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Insurance Europe is the European insurance and reinsurance federation.
Through its 34 member bodies o8 the national insurance associations 0
= Insurance Europe represents all types of insurance and reinsurance
A undertakings, e.g. pan -European companies, monoliners, mutuals an d
SMEs. Insurance Europe, which is based in Brussels, represents

W Insurance e e e nee makes o major conts
“i europe - | marer
growth and development. European insurers generate premium income of
al most Ul 170bn, empl oy over one mil!/|
900bn in the economy.

As the European trade union federation for 7 million service workers, UNI
Europa speaks for the sectors that constitute the backbone of economic

and social life in Europe. Headquartered in the heart of Brussels, UNI
eurona Europa represents 272 national trade unions in 50 countries, including:
p Commerce, Banking Insurance and Central Banks, G aming, Graphical and

fmance Packaging, Hair and Beauty, Information and Communication Technology
glohal Services, Media, Entertainment and Arts, Postal Services and Logistics,
. Private Care and Social Insurance, Industrial Cleaning and Private
u n I U “ Security, Professional Spor t and Leisure, Professionals/Managers and
Temporary Agency Workers. UNI Europa represents the largest region in
UNI Global Union.

BIPAR is the European Federation of Insurance Intermediaries. It groups
52 national associations in 30 countries. Through its national associations,
d BIPAR represents the interests of insurance agents and brokers and
b I p a r financial intermediaries in Europe. Besides some large multinationals, the
insurance intermediation sector is composed of hundreds of thousands of
SMEs and micro -type operators. It accounts for 0.7% of European GDP,
and over one million people are active in the sector.

AMICE is the voice of the mutual and cooperative insurance sector in
& Europe. The Brussels -based association advocates for appropriate and fair
: a m I Ce treatment of all mutual and cooperatives insurers in a European Single

& Market. It also encourages the creation and development of innovative
solutions for the benefit of European citizens and society. In Europe, the
close to 2,800 insurers united in the mut ual and cooperative sector
account for more than half of all insurance undertakings and for a market
share of almost 30%. They provide cover for more than 200 million
customers and employ more than 400,000 staff within the European
Union.
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Foreword by the European social partners in the
insurance sector

The European social partners in the

insurance sector are proud to present

this collection of successful initiatives

that promot e wor ker séo wel | be
innovative solutions to the challenges

facing a fast -changing sector.

Itisafollow -up @ witha particular focus

on central and eastern Europe o tothe

European proj essiig théd Addr e
Demographic Challenge in the Insurance

Sector: A Collection and Dissemination

of Good Practiceso, which was
with financial support from the European

Union in mid -2012 .

From left to right: Elke Maes, Social Dialogue Insurance

Coordinator, UNI Europa Finance ; Sebastian Hopfner, The social partners  consulted  their

Chairman of the Social Dialogue Platform, Insurance national  affiliates  to  gather n ew

examples of good practice. The three

Europe

themes addressed in the joint
declaration signed by the social partners in 2010 (work -life balance; qualifications and lifelong learning;
and health and safety at work) remain a focus of this new collection, which has been extended to include

a further topic 0 telework & discussed in the insurance sectoral social dialogue committee (ISSDC). On
10 February 2015, the European social partners of the insurance sector signed a joint declaration on
telework. It is based on t he European social partner framework agreement of 2002 and, in addition, takes

into consideration working conditions in todayés insurance sec

Telework has become
increasingly  important
for insurance employees
in recent years, with
continuing technological
change opening up new
possibilities. The
European social partners
in the insurance sector
have committed
themselves to continuing
to address telework and
the new joint

declaration, which is in
annex, will serve as the

. . From left to right: Sebastian Hopfner, Chairman of the Social Dialogue

basis for this work. . ) )
Platform, Insurance Europe ; Didier Pissoort, Chairman of the BIPAR

Another topic that the Social Affairs Committee ; Elke Maes, Social Dialogue Insurance
social partners have Coordinator, UNI Europa Finance
been considering is
Aiworking |l ongero. I't is important to develop career model s tha
social partners addressed questions of activ e ageing; healthier and longer working lives; health and safety

at work; and reconciling work and family life. Ultimately, this project helped them to explore innovative
ways to enable workers in the insurance sector to stay in employment longer and to cre ate an appropriate
working environment.


https://www.etuc.org/framework-agreement-telework

The ISSDC aims to involve all EU countries in its projects, including central and eastern European (CEE)

countries. The European soci al partners therefore used this n
affili ates to participate more actively in the European social dialogue and also to facilitate dialogue between

employees' and employers' representatives in those countries. Holding seminars in Slovakia and Romania

certainly helped in reaching out to the social partners in the target CEE countries. There has been some

success and this effort will continue.

