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In the Foreword to the document, Principle (ii) of the 'foundations of the pensions system should be based in the years to come’ highlights the importance of 'a strong active employment policy'. 

The following are our recommendations on Active Labour Market Policies for young people :
The design and implementation by government, social partners  and relevant stakeholders on strong Active Labour Market Policies as an effective key policy instrument is key to address the Pension Systems structural isssues

Integrating young people in the Labour Market

 Early School Leavers 

· National research needs to identify the causes of early school leaving 
· Further promotion of the importance of foreign language competence to improve education and employment opportunities as well as mobility of young people
· Ensure that employability and training programmes such as among others, the Erasmus+ programme,   the Gaurantee Fund for early school leavers and NEETs are monitored to ensure effective outcomes 

· More effective work-based learning (WBL) including high quality traineeships, internships, apprenticeships, dual or other work-based systems dual training systems
· Access for  young persons with disability to work-based learning 
Validation of non-formal and informal learning 
· The validation of learning outcomes (knowledge, skills and competences) acquired through non-formal and informal learning can play an important role in enhancing employability and mobility, as well as increasing motivation for lifelong learning, particularly in the case of the socio-economically disadvantaged or the low-qualified. 

· Employer organisations, individual employers, trade unions, chambers of industry, commerce and skilled crafts, national entities involved in the process of validating professional qualifications and in assessing and certifying learning outcomes, employment services, youth organisations, youth workers, education and training providers, and civil society organisations are key stakeholders with an important role to play in facilitating opportunities for non-formal and informal learning and any subsequent validation processes
Employability Skills and Entrepreneurship 
· Programmes for employability skills should include personal and social development modules to develop ‘soft skills’ such as leadership, problem solving, responsibility, teamwork, positive self-esteem  etc.
· The Lifelong Learning strategy should widen the scope of programmes and make better use of partnerships with other stakeholders, including NGOs and Local Councils 
· Foster  an entrepreneurial mindset for boys and girls at all levels of education,early school, Primary, Secondary and Tertiary education 
· Pre-start, start-up and development incentives can be effectively linked to a range of other active labour market policies (ALMP) and also need to be seen in the context of a wider framework of business support and enterprise development.
· Disabled workers: The need to give a higher priority for disability issues in active labour market policies and greater involvement of national disability associations. This should be accompanied with an analysis of the impact that current measures, including flexible working and supportive measures are having for increasing the employment rate of people with disabilities.
· The strengthening of a Digital Agenda Strategy and its implementation is highly relevant to the creation of job opportunities.  Through the Comenius, Erasmus, Grundtvig and Leonardo subprogrammes; the Erasmus+ programme - which falls under the Europe 2020 strategy, the Education and Training 2020 strategic framework and the Rethinking Education strategy; the Communication on new technologies and open educational resources (Opening up Education: Innovative teaching and learning for all through new Technologies and Open Educational Resources, COM(2013) 654 final).

Recommendation 01: Crediting contributions for child rearing,  family growth and gender equality

While fully supporting this recommendation, the Association for Consumer Rights (ACR) is of the opinion that  there are a number of aspects that need to be considered to ensure that measures are in place to reduce the gender gap in pensions between men and women in Malta. Addressing these challenges in the medium to long-term can result in increasing the participation rate of women and hours of work  in the labour market and hence better pensions entitlement for women.
The gender gap in pensions was examined for the first time in-depth in a report published by the European Commission in 2013. This report demonstrates the importance of pensions as a determinant of economic independence. However, it also outlines significant structural gender differences that contribute to the gender gap in pensions, including labour market participation, distribution of working hours (in particular part-time work) and the gender pay gap. In Malta (2012) the pensions gap stands at 18%

Challenges and obstacles

In the majority of Member States (BG, CZ, DK, DE, EE,EL, HR, LV, LT, HU, AT, PL, RO, SI, SK, FI, SE, UK), women aged 50 to 69 form a larger proportion of those receiving a pension compared to men. 
The age at which a person first receives an old-age pension is an important factor to examine — particularly from a gender perspective — as there can be some important differences between women

and men in some Member States. In 2012, the average age at which a person first received an old age

pension was just above 59 years of age, with only a small gap between women (58.8 years) and men

(59.4 years). 
Although this may allow them to reduce their involvement in the labour market after the age of 50, it is also important to consider the amounts these pensions amount to, since earlier access to lower pension can represent a challenge for future economic independence and lead to a risk of poverty. Often unable to reach full-pension entitlements, women may be more likely to receive social security pension benefits than men.
The Gender Equality Index shows, sectoral segregation is persistent. Women are over-represented in sectors and professions associated with lower wages, which also relates to the general under-valuation of female labour, both of which have been identified as contributing to the gender gap in pension

The under-valuation of professions and subjects associated with women and gender segregation within tertiary education in general also add to the gender gap in pensions (Rognvaldsdottir and Petursdottir, 2012; Frericks and Maier, 2008). While women on average outnumber men in tertiary education as students (55 %) andgraduates (59 %), they remain to be under-represented in certain disciplines, such as engineering and among PhD graduates (46 %) in 2010 (European Commission, 2013c). Currently, only 30% of the 7 million or so people working in the ICT sector are women; women are under-represented at all levels and above all in decision-making positions

Moreover, it has been found that women’s association with care work can lead to their exclusion from training programmes, as employers may choose not to invest in them (Frericks and Maier, 2008) at least in some countries.

