemployed people interested in self-employment and starting their own business.

V Basque government, regional council, and town councils.
NM Servicio Vasco de Empleo [on line]: Orientación. Servicio Vasco de Orientación para el Empleo. Como funciona. 
Available at: http://www.lanbide.net/  [2006, 2 October]
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3. Working citizens at risk of unemployment"11.

Personal insertion plan

As long as the individual needs are borne in mind, any measure that will improve employability 

is possible:

1. Individual or group measures to a) determine skills, b) improve communication skills, c) social 

skills, etc.

2. Measures related to job market information and knowledge and training in job search 

techniques.

3. Occupational training activities (individual or in group).

4. Advice and training to start their own business.

Keys to the Lanbide guidance model

1. Career guidance is the gateway to Lanbide.

2. All resources are integrated in order to respond to each individual person.

3. Access to placements is through guidance actions.

4. The training catalogue is dynamic.

5. The central axis is the individual and his or her needs.

Main features of the Guidance Service

1. Client-oriented

2. Integrated services

3. Preventative and pre-action strategy

4. Unique and differentiated identity

5. Voluntary

6. Prior prescription of all services

7. Effective use of new technologies in the presentation of information and in communication

8. Preferential action for disadvantaged groups and localities, and those with gender issues

9. Consensus12

10. Tests are administered to assess the level of professional qualification

11. Labour mediation

13. Referral to other resources (e.g. social services)

14. Follow up six months after the programme

11 Servicio Vasco de Empleo [on line]: Orientación. Servicio Vasco de Orientación para el Empleo. Description and 
operation available at http://www.lanbide.net/  [2006, 2nd October]
NO When deciding the itinerary or the actions to be implemented a consensus is reached between the counsellors and 
the user.
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3. CONCLUSIONS

1. Lanbide’s guidance model facilitates the development of personalised integration in line with 

individuals’ actual needs.

2. The basis of the model is its voluntary nature.
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SERVICIO REGIONAL DE EMPLEO Y FORMACIÓN DE LA REGIÓN DE MURCIA 

(SEFCARM)

1. GENERAL INFORMATION

The Murcia Regional Service of Employment and Training is an organisation that answers to the 

Murcia Regional Government Department of Labour and Social Policy. Its mission is to promote 

employment, to improve the training of workers, and to assist in the job search and employment 

of citizens in the Autonomous Community of Murcia.

SEFCARM is organised into two operational areas: Employment and Training 

The Employment area’s lines of action are:

1. Management of the job centre network of Murcia

2. Career guidance

3. Labour mediation

4. Programmes for the promotion and development of self-employment

5. Programmes for the promotion of permanent contracts

6. Programmes to support local initiatives and assistance for the creation of local development 

centres, in cooperation with councils

7. Rural development initiatives

8. Employment support measures for the disabled and for groups at risk of social exclusion

9. Apprenticeship centre, vocational workshop school, and employment workshop programmes.

10. Entrepreneurship promotion

11. Registration and authorisation of job agencies and other collaborating employment 

organisations.

12. Registration and authorisation of integrated employment services

2. GUIDANCE MEASURES

What are they?

The OPEA actions are implemented in the Murcia region.

This guidance programme seeks to improve the situation of job seekers in the market by 

facilitating their job search.

How do they work?

Referral

From SEFCAM job centres.
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Who is eligible?

Unemployed people registered as job seekers. The job centres refer job seekers to the different 

services according to their needs.

Guidance measures

1.  Individual tutorship (IT).

2. Group actions: interview workshop, personal skills development, active job search.

3. Self-employment: Self-employment information and motivation, and start-up advice.

Main features of the OPEA Programme in the Murcia region

1. Limited duration of the service.

2. The structure and methodology of the OPEA programme is similar to those of the Valencian 

Community.

Some figures - 2005

1. The preventive nature of the Murcia programme is evident. In 2005, 3,165 people under 25 

years of age (unemployed for less than 6 months)13 and 8,482 over 25 (unemployed for less 

than 12 months)14 were users of the service.

2. Women were the main recipients of the measures. In 2005, 12,918 women participated in the 

scheme as compared to 6,346 men.

Labour integration

1. After completing the OPEA programme15, 11,575 people were employed. 4,156 out of them 

were men and 7,419 were women.

2. Most of the contracts, in the case of both men and women, were in the 25-45 age range.

3. CONCLUSIONS

1. SEFCARM supports the integration of career guidance services. In 2007 these systems will 

be changed with a view to providing comprehensive services in line with the demands of job 

seekers, in which guidance will become the gateway to other active employment policies and 

where the actions will not be temporary.