The social partners hope that this booklet will inspire further initiatives at company or national level to
tackle the demographic challenge together.

Last but not least, the social partners would like to thank the European Commission for its support for this
project and the production of this booklet.

From left to right: William Vidonja, Head of Conduct of Business, Insurance Europe; Claudia
Saller, Policy Of  ficer, UNI Europa Financ e; Francois Lestanguet, Policy Advise r, BIPAR; Belma
Yasharova, Legal and Policy Advisor, AMICE; Helen Sheppard, Deputy Secretary General, AMICE



Statement by Commissioner Marianne Thyssen

AEurope is facing a treaditionrwhichevithesylt imgshrinking working -age population,
a higher proportion of older workers and more people in retirement. This is having profound effects on our
welfare states and presenting new challenges for all sectors of the economy. But demographic ageing also

opens up new opportunities, for instance due to the rising demand for new and accessible services and
products.

To ensure the sustainability of our European Social Model against the background of the demographic
transition, it will be necessary to modernise social protection systems. The development of flexible ways

to organise working arrangements and ensure health y working environments also needs to be stepped up.
Lastly, it will be necessary to invest in the life -long updating of skills in response to globalisation and
technological change.

These points are among the priorities of the Commission for 2016. This yea r's European Semester exercise
puts a new emphasis on the sustainability and adequacy of social protection in view of the demographic

impact. A formal consultation of social partners is ongoing on the work -life balance. And we are working
on a New Skills A genda for Europe as well as on the review of the EU Occupational Health and Safety
legislative acquis. The expertise and strong commitment of the social partners will be essential to shape

these actions.

This Commission wants to strengthen social dialogue at all levels. Social partners are better positioned
than public authorities to take the pulse of innovation in the work place and to identify needs. Itis therefore

essential that they can contribute to the design of policies and legislation and echo goo d practices from
the work floor.

This booklet provides tangible examples of how to tackle demographic change in a wide variety of areas,

from work -life balance, telework and lifelong -learning, to health and safety and longer working lives. lam
happy to s ee how EU social partners in the Insurance Sector are giving a concrete follow -up to their joint
statement on the demographic challenge of 2010. Warmly recommended for both policy makers and
practitioners! o




Introduction

This publication describes each good practice in a similar
format to that used in the previous publication in 2012,

to help readers to easily understand the background and
key features of the initiatives, as well as the impact and
benefits they have genera  ted for insurance employees,
companies and the sector at large.

In addition to the areas already covered in the 2012
booklet & ie. work-life balance ; qualifications and
lifelong learning; and health and safety 0 two areas have

been added: working longer and teleworking. Those two

new areas were recently identified in the Insurance Sectoral Social Dialogue Committee (ISSDC) work
plan. Regarding teleworki  ng, the European social partners in the insurance sector signed a related joint
declaration, on 10 February 2015, available in this booklet.

Since the five areas are so inextricably linked, the vast majority of the good practices could appear in more
than one section. For clarity and to avoid repetition, however, they are presented in the main area they
address.

As in the 2012 booklet, the key objective here is not to have a good practice that could be replicated as
such, but to inspire companies or secto rs wanting to enhance their activities in one of the five areas. We
hope these good practices will be a key source of inspiration for you.




1. Work -Life Balance measures

e

Work -life balance is perceived differently according to the working situation (e.g. working full time or part

ti me, oneds job positiosni)z.e Thietrse ailsl 0On -difeelftlanoa reqiiresna. lot o r k
awareness and communication between the mana gement and the employees who have shared
responsibilities in this regard. Targets and objectives should be discussed in an open dialogue, an

atmosphere of trust and to fit the competencies of the employees.

Although it is difficult to define, having what o ne perceives as a good balance between personal and
professional life is critical in helpin g to recruit and  to retain workers. Hence, flexible working patterns,
geographical or functional flexibilit y, support for caring (e.g. childcare support) can be a de cisive factor
that will make an employee join or stay in a company.

