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青年失業原因:微觀/個人角度 

 

 青年本身缺乏就業所需的技能,知
識,態度,價值及/或經驗 

 所以可透過訓練或實習計劃,可加
強青年的人力資本(human 

capital) 

 改善青年的可聘用性
(employability)成為計劃的重點 



人力資本論 

1. 標準人力資本論: 任何訓練及教育均能改善
經濟前景 (展翅, 毅進) 

2. 強化人力資本論: 重新介定工作所需的才能, 
如解決問題, 溝通技巧, 團隊工作, 自發及計
劃, 判斷等‘高等’技能 (展翅, 青年創業計
劃) 

3. 修正人力資本論: 關心不平等,強調為弱勢,貧
窮,長期失業,接受福利,被淘汱工人舉行計劃 
(手作仔) 

4. 反人力資本論: 工作比教育及訓練更有效準
備就業—德國的學徒兩軌制 及美國 的
‘work first’ 計劃  (展翅的實習, 與新增的青
年見習計劃) 



青年失業及貧窮原因:  
中觀(meso) /組織角度 

 社會資本(social capital):信任, 合作及長
期關係的弱化, 社會資本是公共財
(public goods), 而不是某個人獨有的 

 Wilson 貧民窟化: 黑人貧民社區中中產
階級的外移,令社區中缺乏傳播價值,模
範,資訊的組織(institution) 

 Punam: bonding capital (將已認識的人
聯繫更密切)and bridging capital (將不
認識的人或小組互相認識) 

 Granovetter: 弱聯繫(weak ties)在介紹
工作的重要性, 不重覆的網絡. (不會塘
水滾塘魚)  



青年失業及貧窮原因:  
宏觀/結構角度 

 出現年齡,性別及族群歧視,造成對
部分邊緣社群的社會排斥,少數族
裔青年人的失業最為嚴重. 

 增加職位  降低青年最低工資 增加
職位津貼, 鼓勵僱主聘請青年 



FROM SCHOOL TO 
WORK: THE OECD 
EMPLOYMENT 
STUDIES (1999 -
2000) 



經濟合作發展組織(OECD) (2000) From 
Initial Education to Working Life: 
Making Transitions Work 

 總結了14個國家經驗如何令青年人成
功由教育過渡到工作生活 

 健康的經濟發展 

 教育與工作以及持續教育的接軌要有
良好,有組織的途徑. 

 對弱勢及有危機的青年人要有嚴密的
安全網, 提供特別的訓練 

 良好的信息及指導 

 有效的架構及過程 

 



良好的途徑 

 學徒, 學校為基地職業訓練及通
才訓練均能成為有效途徑 更好
的一般,技藝及職業教育選擇. 

 但成功經驗是有關學習途徑及資
歷架構必須是清楚介定,有良好組
織及開放,以及在終身學習角度下
設計及發展出來的 

 有關途徑及連繫是由一有力的組
織擔任 



經濟合作發展組織(OECD) 

 供應面: 
 改善年青人的人力資本以至求職動機， 

 增強年青人在勞動力市場的受聘機會，包括 

改革主流教育制度、 

推動職業培訓計劃、 

鼓勵自僱和實施各項工作福利
(workfare) 

 需求面 
 嘗試刺激公營或私營部門，為青年人提供就業機
會， 

補貼制度 

各項直接職位創造計劃。 



經濟合作發展組織(OECD) 

 對青年人「針對性」的計劃本身並不能解決
青年失業問題，或令他/她們可以較好地開
始職業生涯。 

 如整體失業的情況不改善，要改善青年人的
就業情況可說是緣木求魚,因為年青人的就
業率及失業率極度受勞動力市場所制約。 

 首要工作是設計與推行一些能夠持續地降低
整體失業。經合組織就業策略的其中一個主
要目的包括一連串宏觀及結構性政策. 結構
性政策包括教育、訓練、以及能夠改善一般
青年人的就業和協助弱勢青年克服就業困難
的「針對性」的勞動力市場計劃。 