2. SEFCARM emphasises the lack of studies on the real needs of the unemployed.

13 807 people under 25 unemployed for more than 6 months were dealt with.
14 2,593 people over 25 unemployed for more than 1 year were dealt with.
NR Since data were differentiated by service, in order to obtain the information on labour integration, data for those 
participating in the tutorials were taken as a reference. See the integration level in other services (occupational training, 
CEE, etc.) in the accompanying table.
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SERVICIO NAVARRO DE EMPLEO (SNE)

1. GENERAL INFORMATION

The Navarra Employment Service is the department that manages Active Employment Policies 

in the region of Navarra. This organisation was set up in 1998 following an agreement between 

the Government of Navarra, the Employers’ Confederation of the region, and the most 

representative unions: UGT and CC.OO.

The services offered by SNE are:

1. Information and guidance for employment

2. Personalised accompaniment

3. Labour mediation

4. Training for the unemployed

5. Training of workers

6. Non-labour practical training with a commitment to employment.

7. Promotion of local development.

8. Promotion of the social economy.

9. Labour integration of groups with special difficulties

10. International employment projects

11. Experimental projects

12. Labour market analysis

2. GUIDANCE MEASURES

What are they?

The OPEA measures are operational in the Navarra region. This programme is part of the 

information and guidance services for labour integration. Its goal is "to improve the conditions of 

job seekers to enable them to be able to find a job in line with their professional and human 

profile. To this end, information, individual guidance, and training in job searching techniques is 

provided, as well as information and advice on self-employment"16.

How do they work?

Referral

To participate in the OPEA programme, job seekers must apply at the job centres of the 

Servicio Navarro de Empleo or the cooperating organisations.

16 Servicio Navarro de Empleo [on line]:
http://www.navarra.es/home_es/Empleo+y+Economia/Empleo/Informacion/Servicio+Navarro+de+Empleo/Servicios+qu
e+ofrecemos/ [2006, 30th September].
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Who is eligible?

Unemployed people registered as job seekers.

Guidance measures

1. Individual tutorship (IT)

2. Professional Information for Employment (PIE)17

3. Active job search, Job search groups and interview workshops

4. Self-employment information, motivation, and advice

5. Personal skills development for employment

Main features of the OPEA Programme in the Navarra region

1. The programme is not intended to be temporary. The service starts on January 1st and 

finishes on December 31st. Although the resolution concerning the funding of these actions 

nationally is not published until February or March, Navarra advances the money to finance the 

actions so that the organisations responsible for their implementation are able to continue their 

work and the users of the service are not left unattended.

2.  For these actions the regional government doubles the funds provided by INEM.

3. Flexibility as to the number of sessions in individual18 and group activities.

5. Together with the previous resources which make up the OPEA, there is flexibility to allow for 

the design of other resources to meet the needs of the participants: such as sessions on 

leadership, motivation, training, etc.

6. Subsidised business liaison activities.

7. Possibility of making an appointment on the website of the Servicio Navarro de Empleo.

8. Automatic follow-up for all users six months after the guidance.

9. The “OPEA Counsellor” profile is not restricted to professionals with degrees in psychology or 

education. People with other degrees, like History of Art, are also eligible. In addition to the 

roles of counsellor and assistant which are present on other regions, the organisation also has a 

Director (when 3 or more counsellors are involved in actions) and a Coordinator (when activities 

take place in several locations).

10. SNE submits a yearly report with updated information on training and employment centres, 

etc. intended as a tool for counsellors.

11. Specific information sessions are held in secondary schools and universities, and job market 

workshops. In this way a bridge is built between education and employment, thus enabling the 

fulfillment of Guideline 7 with regard to the reduction in drop-out rates.

12. Design of a differentiated personal employment itinerary based on the jobseeker’s specific 

needs.

NT Action not carried out in the Valencian Community. It provides information on the job market, training, and other 
employment-related services offered from different organisations.
NU The number of  sessions has been increased to 18. The average session length in 2005 was two and a half hours.
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Some figures - 2005

1. 7,369 people (2,973 men and 4,396 women) used the service.

2. 11,500 information measures (self-employment, occupational training, leadership, motivation, 

etc.) and 12,400 tutorials were carried out.

3. 688 people participated in group activities.

4. 55 Business Start-up Project advisory sessions were held.

5. 1,973 job offers were handled. This activity resulted in the employment of 696 people.

6.  31 business projects led to the setting up of a company.

Insertion

The SNE does not monitor labour integration in OPEA. The data obtained refer to business 

liaison activities.

3. CONCLUSIONS

1. It is not possible to talk about itineraries when the programme is temporary.

2. Business liaison activities are a way of finding job offers and raising awareness in the 

business world.

3. The voluntary nature of the activity is a key element to designing the itineraries.

4. Women are the main recipients of the actions.

5. The creation of individualised resources allows us to meet the users' demands and needs.

6. Coordination with the Social Services must be ensured to address specific needs. There is a 

need to create dynamics of collaboration.