The good practice put forward in this section illustrates how the implementation of flexible ways of working
in a German company (Wistenrot & Wirttembergische Group) resulted notably in a reduction in the

Aipotential for conflicto r egparsodal amdyfantiyh e lifebcm tha one landb eabhdwverk n
on the other hand



Woistenrot &

Wirttembergische Group «

Flexible Working »

wiustenrot
wiirttembergische

Name of the company /
organisation

Country of HQ

Size and sector of
organisation

Main focus and title of
practice

Background / rationale
for introducing the
measure / policy

Date of implementation
/ duration

Wistenrot & Wdrttembergische Group

Germany

Insurance sector 1 approximately 7,000 employees (and a sales force of
about 6,000 agents)

Work -life balance - Flexible Working

Against the backdrop of current demographic trends, flexible work
arrangements are gaining in importance as younger workers increasingly

place greater emphasis on achieving and maintaining an improved work -
life balance. With the I aunch of the (p
W&W Group aimed at creating an attractive and supportive work
environment to facilitate the recruitment and retention of expert staff.

The pilot pro j ect AFl exi ble Workingo was | a
initial duration of roughly a year and a half. It was extended by one year

in September 2012. I'n June 2013, a ¢
Mobile Workingd was signed i n caouncithisn

agreement was extended by one year in June 2014. Since the end of 2015
the concept of AAd hoc Mobile Working
other subsidiaries of the W&W Group.



Partners involved

Content of the measure

Impact and benefits
achieved

The pilot project was supported by the Fraunhofer Institute for Industrial
Engineering (Fraunhofer 1AO). Fraunhofer IAO has assisted other
companies in implementing similar projects successfully.

The pilot project #AFI exi bl-éndepéoderit warkg@
with 34 employees and 11 executives. The pilot project was first
introduced as an operating agreement
Stuttgart, Germany, in May 2011, in the following departments:
controlling, accounting and tax, communications and human resourc es.

Several internal rules and guidelines underpinned the pilot project,
notably:

- Employees need to have access to telecommunications tec hnology
to perform their tasks.

- Employees have to ensure that they are reachable during normal
working hours. The work arrangement must not negatively affect
the empl oyeeds performance.

- Employers have to maintain an equal workload distribution without
over loading office -based employees.

W& W Groupds I'T Services Depart ment
telecommunications technology to facilitate the successful implementation

of the pilot project. This included internet telephony, desktop sharing and

video -, audio - and web -conferences facilities (Lync). In addition, the
Fraunhofer IAO accompanied the project from May 2011 until July 2012.
The institute identified what key factors promote or hinder the successful
implementation of such flexible work arrangements.

Following the success of the pilot project the W&W Group decided to widen

its scope to include operational units of the com pany and further develop
the concept of flexible work. Five new company agreements introducing

the concept of AAd hoc Mobile Workin
2015. AAd hoc Mobile Workingo aihdependent
working. It is not a guaranteed right and is only granted (e.g. in person

or via email) on an ad hoc basis as it is not suitable for long -term practice.
Participants must be prepared to return to pre -flexibility arrangements if
the situation or the c¢ompteforgseen tomneoetes |
this form of work arrangement in 2 -3 other subsidiaries of the W&W
Group.

The pilot project has had a twofold effect: establishing W&W Group as an
employer which offers an attractive and supportive work environment and
increasing the flexibility, motivation and productivity of its employees

while decreasing potential stress factors.

The results of internal pre - and post -evaluations carried out by the
Fraunhofer 1AO showed that participants made use of this work
arrangement predominantly 1 -3 times per month and on occasion 1 -2

days per week. 48.2% of participants perceived a decrease in the
Apotential for conflicto regarding the



Main success factors /
obstacles

Web link

59.3% of participants reported an i mprovement in fiman
situations at worko.

As part of the pilot project, the W&W Group carried out a kick -off meeting
and an in -depth pre - and post -evaluation which made it possible to
identify the strengths a  nd weaknesses of the pilot project.

Several factors contributed to the success of the pilot project. Firstly, the

level of commitment from executive management to successfully deliver

the pilot project; this required placing trust in the employees and mov ing
away from the traditional emphasis @i
addition, by facilitating an ongoing exchange between executive
management and human resources, issues arising during the project
implementation phase could be addressed. Second ly, the establishment
of internal rules and guidelines and thorough expectation setting. For
example, employees need to be reachable during normal working hours.