教育 培訓 學徒訓練 

 預防學業失敗： 

小部份未能完成高中教育的年青人-
-約25%--特別感到本身被勞動力市
場所懲罰，不論是以就業還是以收
入而言。 

確保所有年青人，包括完成高中者
在內，無論於首次就業還是在之後
，都有受聘能力。 
 



教育 培訓 學徒訓練 

 預防學業失敗： 

須盡早並堅持介入,令危機青年能克
服本身的多重弱勢；包括在強迫教
育前的學前教育和照顧。 

這些早期和持續介入不能只以年青
人為焦點，而應該同時以他們的家
人、社區、老師和社工為重心。惟
有這樣才能克服他們面對的各種弱
勢。 

 



教育 培訓 學徒訓練 

 促使一個多元、彈性而具吸引力的教育系統
，符合多數青年的興趣和盼望。 

 發展及再評檢在原先教育系統中的職業
教育分流，如：澳州、加拿大、西班牙
和美國 

 擴闊與強化職業分流中的通識科目，藉
以沖淡職業教育與一般或“學術”教育
的界限，如:挪威和瑞典。 

 發展雙重資格途徑，藉此同時提供工作
與升讀大學的資格，從而加強職業教育
的吸引力。實行這一方法後，奧地利、
荷蘭和挪威就讀職業和技術教育的整體
比率上升 



教育 培訓 學徒訓練 

 以“二元”(dual)或傳統的學徒制來改善
教育與就業的聯繫。奧地利、丹麥、德
國和瑞士在協助非學院式青年得到穩固
的就業和工作有不少成功經驗，雖然這
些制度也正面對挑戰和改善 

 在一些職業教育發展稍遜的國家，促進
青年就業的重點在於建立統一的認可資
格。 

 無論以何種方法來加強工作技術和教育
內容的連繫，僱主或僱主組織在制定職
業資格的參與很重要，因為這樣才能設
計到符合當前或快將出現的勞工市場需
要。 



教育 培訓 學徒訓練 

這些政策有雙重目的：數量上，增
加就讀於中學及專上的學生；質量
上，讓年青人掌握與工作相關的技
巧和能力。 

証據顯示在那些能在職業教育中確
保年青人有較寬闊途徑以及不同的
離學點，同時能增加年青人由一條
途徑轉往另一條/途徑的機會的國家
中，職業教育的吸引力大大提高，
而職業教育的參與率亦隨之增加。 



教育 培訓 學徒訓練 

 對過往的政策的效果,評估結果不太樂
觀，因為在這些有關以弱勢青年為對
象的補救性或結合就業計劃之後，很
少能明顯地改善他們的就業和收入。 

 然而，我們毋須因這個令人失望的記
錄而放棄嘗試，因為 

有一些計劃是有效的。 

我們開始了解到甚麼有效，甚麼無
效，為甚麼有效，以及在甚麼情況
下有效。 



有效的政策 

 與本地勞動力市場的緊密接觸。 

 教育與以工作為基本的學習能夠適當
配合 

 緊密關注教授內容和學習內容。  

 提供為不同弱勢青年一連串度身訂造
的支援服務如輔導,實習或個案工作員
亦能提供一系列的服務。 

 嚴格地評核有關計劃並以此為基礎來
改進服務質量。 



有效的政策 

 政策不會一夜之間改變。為達到
效果，教育、訓練和勞動部門/機
構必須攜手推動持續而協調的發
展。 

 要能解決弱勢和低薪青年的問題
，我們必須進行廣泛而全面的改
革，才能減低他們所面對的教育
和勞動市場日益擴大的不平等。 



青年訓練計劃的成效 

 當青年失業相當成人失業嚴重時,很
多國都會為基於人力資本論的觀點
為青年人推行一些短期的訓練計劃,
理論上為青年提供就業所需要的技
能 

 但美國推行這類計劃超過35年,研究
結論是短期工作訓練及welfare to 
work 計劃,只能輕微地提高入息約
200-500美元,所以不能令參加者脫
離貧窮或離開福利,而且有效期只維
持4-5年時間,沒有長期效果 