Motivations for transitions from work to retirement from a gender perspective 
Transitions between work and retirement are the results of different motivations, which are themselves

highly gendered.

Health

Specifically in old age and with their  smaller number of healthy life years, women might require more healthcare, which in some instances and with low pensions may be difficult for them to option. Differences between women and men in the number of health life years make this significant. In 2012, women’s life expectancy was 83 years compared to just under 78 years for men in the EU-28. However, women and men’s expected number of health life years, that is life without moderate or severe health problems, is approximately equal at 62 years. This means that women are healthy for 75 % of their lives compared to 79 % for men. Emphasis on reforming healthcare systems in line with increasing age-related expenditure should be considered 

Money

Women’s access to financial and economic resources remains lower than men’s, with a score of 68.9

out of 100 in the domain of money for 2010. Overall, women earn less than men on average due to their

different position in the labour market, increasing women’s risk of poverty (EIGE, 2014). The higher

risk of poverty women face in general is translated into the gender gap in pensions. 
Knowledge

The Gender Equality Index shows, sectoral segregation is persistent. Women are over-represented in sectors and professions associated with lower wages, which also relates to the general under-valuation of female labour, both of which have been identified as contributing to the gender gap in pensions.
The under-valuation of professions and subjects associated with women and gender segregation within tertiary education in general also add to the gender gap in pensions (Rognvaldsdottir and Petursdottir, 2012; Frericks and Maier, 2008). While women on average outnumber men in tertiary education as students (55 %)  undergraduates (59 %), they remain to be under-represented in certain disciplines, such as engineering and among PhD graduates (46 %) in 2010 (European Commission, 2013c). Currently, only 30% of the 7 million or so people working in the ICT sector are women; women are under-represented at all levels and above all in decision-making positions.
Moreover, it has been found that women’s association with care work can lead to their exclusion from training programmes, as employers may choose not to invest in them (Frericks and Maier, 2008) at least in some countries.

Motherhood

Comparing average earnings of women without children and men to the earnings of mothers, research has identified a ‘motherhood penalty‘ on mothers’ average wages and incomes, with mothers earning less

than their equally qualified childless counterparts (Sigle-Rushton and Waldfogel, 2007; Gangl and

Ziefle, 2009). In conducting a laboratory and audit study, Correll, Benard and Paik (2007) found

that motherhood is penalised on a number of measures, such as competence and starting salary

and mothers were discriminated against when applying for jobs in comparison to men and non-mothers.
On the contrary, fatherhood appeared to have a positive influence on assumptions about

men’s competence and job prospects. In their quantitative assessment of the motherhood penalty

in wages in 22 countries, including 14 EU countries, Budig, Misra and Bockmann (2010) found that

the intensity of the motherhood penalty in wages varies considerably across countries. Further, their

study shows that cultural attitudes and social policy concerning mothers’ employment significantly

impact the pay gap faced by mothers. Their study suggests that ‘cultural support for maternal employment, and sentiment that maternal employment is not detrimental to child well-being, are strongly associated with smaller motherhood penalties (p. 25).
Cultural attitudes appear to be of particular importance, as negative attitudes towards women’s employment can mitigate or even negate the positive influence of parental leave policies and the availability of childcare provision on the motherhood wage gap (Budig, Misra and Bockmann, 2010).

Moreover, with women having less access to financial resources, they are also less likely to be able to

invest in private pension schemes in the process of pension privatisation (Frericks, Maier and de Graaf,

2007a), which matters greatly in the context of policy changes in national pension systems before and as a reaction to the economic crisis. As mothers are more likely to follow non-standard employment

patterns and, similarly to low paid workers, their income progression is lower than men’s

Gender inequalities in employment and the distribution of unpaid work.
Care credits often do not account for a sufficient amount or period of time to substitute for labour market participation and can also discourage labour market participation in the first years of childcare and part-time work in consecutive years (Frericks, Maier and de Graaf, 2007b), as the reception of care credits is based on a withdrawal from paid work and not a reduction in hours.Thus, while care credits can certainly have a positive impact on the gender gap in pensions, it is important to address gender inequalities in employment and the distribution of unpaid work.
As such it is crucial to view gender in the limited but important sense of the distribution of paid and unpaid work roles over the life course, hence  it is important to move away from basing pensions thoroughly on earnings-related benefits and viewing it as ‘representing a spectrum of life course patterns’. 
There is the need to adopt appropriate legislation with regards to divorced or cohabiting partners to safeguard their interests and protect their entitlement to social benefits and pension rights 

Source EIGE: Gender Gap in Pensions in the EU

Research Note to the Latvain Presidency 

EIGE website: http://www.eige.europa.eu
Recommendation 02: Crediting Contributions for Human Capital Development and Lifelong Learning 

Aspects to be considered besides crediting contributions 

· Addressing age discrimination attitudes and practices at the workplace 

· The Lifelong Learning Strategy needs to ensure a wider spectrum of area of studies, training and skills acquisition programmes to address the needs of older persons   

· Participation in lifelong learning continues throughout person's lifetime. 
· All stakeholders need to continue to develop an approach that emphasises lifelong learning for individual older people, employers and communities;

· Greater solidarity and cooperation between and within generations;

· Governments to ensure the digital inclusion and training of older people;