This was achieved by setting up a phone and email policy which allowed

for the employee to be contacted if necessary. Thirdly, having access to

fully functioning technology resources (such as remote access
technology). This required the introduction of communication solutions to

facilitate and support ad hoc mobile working.

Obstacles mentioned by participating employees included technical
problems and the lack of personal contact with colleagues. Employers
stressed difficulties in defining the terms and conditions of flexible work
arrangements. For example, which departments or staff members can

make use of this flexible work arrangement and which cannot and why.

In addition, ensuring compliance with labour law posed challenges, in
particular with regard to taking responsibility for assessing health and
safety conditions of an €hewdrks goaneilbosthew o
W&W Group developed a leaflet on ergonomics at work to assist
employees in complying with ergonomic standards in their workplace.

Lastly, digitising existing archive materials in order to ensure an
unrestricted and remote access pr oved to be difficult. The process of
digitisation of the W&W Groupds archi

W&W Group homepage:  http://lwww.ww -
ag.com/de/arbeiten_bei_w_w/wer_wir_sind/was_wir_bieten/was - Wir -

bieten.html

Fraunhofer Institute for Industrial Engineering (Fraunhofer IAO):
http://blog.iao.fraunhofer.de/grenzenlose -arbeitswelt -1-geht -fuehren -

auch -anders -als-manager -es-heute -tun/



http://www.ww-ag.com/de/arbeiten_bei_w_w/wer_wir_sind/was_wir_bieten/was-wir-bieten.html
http://www.ww-ag.com/de/arbeiten_bei_w_w/wer_wir_sind/was_wir_bieten/was-wir-bieten.html
http://www.ww-ag.com/de/arbeiten_bei_w_w/wer_wir_sind/was_wir_bieten/was-wir-bieten.html
http://blog.iao.fraunhofer.de/grenzenlose-arbeitswelt-1-geht-fuehren-auch-anders-als-manager-es-heute-tun/
http://blog.iao.fraunhofer.de/grenzenlose-arbeitswelt-1-geht-fuehren-auch-anders-als-manager-es-heute-tun/

2. Quialifications and Lifel ong Learning measures

Maintaining empl oyabi |l ity t hr oug h teustperaeived ds<ritiealor okirimodgrn society. In

times of demographic changes, it is all the more important to remain adaptable and to acquire transferable

core skills. As stated in the joint statement of the E uropean social partners in the insura
learning can be a win -win that creates added value for both the employer and the employee. Lifelong

learning is to the benefit of the employee, the employer and the state, and investment in training and

education is therefore the joint responsibility of all three parties. A continuous updating of skills is essential

for a full life of work. Individual career development and improvement of skills is decisive in keeping staff

motivated and capableofp er f orming satisfactorilyo.

The good practices described in this section respond to the needs of the insurance sector in terms of
qualifications and training in a creative and diversified way. For instance, a Czech health insurance

company (VZP) has impleme  nted a traineeship programme to offer disabled graduates the possibility to

acquire their first professional experience but also to help to raise awareness about disability issues among

other employees and contribute to greater diversity. In Belgium, a joi nt training fund (CEPOM) has been

created to develop a broad range of training programme s for all employees in the insurance brokerage

sector, with wide flexibility in terms of offer and loc ations. Finally, a Czech insurance intermediary has also

created its own (Recpeéemy Group) to train its employees but al
recently, non -clients. This training system is divided into 8 modules cov ering a large variety of topics linked

to the technical tasks at work (e.g. innovation in products and s ervices offered, risk management, as well

as personal development and foreign language skills).



RESPECT Academy , an
innovative education system

to motivate employees

Name of the company
organisation

Country of HQ

Size and sector of
organisation

Main focus and title of
practice

Background / rationale
for introducing the
measure / policy

Date of implementation
/ duration

Partners involved

RESPECT GROUP

Czech Republic (with a daughter firm in Slovakia)

Insurance broker firm - 260 employees

Qualifications and lifelong learning programme called RESPECT Academy

In general, it is very difficult to find qualified employees interested in
working in the insurance sector, and it is even more complicated to find
and retain those speciali  sed in insurance brokerage. Furthermore, the
firm has invested a  lot in their staff training since its establishment in
1993, and wanted the accumulated know -how to be shared by all

professionals within the company.

The initiative was launched in 2010 and is still ongoing. Moreover, i n 2012,
the firm decided to open the Academy to their business clients and their
staff. Since 2014, the Academy has been open also to non -clients of

RESPECT.