青年訓練計劃的無效 

 為單親的‘補底’(remedial 

education)計劃如MFSP, new chance 

並不成功, new chance 有很多支援如
託兒,兒童服務,  導師mentor 等,但仍
支援不足未能打破單親母親在家庭及
個人關係中面對的阻礙如家庭暴力 

 相對成年人來說,這些訓練計劃對青年
只有很少甚至是負面的效果 



JOBSTART的成效 

 計劃是專為17-21歲失學的青年而設
的示範計劃。其特色是課程形式及內
容廣泛及輔助手法多樣。訓練包括正
規教育的補底、職業訓練、以及實習
協助。 

 輔助服務:包括托兒、交通、個人輔導
、就業準備、就業技巧輔導等等。 

 課程亦並不是三四星期的短期課程，
有200小時基本教育，以及500小時職
業訓練，所以JOBSTART可算是投入
大量資源，並作全方位訓練及支援的
訓練計劃。 



JOBSTART有限的成效 

 但計劃的評估結果是只能提高參加者獲得基
本學歷 (GEDs)的比例， 

 但以4年後的結果來量度, 參加者的就業率及
收入水平, 以及接受福利的比例沒有明顯轉變
。 

 學員的懷孕率甚至上升,惟是藥物濫用率有輕
微下降。 

 簡單來說，這樣密集及廣泛的訓練，只能在
名義上為學員提供資歷，但對於學員能否脫
離失業，加入勞動力市場，並能穩定留在勞
動力市場及能提高收入並未有幫助。 

 只能為青年人提供有意義的生活，令藥物濫
用有輕微的下降(Grubb, 1999)。 



Grubb (2000):對弱勢青年人有效的教育及訓
練計劃 

 正規(補底或基礎)教育, 職業技術訓練, 工作
中學習(work-based Learning) ,三者要適當
混合,最好能真正整合 

 有支援服務如輔導或實習 

 對本地勞動力市場有深入的聯繫並且訓練計
劃得到僱主支持 

 為那些願意進修的服務使用者提供延續教育
的途徑, 

 搜集本身計劃的資料, 以這些資料來改善本
身計劃 



Recommendations on ALMPs 

 to maximise ALMPs effectiveness: 

(1) rely as much as possible on in-depth 
counselling, job-finding incentives (e.g. re-
employment bonuses) and job-search 
assistance programmes.  
 combined with increased monitoring of the 

jobsearch activity of the unemployed and 
enforcement of the work test. 

(2) keep public training programmes small in 
scale and well targeted to the specific 
needs of both job seekers and local 
employers. 



Recommendations on ALMPs 

(3) early interventions, reaching back to pre-

school, can pay dividends for 

disadvantaged youths, but they must be 

sustained. 

 reduce early school-leaving targeted on at-risk 

students combined with policies to ensure that 

they leave the schooling system equipped with 

basic skills and competencies that are 

recognised and valued by employers.  

 improve poor attitudes to work on the part of 

such young people and adult mentors can help 

in this regard. 



  Recommendations on ALMPs 

(4) as the duration of unemployment spells 

lengthens, various forms of employment 

subsidies may serve to maintain workers’ 
attachment to the labor force. 

  However, employment subsidies should 

be of short duration, targeted and closely 

monitored. 

(5) use subsidised business start-ups for the 

minority among the unemployed who have 

entrepreneurial skills and the motivation to 

survive in a competitive environment. 



各國的可供參考經驗 

 青年邊緣勞工的出現即青年失業、貧窮化及
邊緣化問題並不是香港獨有，大部分西方資
本主義以及前社會主義國家均面對同樣難題
。 

 不少國家均推行不同的「積極勞動力市場政
策」來處理青年失業的問題，雖然大部份計
劃的成效並不算理想，但我們可在考慮本港
有關的對策時，不會重覆同樣的錯誤，不會
走同樣的彎路。 

 但由於各地的教育及工作發展歷史、勞動力
市場狀況及青年被排斥的情況並不一致,參
考時要注意。 



香港現行服務— 
         展翅青見計劃 



展翅青見計劃(Youth Employment 
and Training Programme) 

 透過勞工處、僱主和服務機構的通力合作，
為15至24歲、學歷在副學位或以下的離校青
年人，提供全面的求職平台，配合一站式和
多元化的職前和在職培訓，幫助青年人認識
自我和職業志向，豐富他們的工作技能及經
驗，以提升就業競爭力。.  