· Employers to adapt the working environment and find contractual arrangements to meet the needs of older workers; 

Recommendation 06:  Facilitating the transition of Workers from the Shadow to the Formal 

Ecomomy 

Identifying and addressing undeclared work

Undeclared work exists across different sectors: agriculture, construction, craft manufacturing

(textiles, clothing, footwear, etc.), retail, hospitality, catering, maintenance and repair services, 

care work and domestic services.
Falsely declared work involves a very diverse range of people: employees not covered by social security, or without a contract or paid partly in cash; family helpers; workers who do not declare their second job; self-employed workers who choose not to follow the rules; the bogus self-employed; and workers from third world countries who are subcontracted  without minimum standards for decent work
. Specific measures are required for the transition from informal to formal work according to the different situations  
Addressing the two types of undeclared work: falsely declared or bogus self-employment and 

care work and domestic services require different strategies.
Measures designed to prevent and deter undeclared work requires the efforts of all stakeholders including government (as regulator) social partners (Trade Unions and Employers) and Civil Society and should combine a variety of tools: controls and sanctions with smart regulatory measures, through  a legal framework, using efficient methods so as to encourage employers to declare work and comply with the law, including through tax incentives and simplified systems for the payment of tax and social security obligations and education campaigns and tax incentives to coax undeclared work into the open. 

The involvement of irregular immigrants in undeclared work is a serious problem that must be tackled as part of the overall strategy to counter irregular immigration. For many irregular immigrants undeclared work is an unavoidable survival strategy. 
In the provision of services to the family (domestic and care work) three main areas need to be 

distinguished: 

· Home-cleaning, 
· Childcare 
· Care for the ill, those with severe disability and the elderly.  

It is important to distinguish between these areas because the skills and qualifications needed, 

though often linked, differ to some extent, as do the status and perception of the people who 

deliver them.

Bringing this work out of the shadows, giving these jobs professional status and making them into real careers, with employment contracts, training, social protection, career progression and rights equivalent to those of other employees, are prerequisites for their development. It is clear that the jobs in question, especially in the area of home-cleaning, are still often considered not to require particular knowledge or skills. 
The development of the sector also requires the development of businesses – cooperatives, associations or companies – which act as intermediaries between people requiring services and those who are qualified to provide them. The business is responsible for finding customers and for offering the employee a work schedule. The employee would then have a single employment contract, which would make social protection easier and would pay for travelling time between customers' homes, taking leave or taking part in training courses. This intermediary would also give a commitment to the customer: to send employees who are competent, honest, discreet and properly trained and that the service will be provided even if the regular employee is ill or on leave. The customer would no longer entrust his or her home or family members to an individual, but to the company.
Recommendation 07: An Economic Migration Policy for Malta 

Devising an economic migration policy for Malta is complicated and needs to be considered in the context of  the  European Agenda on Migration (Brussels, 13.5.2015 COM(2015) 240 final) and other Commission initiatives including the Reform of the Europen Neighbourhood Policy currently under review, addressing the following areas:

· A coherent implementation of the Common European Asylum policy

· A new policy on legal migration

· Improving standards on reception conditions and asylum procedures 

· The long-term economic and demographic challenges

· Maintaining Malta (Europe) as an attractive destination for migrants 

· Well managed regular migration

· Review of the Blue Card directive

· Recruitment difficulties or skills gaps

· Integration of migrants

· Effective management of labour  migration

· Rules on taking migrants' fingerprints

· Evaluation of the Dublin System (in 2016)

Migrant Entrepreneurs

Government and society need to recognise the key contribution that migrant entrepreneurs can make to sustainable growth and employment. However, it is important that this recognition should not be considered in isolation or separately, but as part of the overall  Growth and Jobs Strategy, the Small Business Act and the value-added of SMEs towards economic growth 

Migrant entrepreneurs also enhance social opportunities for migrants, create more social leadership, are role models in society, especially for young people, increase self-confidence and promote integration and social cohesion.

Recommendations 

· Recognise and promote migrant entrepreneurship as part of integration policies.

· Review the regulatory and structural framework for setting up businesses in general, by reducing unnecessary administrative requirements that can be barriers to starting a business.

· Minimise the risk of illegal immigration and in particular illegal employment by implementing Directive 2009/52/EC
 of the European Parliament and of the Council dated 18 June 2009. Article 14 of this directive requires Member States to "ensure that effective and adequate inspections are carried out on their territory". 

· Help increase long term employment rates by providing more support for existing migrant businesses, especially those run by women and young people, so that these businesses become more sustainable.

· Boost awareness and strengthen the capacities of intermediary organisations, such as trade associations, chambers of commerce and cooperatives, so that they can support these businesses in meeting legal requirements such as labour and tax regulations
· Continue programmes that increase the human and social capital of migrant entrepreneurs by providing various services, such as advice and information, training, networking and mentoring. 

· More attention should be given to existing migrant enterprises, especially those in high-value sectors 

· Access to credit is a very important issue for entrepreneurship, therefore more programmes should be put in place to increase the financial capital of migrant entrepreneurs, by:

· making them aware of funding sources

· providing them with specific training 

· increasing the knowledge, expertise and understanding of credit institutions of this specific group of corporate clients.

Creating businesses by migrant women  

· Specific programmes to facilitate the creation of businesses by migrant women.