The whole project is run solely by the firm, with occasional lecturers from
the outside.

10



Content of the measure

RESPECT has been providing training to its employees since the very start

of the firm (back in 1993). However, in 2010, the firm put together a
rather sophisticated system called RESPECT Academy. Participation in the
Acade my is compulsory for employees in positions where they have direct
contact with clients (front office positions), e.g. brokers, adjusters, car
insurance specialists, private insurance specialists etc. Financial incentive
payments depend on their participat ion in the Academy programme and
failure to complete an Academy programme successfully can have an
impact on wages, which can be reduced, and in extreme cases can lead

to the termination of employment. On the other hand, the modules are
optional for employ ees who are not in direct contact with clients (back
office tasks), e.g. operational specialists, marketing specialists, etc. They

do not have any financial incentives related to their success in the training,

but it is one of the prerequisites for a possi ble transfer (promotion) to the
broking department or similar front -office departments.

The training system is divided into 8 modules in conformity with the
services provided by the firm, and training on innovation of products and
services offered to the clients is put at the forefront. Other modules
include insurance techniques, risk management, business and
presentation skills, personal development, basic legal and economic
knowledge, IT and foreign language skills.

Every two years, each professional st aff member of RESPECT has to prove
their expertise through an on -line test and has to reach at least a 75%
success rate. Each participant has three attempts to pass each module. If

they fail at the third attempt, they take an oral exam, which is assessed

by a committee of the firm’s internal specialists. The purpose of the
committee is to determine the reasons for the failure, whether the
participant really does not understand the matters discussed, or he/she

simply does not understand the questions and/or is not comfortable with
the online exam regime. The committee was convened only once over the
last 5 years, for the liability insurance module, and it was discovered that

the candidate understood the field, but was not able to fit into the time

limit set f or the test, and because of that did not earn enough points to

pass. The long -term success rate in passing the modules at the first
attempt is around 70%, only a few participants have to wait for the third

attempt to succeed and they are mostly newcomers i n the field and in the
company. This education system is linked to the employee motivation
system and is managed by the HR department. About 80 staff members
participate in the training each year. The lecturers come mainly from

within the firm and must hav eatleast5 -year s 6 e x pnansuraaae C
brokerage.

Given the success of the internal RESPECT Academy, the firm decided in

2012 to widen the scope and include their business clients and their staff

in the system, in order to train clients in the field of insurance products
and services. RESPEC T Academy for clients is organis ed in the form of
regular seminars (there are usually 4 per year which last from 2 to 5

hours), the training is free of charge for the participants (it is fully financed

by RESPECT) and all participants obtain a certificate at the end.

Since 2014, the Academy has also been opened to non -clients of
RESPECT, roughly on the same principles as described above. They are

11



Impact and benefits
achieved

Main success factors /
obstacles

Web link

considered by the firm as potential clients and receive an offer to t ake
part in the training courses through RESPECT dealers/business
representatives or they can learn about the courses on the RESPECT
website, where they can also register for a chosen course. Unlike the

clients of RESPECT, th ese non -clients have to pay for the training. The
price per person for one workshop is within the range of several hundred

crowns (CZK).

The fact that RESPECT's turnover has been rising constantly since 2010,

that it has climbed the ladder to become 4th amo ng the TOP 30 insurance
brokers in the Czech Republic, and that it was awarded the title of

Al nsurance Broker of the Yearo for 2
considered as proof that the RESPECT Academy initiative has been
beneficial both to the firm and its staff members.

It may be the motto of the training that has helped the employees to
identify themselves with the firm’s goals and visions:

Education for practice, not for theory
- Individual and flexible approach for each participant
- First -class team of specialists and experts in the insurance market

- Preparation of the necessary background papers for the training
with utmost care

- Increase of the knowledge potential of each partici pant

http://www.respect.cz

12
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Continuous training at CEPOM

]

cepum

Name of the company / CEPOM 1 Joint fund for employment and training development in the
organisation insurance brokerage sector.