 個案管理及就業支援服務: 擇業導向及支援服務 

 職前培訓:  

 核心課程︰求職人際 

 選修課程，包括:  

 「課程一︰團隊協作」 

 「課程二︰電腦應用」 

 「課程三︰職業技能」 

 1個月工作實習訓練 

https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=1
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=2
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=2
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=2
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=3
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=3
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=3
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=3


個案管理及就業支援服務 

 「展翅青見計劃」下，服務機構的註
冊社工會擔任學員的個案經理，以同
行者的角色，提供為期12 個月的「基
本個案管理服務」，包括前期評估、
個人化的擇業導向、求職裝備與課程
、工作實習及在職支援等。 

 在基本服務期屆滿時正參加計劃下的
在職培訓或已成功就業的學員，可獲
提供另外12 個月的「延伸個案管理服
務」，以進一步協助他們適應工作，
克服在就業過程中遇到的困難，及訂
定未來的發展方向和計劃。 

https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=1


展翅青見計劃 

 在職培訓 

 6至12個月有薪在職培訓 (僱主可獲
$4000在職培訓津貼 /僱員薪酬
50%) 

職外職業技能培訓 

 度身訂造培訓暨就業項目 

 培訓津貼 (出席80%以上, 每天
$70) 

https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=4
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=4
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=4
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=4
https://www.yes.labour.gov.hk/Aboutus/TrainingFlow?tab=4
https://www.yes.labour.gov.hk/Employers/Employer/EmpTMPEmploy
https://www.yes.labour.gov.hk/courses/courses/cosallowance


優化「展翅青見計劃」 

 2018年9月1日起擴展「展翅青見計劃
」（計劃）在職培訓至涵蓋兼職，並
調升在職培訓的每月最高津貼金額，
以鼓勵僱主聘用青年人，提供優質在
職培訓，促進青年人就業。 

 因應部分青年人較有興趣擔任兼職工
作，計劃下為期6至12個月的有薪在
職培訓，將於2018年9月1日起由原先
只限全職工作（即每星期工作不少於
30小時），擴展至兼職職位（即每星
期工作18小時至少於30小時）。  

 



海外有效的經驗— 
CENTRE FOR 
EMPLOYMENT 
TRAINING 



Centre for Employment 
Training (CET) 

 Centre for Employment (CET)是
美國少數被公認為有效的短期訓
練計劃 

 而其重要的特色及策略便是建立
社區為本的訓練機構，重建區內
的社會資本，增加區內僱主與居
民之間的信任與聯繫，來解決弱
勢社群的失業問題。 



Centre for Employment 
Training 

 CET首先在加州San Jose市開始
，逐步擴展至美 

 國西部及西南部大部份地區。眾
多評估研究指出CET是在美國少
數訓練計劃對加者的收入能有長
期正面的提升作用，是唯一有用
的短期(6個月)的課堂訓練模式。 



Centre for Employment 
Training (CET) 

 CET學員比同一城市的訓練計劃
學員能有較高的收入、維持較長
久的工作，亦在中長期能有更大
的加薪 

 而更難得的是CET獲得上述理想
成績，並不是透過選擇參加者，
而是將重點在最弱勢的社群中如
失業農民工、領取公共援助的母
親、輟學青年、過犯、對英語有
困難的人士。 



Centre for Employment 
Training (CET) 

 其他Minority Female Single 

Parent (MFSP) 沒有進步, 但
CET就業上升13%, 工資上升
11%,每年收入上升25%或1212

美元,非常成功 



Centre for Employment 
Training (CET) 

 CET的成功經驗令人相信透過公眾或
民間干預勞動力市場是可以令勞動力
市場出現真正的變化。 

 CET的訓練模式包括: 隨時進、隨時
出；以工作場景為背景及以學員能力
為基礎，均令人耳目一新。 

 但Harrison & Weiss (1998) 總結這並
非CET真正成功的特點，因為這些因
素及措施在其他計劃均可以找到。 



CET與社會資本 

 網絡建立成功的關係及將轉介的過程
成功制度化。例如CET的運作就如一
間公司，訓練場所就佈置如工作場所(

學員上學需要打咭、領取「糧單」而
非「成績單」)，這便是將僱主的觀念
制度化並引入在訓練之中。 

 訓練課程的導師是由會聘請有關學員
的企業的資深導師擔任，而學員的學
習問題以至課堂以外的個人問題，均
是由其直接「上司」(導師)所負責。 



CET  在工作中學習 

 在CET的一天學習，就好像在一間大
公司的在職訓練一樣。 

 CET在每一地區設立了「工業諮詢局
」(Industrial Advisory Boards)及「技
術諮詢委員會」(Technical Advisory 
Committees)，參與的成員包括地區
中公司的行政人員、人力資源經理、
前線督導、甚至工程師。 