· Support services for women to enter the labour market including affordable childcare services 

· Drawing up a business plan, marketing skills etc and training on personal and social skills such as how to integrate, interact, avoiding isolation. Banks do not give funding for a start-up without a proper busines plan: practical activities are neceesary – developing business skills.
Addressing barriers to decent work for migrants
· One of the major difficulties is evaluating qualifications of migrants who have to leave their country without documents, seeking employment in host countries in Europe resulting in the barriers to integration in the labour market.

· The issue of de-skilling of migrants who are deployed in occupations that do not reflect their qualifications, often owing to the non-recognition of their overseas qualifications is leading to an increasing number of migrants in the shadow economy. 

· Recognition and evaluation of qualifications of migrant men and women (currently at the discretion of Member States) need to be treated within a wider package to include also integration, family re-unification and social integration.
· The need to have a clear picture of the different groups of men and women and their background.
· Addressing problems regarding recognition at the points of entry.
· Addressing the differences between skilled and unskilled  migrants.
· Acknowledging the different legal status of migrants as third country nationals.
· Addressing issues related to economic groups linked to residence permits, links through marriage, dependency etc.
· Addressing the needs of migrant students

· More attention should be given to existing migrant enterprises, especially those in high-value sectors 

· Access to credit is a very important issue for entrepreneurship, therefore more programmes should be put in place to increase the financial capital of migrant entrepreneurs, by:

· making them aware of funding sources

· providing them with specific training 

· increasing the knowledge, expertise and understanding of credit institutions of this specific group of corporate clients.

Addressing issues concerning migrant women
· Recognition of qualifications and assessing newcomers skills – recognition and validation of their skills.
· Acquiring more information on qualifications even though documents are often missing.
· Eqaual access to the labour market.
· Access to vocational training.
· Study grants – currently reserved only for long-term residents.
· Equal access to the public sector.
· The need for a revision of the EU Family Re-unification Directive, which currently does not cover labour market legislation (The Commission will be issuing a Communication on guidelines to the Family Re-Unification Directive).
· The need for support and co-operation by Civil Society, regional and local authorities, together with representatives of migrants themselves. 

· Professionalising domestic work.
· Strategy for facilitating the transition from the shadow economy to the formal economy to target also migrant women

Recommendation 8: Incentivising Active Participation of Elderly Persons through the Removal of the Mandatory Retirement Age. 

Changes to the law regarding retirement

ACR fully agrees with this recommendation. If the reform is in favour of working past retirement, then the law has to change.
Eg: In UK Default retirement age (formerly 65) was abolished - most people can now work for as long as they want. Retirement age should be when an employee chooses to retire.  In UK most businesses don’t set an age that their employees must retire at. If employees choose to work longer they can’t be discriminated against. However, some employers can set an age that employees must retire at if they can clearly justify it.

It’s an employee’s responsibility to discuss when and how to retire with their employer. This could include phasing retirement by working flexibly.

Members of occupational pension schemes need to discuss with their pension scheme managers what impact a change in working hours or income might have on the pension, whether the scheme supports phased retirement or working beyond the scheme’s normal pension age.

Employers may or may not be able to agree requests. If an employee is unhappy with their employer’s decision, they can challenge this at an employment tribunal.

Retirement is a form of resignation - employers and employees must follow the right procedures for this.

Retirement age is not the same as State Pension age which can be between 60 and 65, depending when someone was born and if they’re male or female. Anyone can continue working past State Pension age.

Recommendations 04 and 08: Removing the ceiling on the payment of Contributions Post-65 years of age. 

The Association for Consumer Rights (ACR) while agreeing with this proposal, is of the opinion that a  draft policy be issued for consultation to ensure the social and economic impact on employees caters for the different workers and not on a one-size-fit-all basis. 

The removal of the mandatory Retirement Age requires a careful study of the

· Type of work including work that is physically strenuous or stressful; possiblity of adapting to other forms of work 

· Hours of work – full time, part time etc

· Financial advantages or disadvantages beyond the allocation of retirement pension schemes in the  current situation of the Mandatory Retirment Age .

· To be introduced on a voluntary basis

· Motivation/incentives for elderly persons to opt on working beyond the retirement age 

· Other

Recommendation 13: Incentivising Late Exit from the Labour Market 

Recommendation 14: Incentivising the Deferral of a Retirement Decision 
Addressing barriers for older people in the Pensions Reform  

Older people are dynamic, capable and vital members of our society. They pass on knowledge, skills and experience to the next generations. As individuals and collectively they contribute to our economy, to our neighbourhoods and to carrying our history. As family members older people are responsible for encouraging cohesion and solidarity in our society.

Active social, cultural, economic and political participation of older people relies on a correct image of age. We must discourage the use of overly dramatic language by the media and governments to describe an ageing society.

Working beyond Retirement Age

ACR agrees with the proposed reform based on rewarding those who remain in work after retirement by allowing them to contribute more so they would be able to qualify for a full pension and for those who already have attained a full pension to have a chance to increase their pension by delaying their pension claim. 

Pensioners need to be incentivised to work beyond retirement age and keep paying their NI. If they are healthy they may want to keep on working. Yet this should be compensated with a larger pension when these finally retire in proportion to the extra years worked up to a certain limit say 5 years. 