7. There is a need to differentiate groups to a greater extent, based on their needs.

8. It is important to promote social cohesion..

9. A good approach is "that which makes a person who is not looking for a job, or registered as 

unemployed, visible”.
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SERVEI D’OCUPACIÓ DE LES ILLES BALEARS (SOIB)

1. GENERAL INFORMATION

The career guidance service, which are part of the SOIB Public Guidance Network aims to 

develop personalised labour integration and professional improvement itineraries. These are 

understood as a set of diagnosis-based actions leading to the planning and implementation of  

the most suitable measures for accompanying users during the integration and professional 

improvement processes, using the resources of the network and active employment policies19.

The services offered by SOIB are:

1. General services for job seekers20

2. Specific services

3. Comprehensive integration itineraries

4. Guidance actions for employment and self-employment assistance (OLOA)

5. Experimental employment programmes

2. GUIDANCE ACTIONS FOR EMPLOYMENT AND SELF-EMPLOYMENT ASSISTANCE

What are they?

The Balearic Islands develop Guidance actions for employment and self-employment 

assistance (OLOA actions)21. This programme aims to implement and develop information, 

guidance, self-employment assistance, and labour integration measures in order to enhance the 

employability of job seekers and to facilitate their integration into the labour market.

How do they work?

Referral

Referral is through the job centres.

Who is eligible?

Unemployed aged 16-54, registered with SOIB.

Guidance measures

1. Personal interview22

19 Translation from Balearic.  Els serveis d'orientació de la Xarxa Pública d'Orientació del SOIB tenen com a objectiu 
desenvolupar itineraris d'inserció i de millora professional personalitzats, entesos com el conjunt d'accions que, partint 
d'una acció diagnòstica, deriva en la programació i posada en marxa de les actuacions més adequades per a 
l'acompanyament de l'usuari en el seu procés d'inserció i millora professional, mitjançant els recursos propis de la 
Xarxa del SOIB i d'altres polítiques actives d'ocupació.
20 Regardless of labour situation, age, sex, and time registered as jobseeker.
ON OPEA Programme.
OO Action not implemented in the Valencian Community. Diagnostic interview.
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2. Individual tutorship (IT)

3. Active job search

4. Interview workshop

5. Self-employment information, motivation, and advice

6. Personal skills development for employment

7. Guidance information sessions (T.E.)23

Main features of the OLOA programme on the Balearic Islands

1. The service is not temporary. It is operational throughout the year.

2. Flexibility as to the number of sessions in individual actions24

3. No services are available for those looking to improve their labour situation They do not 

assist people in job improvement programmes

4. Flexibility to introduce changes based on the needs of the unemployed or any other identified 

needs.

Labour integration

No direct monitoring. Data are obtained via cross-referencing with the Social Security system.

When integration data from both guidance programmes are compared (OLOA and itineraries), 

the most positive results are those obtained by the itineraries.

3. CONCLUSIONS

1. The creation of individualised resources is possible and necessary, if users’ needs are to be 

met.

2. The Public Employment Services are aware that "the limited duration hampers the 

development of employability". This statement was taken into account by the OLOA 

programme, which is now a permanent service.

3. Programmes encouraging business initiatives among young people and citizens over 45 

years must be fostered and implemented.

4. Given the seasonality of the job market on the Islands25, it is necessary to favour and 

increase participation in training activities aimed at promoting professional improvement.

OP
^=Öroup action included in the OLOA programme this year. It aims to advertise the service.

OQ The average session duration was 2.4 hours.
OR A great deal of workers alternate employment and unemployment.
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PROVINCIA DI REGGIO CALABRIA
SETTORE LAVORO, FORMAZIONE PROFESIONALES E POLITICHE SOCIALI

CENTRO PER L’IMPIEGO

REGGIO CALABRIA (ITALY)

1. GENERAL INFORMATION

The Job Centre operates in the Calabria province, implementing activities for both 

companies and citizens.

Citizens’ services:

The Job Centre offers a range of personalised and accompanying career guidance services  

to users in the following categories:

1. Young people aged 15 to 18.

2. Young people aged 19 to 25

3. Unemployed or inoculados ????

4. Women re-entering the labour market

5. Workers looking for better jobs

The following services are on offer:

• Welcome and information

• Career guidance and advice

• Mediation

• Labour integration monitoring

• Obligatory training (Obligo formativo)

Services for companies:

1. Mediation

2. Start-up assistance..

2. CAREER GUIDANCE SERVICES

A) OBLIGO INFORMATIVO (OBLIGATORY TRAINING)

What is it?