 上述兩組織在訓練中擔任重要的角色
。成功的「工業諮詢局」有清楚的架
構，經常聚會，並參與甚至領導課程
發展、籌款、尋找或捐出他們的機械
及器材來支持訓練工作。 



CET: 機構的聲望與參加者的信
任 

 CET另一重要的成功優勢在於它與美國西岸
的社會運動有密切的聯繫。 

 眾多不同的組織和力量在建立及維繫美國農
業工人的組織，組成美國農民工人聯盟
(United farmworkers of America UFW)，亦
同時是建立及維繫CET的組織。 

 美國西岸西班牙語系社的政治及文化為CET

提供了聲望及充權(empowerment)的可能性 



CET—同時面對供應與需求 

 Melendez(1996) 總結CET找到
了方法能夠成功推動學員可以認
真地發展特定職位所需的技術， 

 並令自己成為僱主招聘網絡的重
要組成部分 

 CET同時在勞動力市場的供應面
及需求面同時工作。 



Replication of CET 

 analysis of implementation 

experiences at the twelve replication 

sites focused on four distinctive 

elements of the CET model: 

 employment and training services 

designed to mirror the workplace, 

 intensive participation in such services, 

 the close involvement of industry in the 

design and operation of the program, 

and 

 organizational capacity and stability.  

 



30 months evaluation 
summary 
 Most replication sites successfully 

implemented most elements of the 

CET model, but several sites had 

difficulty sustaining their programs 

for the full demonstration period. 

 CET model proved challenging to 

implement in its entirety, but many of 

its features appear adaptable to 

mainstream employment and training 

programs serving out-of-school 

youth. 



Result 1: possible replication 

 A majority of the 12 replication sites 
successfully provided a work-like 
training environment, involved 
industry in the design and operations 
of their services, and offered training 
programs that concentrated 
participation over a relatively short 
period of time.  

 these aspects of the CET model 
appear to face no inherent obstacles 
to their implementation, given 
sufficient commitment from 
policymakers, funders, and program 
operators. 



 Result 2: Difficult to 
sustain 
 The greatest challenge for sites was 

not implementing the CET model, 
but sustaining it. 

 While most sites implemented 
programs consistent with the major 
features of the CET model, several 
of these programs could not be 
sustained. Four of the twelve 
replication sites shut their doors 
before the demonstration had ended, 
and three others faced serious 
difficulties in maintaining program 
operations. 



Result 3: Crucial Factor: 
organizational stability 

 Future attempts to replicate the CET model 

should consider organizational stability as 

a critical factor affecting program 

sustainability. 

  CET-San Jose has taken more than 30 

years to establish and refine its own 

program of employment and training 

services, yet replication sites sought to 

develop a similar model in as few as three 

years. 



Result 3: Crucial Factor: 
organizational stability 

  Sites that were most successful in 
sustaining these programs had operated 
employment and training programs for 
many years, and had weathered numerous 
previous challenges. These sites had close 
connections to their communities and to 
local funders, and could rely on these 
connections to gain support for innovative 
programs. 

  Sites operated by less experienced 
organizations faced greater difficulties in 
implementing the CET model, and were 
more likely to fail in this attempt. 



Result 4: New approaches 

 Replicating the CET model on a larger 
scale than that attempted in this 
demonstration may require new 
approaches.  

 Potential funders are often reluctant to 
support innovation, finding it safer to 
maintain existing program models than to 
attempt new ones. 

 New approaches, such as multi-year 
funding or incentives for local funders to 
support these programs, may be necessary 
to replicate the CET model on a larger 
scale. 