Country of  HQ Belgium

Size and sector of Insurance and brokerage sector in Belgium 7 9,824.35 full time equivalent
organisation employees (FTE)

Since 2008, the CEPOM employs 1.5 full time equivalent employees

Main focus and title of Qualifications and  lifelong learning programme i Continuous training
practice

Background / rationale The CEPOM has been created to ensure that all workers, regardless of
for introducing the their level of education or the size of their brokerage company or
measure / policy insurance agency, have the possibility to access continuous training in the

core subjects of the sector but also in all matters that may pose a risk to

their job. It responds to the technical evolution s and complexity of a
multifaceted and constantly changing secto r and aims at perpetually
raising the level of training and improving skills of active employees.
Finally, the CEPOM is committed to providing a creative and effective
training policy.

Date of implementation The CEPOM started specific activitie s on 13 April 2005.  The training offer
/ duration and the range of activities have evolved overtime to best meet the
demands and objectives of the Fund. This policy is permanent.

Partners involved In accordance with its Statute, the CEPOM is administered by an Executive
Board composed of representatives of employers and employees ,




Content of the measure

Impact and benefits
achieved

appointed by Joi nt Committee 307, which is the joint ¢ ommittee dedicated

to the brokerage companies and insurance agenci es in Belgium.

All employees working in the insurance brokerage sector have the right to
attend free continuous training programme s.In May 2009, the
purpose was expanded to outplacement. It means that the CEPOM can

also intervene in the context of the reintegration of employees made

redundant by a company in the sector.

The CEPOM offers training that usually last between % da
This training offer focuses on seven main areas

y to 3 % days.
, examples of which are
shown below .

Technical skills — Languages and
Insurance Personal “Blended Sales and
E.g.: Public development learning” Marketing
procurement E.g.: Assertiveness at Acquiring specific E.g.: Selling
regulation, Legal work, Stress vocabulary of the techniques, Risk
expenses insurance management sector in FR, NL, EN management
i or DE
Communication Computer Special skills
E.g.: Negotiation courses E.g.: Time
skills, Dealing with EaA Excel management,
conflicts, s SmartTyping,

Outlook, PowerPoint

Presentation skills Financial statements

All the training courses are included in a catalogue a la carte and subject
to a minimum number of participants registered (usually 6), in the city of
the participantds choice within Belgium

The CEPOMhas also setup a fAiSeasonal Schoolo. T
develop the tools and the commercial sense of the employees of the
insurance brokerage sector. It covers the same su bjects as those listed in
the "Sales and Marketing" area and aims to boost the effectiveness and
commercial attitude of the employees concerned. Participants follow a full
training course of five days spread over 3 to 4 months. Two cycles of this
Seasonal School are organised each year, one in spring and the other in

autumn, provided that at least 8 people have registered.

The CEPOM has contributed to a wide and diversified offering of
continuous training courses that best mee t the needs of the sector. The
number of participants is steady i between 3,000 and 4,000 participants
per year for the last 7 years. The number of training days in the sector is
growing (433 days in 2015). There has also been a boost in the read rates
of CE P O M éesvsletters together with an increase in the number of

subscribers.

Regarding the ASeasonal School o, it s
10,000 people have participated to this special training
creation in 2009. An advanced

formula since its
level has been set  up to allow participants

14



Main success factors /
obstacles

Web link

from the initial training to develop and broaden the know -how acquired
with regards to ASales and Marketingo

One of the main success factor s of the CEPOM is that it works with a broad
range of stakeholders: national, regional and local federations, chambers

of commer ce, empl oyersod organi sTkhetdEBOM
continuously incorporates new requirements imposed on the sector, e.qg.

the new status of outplacement since 1 January 2014 in Belgium.
Outplacement can be defined as a series of assistance services and
consultancy activities provided by a service provider. The employer pays
outplacement agencies for laid -off employees, to offe  r them, individually

or in a group, the opportunity to find a new job with a new employer by
themselves or to start as self -employed. Through the CEPOM, th ese laid -
off employees can thus attend training relevant for working in the
insurance and brokerages  ector. The CEPOM is thus able to respond to the
sectords needs and tnoadegraing aireed at enapioyeesr e
working in the insurance and brokerage sector.