As stated in the report, Malta’s further economic and social development is intrinsically tied with the competency, skills and knowledge of its human capital which demands upgrading and deepening of such values. Persons with further and higher education have a higher gross value added. To keep such persons in the workforce, there should be incentives. 
With reference to UK, if one decides to work longer, he/she is likely to take home more money because they do not pay any National Insurance when you're over State Pension age. Also anyone born before 6 April 1948, they are entitled to a more generous tax allowance.

However, in Malta those who have reached statutory retirement age and receive the pension and decide to keep on working, have to also pay their NI until they reach age 65. This NI is not giving them any extra benefit. Although they will not pay anymore NI past age 65, yet  if NI is introduced at any age after the State Pension Age whatever that age may be, then this must come with benefits as in return the pensioner is forsaking his pension by deferring.  

In UK , the longer one puts off receiving the pension, the more the State Pension entitlement grows - as long as one defers for at least five weeks. One does not have to state in advance how long it will be deferred for and one can start claiming it at any point. The benefits are either extra state pension or a  lump sum payment of the deferred pension payments with interest 

Motivation

It is possible to distinguish between two different types of motivations: pull and push factors.
Pull factors can be understood as reasons that drive individuals to remain in work, either
intrinsically (e.g. personal satisfaction) or extrinsically (e.g. providing greater income). 

Push factors are those that contribute to driving individuals out of work such as care responsibilities or ill-health.
Main reasons for persons aged 50 to 69 who receive a pension to continue working by reason

and working time (EU-28, 2012): 

Pull factors

· Financial: To provide sufficient personal/household income or/and to establish/increase future retirement pension entitlements and 

· Non-financial reasons: e.g. work satisfaction

Main reasons for economically inactive persons aged 50 to 69 who receive a pension to quit

working in the EU-28 for both men and women  (EU-28, 2012): 

Push factors 
· Own health or disability 
· Had reached the maximum retirement age 
· Lost job and/or could not find a job 
· Favourable financial arrangements to leave 

· Family or care-related reasons 

· Other reasons
Recommendation 18:  Introducing Incentives for a Voluntary Third Pension 

ACR highly recommends this recommendation as this will motivate people to save.  This should also apply to existing saving schemes with Insurance Companies. Now that we see less stringent requirements with pension schemes, one can receive fiscal incentives and be left to make his choices once the scheme vests.    

Recommendation 19: Nudging Persons to save for Retirement 
Stakeholder Pensions

Learning from the experience of other countries that have reformed their pension systems, let us look at the UK. Here the Government realised that people are not saving for their pensions. Also not all employers were offering an occupational pension system to their employees. In order to stimulate savings and providing easy access, the Government introduced Stakeholder Pensions to be offered by all employers except those already offering their own pension. The employer does not need to contribute to this but has to make it available to his employees.  So the employer who employs above a specified number of employees, has to set up a pension scheme for his employees.  
These pensions should satisfy the following: 

· Management charges cannot be more than 1.5% of the fund’s value for the first 10 years and 1% after that  
· Be able to start and stop payments when you want or switch providers without being charged

· The pensions have to meet certain security standards, e.g.  have independent trustees and auditors

· Payments should start from an affordable small amount a month  

· One can pay weekly or monthly.
· If one does not wish to make regular payments, one can pay lump sums any time one wants 
            The Government should allow pension providers to offer this type of pension and the employer will  

            choose the one he would desire for his employees.  ACR agrees that there should be a mandatory opt-in 
            and voluntary opt-out to such schemes and the Government to offer proper fiscal incentives 

Inculcating a Culture of Literacy with regard to Financial Savings and Investments and Retirement Income   

ACR is totally in favour of this and has been supporting such a cause in its AGM Resolutions. 

Recommendation: Governmental Pension Advice Offices/Helpline for the Consumer 

The subject of pensions may seem like a maze to many. In fact it can be quite complex and it may involve many choices. The Maltese Pension system is one of them. Let us take the UK Pension environment, chosen here for its long experience in pensions. In our opinion this is one that has undergone many reforms and has been in existence for decades.  The UK Government has realised, now more than ever, due to the unleashing of restrictions on pension choices, the need to have a service for the public to provide guidance. This should not come from the private sector, due to potential conflict of interest between the interest of the pensioner and the business that is providing the advice. In UK this is called Pension Wise Service and the Maltese Government should provide such a dedicated service apart from the Social Security Offices which are already inundated with dealing with other social services. 

ACR fully supports the proposal made by the Pensions Group to set up once again a National Commission for Financial  Literacy and Responsible Consumption, which will bring together a wide range of stakeholders, rather than have fragmented and sometimes conflicting information. The Malta Competition and Consumer Affairs Authority (MCCAA) need to be given more powers as regulators and law enforcers.
Financial education that is accessible to everyone will benefit society as a whole. Financial training projects should be targeted as a priority at the sections of the population that are at risk of financial exclusion.
Financial Education and Responsible Consumption

Over the past few years, growing complexity and lack of transparency in the financial system have made it increasingly difficult to understand financial products. The European Commission and the OECD have responded to this situation and are taking action to deal with the shortcomings of the financial system, taking the necessary steps to regulate the financial commodities market with a view to: 
· increasing transparency,
· enhancing the quality of information and 
· improving supervisory mechanisms.
Recommendations:
More powers to MCCAA to ensure effcctive law enforcement 

The financial industry is in duty bound to apply relevant legislation properly and to self-
regulate in order to foster appropriate and honest practices making it easier to access transparent 
financial products: consumers should know exactly what they are signing up to and should be 
able to compare the market easily. Improvement of regulation, supervision and transparency of the

financial system to increase consumer  investor protection for financial products is essential.