CET對香港的啟示 

 參考CET的成功經驗，香港的展翅青見及
毅進等訓練計劃有關計劃必須以重建社區
內的社會資本為目標，加強青年、僱主及
社區之間有制度化的信任、訊息渠道及教
導； 

 而非單是提供訓練課程來提高青年的人力
資本。 

 港府推行的青年見習計劃加強僱主與青年
之間的接觸是正確的一步。 

 但由於現時展翅及青年見習機構由官方的
勞工處擔任，未能細緻處理各區不同僱主
及青年人的需要，只能對實習作簡單的配
對工作，對於有關訓練能否針對個別僱主
及青年的需要顯得無能為力，所以效果肯
定不彰。 

 



Active Labor Market Policies 
ALMPs 

 Public spending on labour 

market programmes absorbs 

significant shares of national 

resources in many OECD 

countries, these policies being 

expected to achieve a variety of 

economic and social objectives. 

 For analytical and policy 

purposes, the OECD splits this 

spending into so-called “active” 

and “passive” measures 



Active Labor Market Policies 

 Active:  comprise a wide range 

of policies aimed at improving 

the access of the unemployed to 

the labour market and jobs, job-

related skills and the functioning 

of the labour market 

 Passive:  relate to spending on 

income transfers 



Five Areas of ALMPs 

 Public employment services 

and administration. 

 Labour market training 

 Youth measures. 

 Subsidised employment 

 Measures for the disabled 

 



Public employment services 
and administration 

 job placement,  

 administering unemployment 

benefits 

 referring jobseekers to 

available slots on labour 

market programmes.  



Labour market training 

 spending on vocational and 

remedial training for the 

unemployed 

 training for employed adults for 

labour market reasons. 



Youth measures 

 training and employment 

programmes targeted to the 

young unemployed; 

 apprenticeship training, which is 

mainly for school leavers, not 

the unemployed. 



Subsidised employment 

 hiring subsidies, i.e. subsidies 

paid to private-sector employers 

to encourage them to hire 

unemployed workers; 

 assistance to unemployed 

persons who wish to start their 

own business; 

 direct job creation for the 

unemployed in the public or 

nonprofit sectors. 



Measures for the disabled 

 Vocational rehabilitation training 

and related measures to make 

the disabled more employable  

 Sheltered work programmes 

which directly employ disabled 

people. 





WHAT WORKS AND WHAT 
DOES NOT 
-economic policy 
 Since one of the main objectives of active 

measures is to assist the unemployed to 
get back into work, 

 require a reasonably buoyant supply of job 
vacancies in order to be effective.  

 If an economy is generating few vacancies, 
one should not be surprised if active 
measures prove to be relatively ineffective.  

 Aggregate demand matters too. As The 
OECD Jobs Study has stressed, more 
effective active policies are only one 
element in a comprehensive strategy of 
macroeconomic and microeconomic 
measures required to cut unemployment 
significantly. 



 Formal classroom training 
 
 Help: Women re-entrants 

 Don’t help: Prime-age men and older 

workers with low initial education 

 Lessons:  

 Important that courses signal 

strong labour market initial 

relevance, 

 signal ‘‘high’’ quality to employers.  

 Keep programmes relatively small 

in scale. 



On-the-Job-Training 
 

 Help: Women re-entrants, single 

mothers 

 Don’t help: Prime-age men  

 Lessons: 

 Must directly meet labour market 

needs.  

 Hence, need establish strong links 

with local employers,  

 but this increases the risk of 

‘displacement’ 



Job Search Assistance  
(Job Clubs, individual 
counselling) 
 
 Help: Most unemployed but in 

particular women and sole parents 

 Don’t help: 

 Lessons: 

 Must be combined with increased 

monitoring of the job-search 

behaviour of the unemployed and 

enforcement of work tests. 



Re-employment Bonus 

 Help: Most adult unemployed 

 Don’t help: 

 Lessons: 

 Requires careful monitoring and 

controls on both recipients and 

their former employers. 

 



Special youth measures 

 training, employment and subsidies, direct 
job creation measures 

 Help: Disadvantaged youths  
 Don’t help: 

 Lessons: 

 Effective programmes need to combine an 
appropriate integrated mix of education, 
occupational skills, work-based learning and 
supportive services to young people and their 
families.  

 Early and sustained interventions are likely to be 
most effective.  

 Need to deal with inappropriate attitudes to work 
on the part of youths. Adult mentors can help. 



Subsidies to employment 
 

 Help: Long-term unemployed and 

women re-entrants 
 Don’t help: 

 Lessons: 

 Require careful targeting and 

adequate controls to maximise net 

employment gains, but there is a 

tradeoff with employer take-up. 