From 14 to 18, young people have the "obligation" to be trained, culturally and 

professionally. This is the so-called obligo informativo. They have three possible options: to 

continue studying in school, to do vocational studies, or to complete a training course 

(learning or training contract of 240 hours a year minimum leading to a professional 

diploma).
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How does it work?
The Job Centre provides assistance throughout the obligo formativo, with teachers and 

experts who welcome, advise, and monitor young people.

Main features of the programme

1. The number of sessions is unlimited.

2. The goal is to prevent youths from dropping out from school.

3. Group sessions are held at schools to give information on the service. Young people 

can then make individual guidance appointments. They must be accompanied by their 

mother or father.

4. If they work in summer, they are given credits that can be validated as optional courses 

in their studies provided they are related.

5. No job mediation is provided, as other departments deal with this.

6. The counsellors work for 192 hours from February to December.

7. This is the  second year of the programme.

B) PIANO PROVINCIALE PER L’ORIENTAMIENTO AL LAVORO

What is it?

A career counselling service for unemployed and employed people looking to improve their 

job prospects, from 18 years of age to retirement.

Who is eligible?

To gain access to the service, applicants must belong to one of the following categories:

1. Young people aged 18-26, unemployed for more than six months. People older than 26, 

unemployed for more than 12 months.

2. Unemployed women.

3. Immigrants, ethnic minorities, and disabled people.

Guidance measures

1. First session: Information on the service, definition of the user’s professional profile. 

Here, the individual decides freely whether to continue or not.

2. Second welcome: In-depth interview. The person is referred to other services.

3. Other services:

a) Formazione orientativa. Group action with 10/15 people. Participants gain self-

knowledge and learn about the labour  market, the job search, and communication 

skills. It includes a module exclusively focused on women, aimed at promoting gender 

equality and personal and professional identity.

b) Consulenza orientativa. Individual career counselling.

c) Integration accompaniment:
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Temporary programme for 32 people aged 18-26 consisting of a 3-month company 

placement. The counsellor is the mediator. After the placement, the company decides 

whether or not to continue the relationship under contract. Either the employer or the 

unemployed person is given 600€ for three months.

d) Information for start-ups: This experimental project advises individual users on issues 

related to their start-up, over two sessions.

Main features of the guidance services

1. All services are based on a ‘commitment’ agreement.

2. The actions are voluntary.

3. CONCLUSIONS

1. Emphasis on career guidance as a means to avoid dropping out of school.

2. Learning by working in companies.

3. Monitoring of the labour relationship after contract.
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INSTITUTO DE EMPLEO Y FORMACIÓN PROFESIONAL DE PORTUGAL (IEFP)

1. GENERAL INFORMATION

Set up in 197926, the Institute of Employment and Vocational Training of Portugal is a public 

body that answers to the Ministry of Labour and Social Solidarity. Its mission is to implement the 

employment and vocational training policies created and passed by the government.

The main areas of intervention are as follows27:

1. Vocational education and employment

2. Economic and social integration of disadvantaged groups

3. Job market organisation and management, and vocational training

4. External relations

2. GUIDANCE MEASURES

What are they?

The career guidance measures and services implemented by the Portuguese Institute for 

Employment and Vocational Education aim to help unemployed people improve their access to 

the labour market.

How do they work?

Referral

Job centres implement the career guidance programme and determine the demands and needs 

of the unemployed. The citizens who come to the centre to enquire or register as unemployed 

are interviewed in order to determine the services that will best meet their needs. 

A questionnaire is used which collects information on a number of items (age, education, work 

experience, professional interests, etc.) and then the suitability of the service is determined.

Who is eligible?

People registered as unemployed.

Guidance measures 

Based on the above questionnaire, the person is referred to the corresponding guidance 

service. The services are:

1. Guidance for people who do not need training or similar services but who wish to improve 

their job search through the management of job offers. 

OS Royal Decree no. 519-A2/79, 29 December
OT The remaining areas are: internal management and organisation, and others.
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These people –who are qualified and experienced- only require specific interventions.

2. Guidance for people needing training or other services. 

3. Guidance for those with the greatest employment difficulties.

Main features of the guidance services 

1. Group and individual activities. Group activities are encouraged due to their positive results: 

they lead to greater involvement, and boost self-esteem and social relationships, they are more 

dynamic, etc.

2. It is a permanent service.

3. In cases of activities not covered by the available professional profiles, the service is hired.

4. It is a centralised service.

5. Entrepreneurship activities are offered based on the person’s characteristics. Those 

interested in self-employment can apply for this service.

6. Flexibility in the number of sessions.

7. A business liaison service is available.

8. Registering as a job seeker and taking part in the guidance programme is possible at any 

centre. For those not receiving unemployment benefits, registration as job seekers is voluntary.

3. CONCLUSIONS

1. For IEPF, it is necessary to rely on support structures that enable people to participate in 

employability and job search measures.

2. Emphasis is placed on group activities, and motivational activities are highly relevant.