However, citizens must still be responsible to improve their financial awareness throughout their lives and to make informed decisions to ensure the responsible consumption of financial products. 
Financial education should be seen as a comprehensive policy in which all stakeholders work together:
· public administrations,
· the financial industry, 
· businesses, 
· trade union organisations,
· consumer associations,
· the education system, and in general terms, 
· all citizens as consumers of financial products. 
Proposed measures and recommendations

Demographic, socio-cultural and technological factors have given rise to new forms of financial behaviour. Consumers are now looking for tailored products and more professional customer service; they are asking for more information, taking an interest in where their money is being invested, and taking a sceptical approach.
· Education and training should be carried out by bodies free of any conflict of interest. 

· An education system which should encourage consumers to develop their critical faculties and  financial education should continue throughout people's lives through Lifelong Learning porgrammes.                                  

· Financial education to become a compulsory subject on the school curriculum, and  followed up in training and retraining programmes for workers. 
· As a subject, financial education should encourage responsible management of financial affairs (saving, use of credit cards, borrowing, etc.) and promote socially responsible financial products. 
· The financial industry itself has an obligation to be actively involved in programmes focusing on both microfinance and education, and in the provision of access to basic financial services.
· In a knowledge-based society, an education system that encourages people to think critically, financial education is a strategic tool which should go hand in hand with the new process of regulating the financial system. 
· The idea of the "responsible consumption of financial products"  encourages people to distinguish between what they desire and what they actually need. The concept of "responsible saving" is also becoming more popular. It involves thinking long-term and supporting socially responsible products
 – products which perform better against environmental, social and corporate governance criteria.
· There is the need to ensure that all segments of the population are sufficiently financially
aware throughout their lives is crucial for maintaining confidence in a well-regulated financial system, and for ensuring its development and stability. 
· Financial institutions also have a key role to play. This means the financial industry giving society a commitment to guaranteeing honesty and transparency in its customer service provision, acting unequivocally in the customers' interests. 
· Transparency is crucial when interacting with consumers, and it is also key in the process of winning back consumer confidence in the financial services industry.
· Transparency of information is ensured through reports and publications, responsible advice, leaflets, information sheets, guides, new ways of making enquiries, presentations of products and financial services, etc. 
· Small print, unfair terms in contracts and misleading advertising should all be eliminated.
Looking towards the future

· There is the need to establish strict, binding codes of conduct for staff at financial institutions, which should reduce the potential conflict of interest between giving advice and marketing products. Financial institutions should bear the burden of proof as regards their compliance with the codes of conduct. 
· Financial  intermediaries (including not only banks, but also insurance brokers, stockbrokers, 


etc.) should, whilst adhering strictly to the regulations in force, adopt best practice to protect the consumers of financial services, by improving the quality of information (clear, precise, tailored to needs, understandable and comparable with other products), policies that support financial training of savers and investors, and professional advice (reliable and honest) which supports consumers in their choice. There should be an independent ombudsman to defend and protect the rights and interests of purchasers of financial products. 

Governments and financial institutions need to provide sufficient resources to promote their initiatives: 

· Implement common methodology to assess people's level of financial literacy and inclusion.
· Draw up national strategies on financial education, with appropriate processes for monitoring and impact assessment.
· Strengthen financial inclusion strategies. Step up efforts to target specific groups (young people, women, immigrants, people on low incomes).
· Protect consumer rights on financial products.

· Strengthen cooperation between the European Commission, the OECD and national governments to exploit potential synergies and avoid duplication of work. 

· Organise a European Day for financial education, for example, endorsed by the EU Presidency of the time.

· Promote an annual conference on financial education, with the involvement of recognised experts 

The following suggestions can serve to bring together initiatives to improve people's financial 

skills as well as measures to increase consumer protection in the field of financial products:

· Set up an independent body to provide advice free of charge to consumers on financial products, and on how to incorporate environmental, social and governance (ESG) criteria in their financial decision-making: this body could give advice either face-to-face or via a phone hotline.

· Make it compulsory for the financial industry to provide material that informs the consumers of financial products about their rights and the steps to take if they disagree with a proposal or decision made by a financial institution.

· Include warnings in the information provided with financial products (similar to the warnings that come with medicines) on any secondary or potentially adverse effects and the secondary effects of the product, together with key points on the conditions of the contract.

· Promote the widespread use of national social security accounts, so that all employees are informed, once a year, about the pensions they would receive when they retire.
· Promote financial products tailored to young people (from the age of 14, in other words, before young people can leave school and start working) and give them regular updates on the characteristics of these products and how they work. 

· Encourage the toy industry to develop educational toys involving financial concepts. 

· Broadcast short TV and radio programmes (10-15 minutes long) on basic financial issues (loans, mortgages, insurance, etc. and basic concepts such as profitability and risk), create multimedia initiatives and promote financial education through social networks.

· Make better use of consumers' associations and other independent organisations from organised civil society to disseminate and implement government initiatives in the field of financial education. 

· The European Commission should increase its sponsorship of financial education initiatives in the Member States, on the basis of good practice that is identified.