The development of training aimed at employees from different age
ranges also con tribute s to the success of the j oint fund, e.g. special
training that integrates new concrete tools to address the
intergenerational challenge and employability of people over 60 years.

http://www.cepom.be
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Providing quality training to
disabled young graduates
through the Trainee

Programme at VZP

VSEOBECNA
A ZDRAVOTNI POJISTOVNA
( ¢ CESKE REPUBLIKY

Name of the company / VZP (General Health Insurance Company)
organisation

Country of HQ Czech Republic
Size and sector of VZP provides public  health insurance and was established by the State.
organisation VZP is the largest health insurance company in the Czech Republic,

representing 59% of the market in the insurance sector. VZP has nearly
6 million clients and is a member of the Association of Internation al non -
profit health and sickness insurance companies. VZP employs over 3,500

employees.
Main focus and title of Quialifications and Lifelong Learning T The Trainee Programme for Disabled
practice Graduates that provides employment support for students wit h disabilities

and links their integration into traditional trainee programmes.

Background / rationale The Czech State requires companies to employ at least 4% of people with
for introducing the physical disabilities in the total number o f employees. In case of non -
measure / policy compliance with this quota, the company must pay a fine to the state

budget. Alternatively, the company can buy services or products from
other firms that employ mainly disabled people.

VZP as a socially responsible company favo urs the employment of disabled
people, and especially the integration of young disabled students after
graduation.

Date of implementation The initiative was founded in 2013, initially as a unique pilot project. After

/ duration several months, the project was evaluated as being highly effective and
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Partners involved

Content of the measure

Impact and benefits
achieved

Main success factors /
obstacles

Web link

attractive for students. Due to high interest in the programme, it was
included in the company's long -term strategy.

The pilot project was initially developed in collaboration with the
Metropolitan University in Prague and the Endowment Fund to support the
employment of people with disabilities. Gradually, contacts were made
with other colleges and universities.

Graduates from colleges and universities get a chanc e in a special trainee
programme to gain initial work experience. At the same time they have

the opportunity together with the employer to seek appropriate long -term
employment in their field or area of interest. Likewise, graduates have the
opportunity to  practically test a given job.

The main principles of the Trainee Programme for Disabled Graduates
project are the following:

- The basic unit of the programme is a three -month contract for the
disabled graduates

- In the case of successful completion of the contract, it is extended
for another three months

- The best graduates of the programme will receive a permanent
employment contract

- Provision of equal access, benefits and claims for disabled
employees
- The possibility for individual development and participation in

special projects

- Impact and benefits achieved

The programme has so far supported almost 100 disabled graduates.

The Trainee Programme for Disabled Graduates has led to a new
prevention programme at VZP called "Mutiny to injuries". The programme
is designed for students of elementary and secondary schools. Disabled
VZP employees meet with students and encourage them to behave safely
and thus prevent accidents. Using their personal stories, they describe life
with disability to students.

The Trainee Programme for Disabled Graduates was a success as it
favoured the emergence of a new corporate culture focused on the
development of mutual tolerance and support. New management

expe riences related to personal approaches were implemented. It led to

the promotion of the strengths of a diversified work team. All the
employees are involved in the integration of disabled graduates. It
reinforces the vision and understanding of VZP as a so cially responsible
employer.

http://www.vzp.cz

http://www.zdravakariera.cz
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3. Health & Safety measures

The main health & safety issues for insurance employees nowadays are mainly stress at work, mental

health, the physical position (ergonomics), the workspace and changing working conditions. Thus, the aim

of health and safety at work measures is to creat e a sound working environment, with working conditions

that support the  physical and psychological wellbeing of the employee. This can be realis ed through , for
instance, medical advice, the provision of a confid ential helpline, or counselling . Other examples to prevent
high level s of stress can be found in a good communication and support between the employer and the
employee but also between colleagues. Training , including  specific training to cope with stress , can also
be of great help, notably rega rdi ng changing working conditions. Good work planning by management can
also be an answer to health and safety issues in a company (distribution of workload, setting realistic

objectives and targets, etc.).

Implementing health and safety measures can benef it both the employer and the employees as it can
result in a reduction in absenteeism, better health or a reduction of stress for the employees.

This section of the booklet look s into creative and innovative solutions that have been designed to cope

with health and safety issues in the workplace. These include anti -stress camps developed in Slovakia

(Allianz Slovakia) where the employees have the opportunity each year to go on a three -day trip supported

by the company. There, they choose beforehand the ac tivities they want to do, e.qg. training for a healthy

back, pilates, yoga, swimming lessons and other wellness activities, as well as training on how to deal with

stress. Another example in this area is the AHappy Weeko i mplemented b)ywhiesh Czech co
takes place twice ayear and where employees can choose a theme to focus on, such as understanding of

the human physiology, health habits at work (e.g. er gonomics, stretching exercises).
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