Online Access to State Pension Statement 

The Government should also provide easy online access for anyone who wishes to see how his Contributory State Pension is developing. Online statements should be provided. This will also show how the State Pension is in reality in comparison to the current wage being earned and in this way incentivise the necessity for private pension provision.  

Recommendation 25 and 26 : Gender Equality 

Divorce and Separation 

Pensions entitlement have to be shared by both partners in cases of divorce or legal separation or the end of long term co-habitation.   Most times the bread winner would have been saving for his retirement whilst the other partner stayed at home looking after the family.  
There is the need to adopt an appropriate legislation with regards to divorced or cohabiting partners to safeguard their interests and protect their entitlement to social benefits and pension rights. 

The pension can be the biggest asset in divorce or dissolution after the family home, so it is important that it is not overlooked. It can be split in several ways. 

Eg: In Scotland, if one divorces or dissolves the civil partnership, the value of the pensions built up by both partners will be taken into account, except the basic State Pension. Only the value of the pensions built up while married or in a civil partnership will be taken into account. This means that anything built up after ‘date of separation’ or before marriage or becoming civil partners doesn’t count.

Pensions could include:
· Schemes obtained through work

· Personal pension schemes

The ‘cash equivalent transfer value’ is the amount you would get if you were to move your pension elsewhere. It’s the figure that’s used for a valuation in a divorce or dissolution. It may be less than the ‘fund value’ of the pension because it will include any charges or penalties for transferring.

The pension must be valued on the ‘date of separation’, and only the value that has built up since date of marriage or civil partnership formed that is taken into account.

Options for splitting pensions

· Pension sharing – one partner is awarded a percentage share of any one (or more) of their ex-partner’s pensions. This share is either transferred into a pension in one’s own name or one is  able to join their ex-partner’s pension scheme. If the pension is transferred to the other partner  and this partner does not already have their own pension, then they have to set one up.

· Pensions offsetting – the value of any pensions is offset against other assets. For instance, one partner may be given a bigger share of the family home in return for their ex-partner keeping his or her pension.

· Deferred pension sharing (not available in Scotland) – this is used if the ex-partner whose pension is being shared has already retired and is receiving their pension, but the other partner has not retired and is too young to be paid a pension. An agreement is made to share the pension at a later date. This can be more complicated to arrange than an ordinary pension sharing order, and so legal costs can be higher.

· Deferred lump sum (not available in Scotland) – the partner will receive a lump sum payment from their ex-partner’s pension when he or she retires.

· Pensions attachment order (called pensions earmarking in Scotland) – one partner receives some of their  ex-partner’s pension when it starts being paid to them. This partner can receive some of the pension income, the lump sum or both. However, he/she  cannot receive pension payments before their ex-partner has started taking his or her pension.

Splitting the pension after retirement:  If one partner and/or the other ex-partner have retired, the pensions can still be split. If there is remarriage or entry into another civil partnership before an ex-partner reaches State Pension age, this pension entitlement is lost. Both partners have to reach State Pension age before they can claim it. Only a court can make a pensions sharing or attachment/earmarking order once the partner have divorced or dissolved their civil partnership – although both partners can agree to offset their  pension.

Survivor's Pension

The Association for Consumer Rights, (ACR) supports this intiaitve as it encourages women to remain longer in employment. However, ACR is of the opinion that this is discriminatory for a number of reasons: there are genuine reasons why a percentage of women are not active in the labour market or have not remained in the labour market: health, mental health, severe disability amongst others. As the Pensions Group states, the number of women  not active in the labour market is decreasing, so from a financial aspect it does not entail huge pension expenses;

ACR recommends that this recommendation be extended also to women who have left the labour force according to pre-established humanitarian criteria.
Active labour market policies from a gender dimension

Flexible and part-time working arrangements and the gender dimension of the labour market

· The development of information and communication technologies offer opportunities for innovative working time organisation that do not require full time physical presence at the workplace. This can offer part-time workers of both sexes opportunities to move into full time work while still be able to work from home.
· The concept of productivity versus physical presence at the workplace should be developed into work practices that will allow workers to fit their work schedules better with the different stages in their working life. This can be an opportunity for working parents and older workers in particular.
· R&D can provide innovative use of modern technologies to address the low participation of women in decision-making positions in business, particularly in managerial positions that may require long hours of work or full time work, and that can include a number of hours of non-physical presence at the workplace

· A careful study of sectors that have experienced a rise in productivity and competitiveness, due to support for work-life balance and the increased diversity of workers and working arrangements  should serve as examples of good practice. 

· Social protection measures for self-employed workers' entitlement to maternity leave through state social security systems for spouses and life partners should be introduced as have been recommended in the Directive of the European Parliament and of the Council on the application of the principle of equal treatment between men and women engaged in an activity in a self-employed capacity. (COM(2008) 636 final - 2008/0192 (COD)  .) 
· Applying flexible working hours for 'knowledge workers' opting to work  in part-time and full-time work, away from the traditional working hours, will make it possible for both parents to balance work and home responsibilities.

Encouraging quality flexible working arrangements and quality part time

· In the strategy for a coherent internal market, legal certainty should be guaranteed across Europe for all types working arrangements (addressing job mobility) 

· Quality part time work and flexible work arrangements should be given priority  to increase the participation rate of women in the labour market,  which is essential for a sustainable welfare system in addressing the demographic ageing situation in Europe.
· The green paper on Pensions in Europe  (which the Commission is about to publish) should address the issues regarding unsustainable pensions for women, including single mothers and other vulnerable groups, especially as a result of high rates of female voluntary or involuntary part time work or short working hours.
· Lifelong learning and vocational training opportunities (internal flexibility) should be available for women in all working arrangements including part time work.
· Female students should be encouraged to take up non-traditional studies in IT and Science to open up opportunities in sectors of better paid jobs, part time or full time as fully active individuals of the digital society. 
· The EU 2020 vision Smart, Sustainable and Inclusive should prioritise female employment within the context of effective family-friendly policies for both men and women.
(reference should be made to the ILO recommendations with regards to part time work and family-friendly measures)

Recommendation 27: Service Pension 

Service pensions or other pension entitlements should be allowed to be received in entirety and not reduced from the State pension.  In other member States people are allowed to receive multiple pensions to ameliorate their standard of living. 
Recommendation : Taxation of State Pensions
In order to make pensions more adequate, ACR recommends that the average pension income is not taxed.  The pension was derived from taxed income over a lifetime and therefore it is again taxed in payment.  
Additional Recommendations
Investing in the Workforce in the Health Care Sector: 
This will impact on the number and quality of the workforce 

Key areas to be addressed:

· the ageing population;

· new technologies;

· the need for healthcare services to be more accessible;

· service quality and, with that, more cost-intensive treatments;

· the outbreak and potential of epidemic diseases, and

· local availability of healthcare

Preventive and curative healthcare both have an economic component. The healthcare sector requires trained and experienced staff with recognised qualifications. These make up a significant part of the knowledge society.
Recommendations
Measures should be taken to make jobs in the health care sector more attractive to young people, so that later on, more of them enter the healthcare professions or look for jobs in the sector. If more young people, and more men, are to be encouraged to choose careers in healthcare, nursing care and social care, such employment must be made more attractive through better pay and working conditions throughout the whole of their career.

Sufficient staffing capacity should be created in health care systems to meet health care needs, boost health care, health promotion and disease prevention.

The use of new technologies in healthcare is to be encouraged where these reduce the workload of healthcare staff, improve the quality of care and support patients. The EESC is aware that this may lead to a re-examination of how the division of tasks among health care staff works in practice.

Priority should be given to the key role of social standards in ensuring a high quality of patient care and patient safety, and is unequivocally opposed to any attempt to undermine these (no race to the bottom).

Emphasis should be put on the key part the professions play in the health care sector, alongside hospitals and publicly-run health services, since it is in large part through these professionals that personal treatment and care can be secured in an environment of competence and safety.
Healthcare institutions and their staff provide services of general interest and that more use should therefore be made of the Structural Funds for their training. It is vital to ensure conditions which can enable healthcare professionals to participate in continuous training programmes, thereby ensuring they can extend the breadth and depth of their skills, and also helping to remedy the under-provision of healthcare in structurally weak regions.

Priority should be given to the outstanding role the social partners and social dialogue in determining pay, working conditions and skills for healthcare workers. 

The contribution of social professions who play a key role in patient welfare and care and thus have a significant role in healthcare should be considered and acknowledged. 

It has been noted that the proportion of women working in the health care sector has risen over the last few years, and that their number is very likely to increase further and therefore suggests measures to make it easier to reconcile professional, family and private life in order to secure the supply of health service employees and skilled workers in the sector. 

The impact of new technology: improving the efficiency of the health workforce
Research  into whether new technologies can, in the interests of patients and the workforce, be used together with new opportunities for treatment, tied in with electronic communications networks and provided comprehensively in very remote areas, including arrangements for self-diagnosis and patient participation.
Before new technologies can be introduced:

· They need to be accepted by the medical professions. 

· To secure such acceptance, those working in this domain must be involved in developing the e-health technology, to make sure that the electronic tools used in everyday practice can be used in a straightforward, safe manner. 

· Proper, optimal training of medical staff in the new technologies is essential if they are to be successfully introduced. 

· The introduction of new technologies must be geared to the different national health systems. It could trigger a change in the national laws on medical accountability applying in every Member State.

The role of health professional entrepreneurs in the workforce
Self-employed healthcare professionals, who put the concept of entrepreneurship into practice, play a major role in the provision of healthcare in the Member States. The role that the healthcare professions fulfil, alongside the public sector, offers new opportunities.  It is often through these professionals that personal treatment and care can be secured in an environment where competence and safety are guaranteed. However, there is the need to exercise caution in encouraging an increase in private provision of this aspect of healthcare as must also be viewed with caution, the increasing trend towards apparent self-employment where this is problematic for the particular activity concerned (e.g. nursing and care of the elderly).

The attribution of qualifications or professions to tasks should be based on:

1. 
Clinical necessity;

2. 
Training, job description and responsibility, and

3. 
Patients' needs.

Even during the financial crisis, Member States should still be willing to provide adequate funding for their health care systems (financial management), not least to ensure that there are adequate staff resources that can provide high-quality services. This also involves improving the working conditions of employees in this sector. 

Grace Attard – ACR General Secretary : email: grace.attard@gmail.com
Pauline Azzopardi B.Sc. (Hons), A.C.I.I., PFS (Cert.) Chartered Insurer

ACR Financial Secretary: email: paulineazzopardi27@gmail.com
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