Aid to unemployed starting 
enterprises 

 Help:  

 Men (below 40, relatively better 

educated) 

 Don’t help: 

 Lessons:  

 Only works for a small subset of 

the population. 

 



Direct Job Creation 

 Help: Severely disadvantaged 

labour market groups (?) 
 Don’t help: Most adult unemployed 

 Lessons:  

 Typically provides few long-run 

benefits and principle of 

additionality usually implies low 

marginal-product jobs. 



Curb unemployment traps 

  The most direct step to curb the 

unemployment trap is to cut 

replacement rates. 

 However, where actions were taken 

to cut replacement rates, they were 

usually motivated by budget 

considerations rather than out of 

concern about the possible 

emergence of benefit dependency or 

work disincentives.  



Actions Taken 

 political difficulties:  make only 

marginal cuts in the generosity of 

benefit entitlements, but to tighten up 

on eligibility conditions for receipt of 

benefits and to develop “activation” 
strategies for the unemployed. 

  The aim of activation strategies is to 

encourage the unemployed to be 

more active in job search and keep 

more in touch with the labour market. 



Different Strategies 

  Such strategies range from attempts to provide 
more effective job-search assistance to the 
unemployed and monitoring their search activity at 
one end of the spectrum 

 to making it obligatory on the unemployed to satisfy 
work tests or participate in active programmes 

 or in education and training if they are to continue to 
draw benefits. 

  Such activation strategies are becoming quite 
common for young people in OECD countries 

 (e.g. Australia, Denmark, Ireland, United Kingdom), 
and they are even being extended to other groups 
of the unemployed in some countries. 



就業服務  
(Employment Service) 

 以就業時段劃分 

 以對象/勞動力市場角色
/策略來劃分: 

 



以就業時段劃分 

 離開學校前:  
 職業生涯諮詢 (career counseling) 

 職業生涯規劃 (career planning) 

 性向測試 (aptitude test)  

 職業訓練 (vocational training) 

 離開學校後至就業前 (from school to 
work) 
 青年訓練計劃 (youth training schemes) 

 青年試工/實習計劃 (youth placement 
schemes) 

 雙軌學徒計劃 (dual mentor scheme) 



就業前 (pre-employment) 

 職前/上崗前訓練 (job-specific 
training) 

 重投工作導向計劃: 主婦、刑釋
人士、長期失業人士 (work 
orientation programme) 

 求職協助服務 ( job search 
assistance) 

 就業配對服務 (job matching 
service) 



就業時 

 職業支援及協助 (job assistance 
/supporting scheme) 

 支援就業 supported employment 

以財政支援僱主, 增加動機; 

以財政支持或優先給服務合約予有
關機構成立小企業、合作社 

 在職訓練 (on job training)  

 僱員支援服務 employment 
assistance scheme EAP 



離開就業/工作 

 退休前服務 (pre-retirement 

service) 

 解僱前服務 



以對象/勞動力市場角色/策略
來劃分: 

 僱員/ 供應面   (人力資本的發展) 

 僱主/ 需求面   (人事管理的分支、
宏觀經濟的發展) 

 僱員與僱員的連結  (社會資本的
發展) 



職業輔導Career Counseling 

 目的 

 幫助個人對自己的工作的角色發展一個
完備和統整的概念 

 並將這概念實現 

 為自己和社會帶來滿足 

 角色 

 引導: 鼓勵學生自我探索、發掘與職業相
關的取向 

 並以系統和理智的方法去尋求適切工作
的空間 



事業抉擇分三部分: 

 資料預備 

 個人資料: 性格、興趣、價值觀、能力、性向、資
源和限制 

 職業資料: 足夠、最新、外在 

 抉擇 

 了解性向後, 直接就業抉擇、接受有關職業訓練, 
或從事某類行業的同時兼讀職業訓練。 

 職業訓練是入職條件, 亦能提高實際工作能力及競
爭力 

 進程 

 職業的抉擇是不息的動態, 不斷進展的過程 

 利用既有的資料和經驗去開拓就業前景。 

 有關香港就業輔導及有關軟件可參看 香港浸會大學
社會工作學系 (2001) <<中學生職業取向測試與職業
輔導>>  



Super’s Life Career Rainbow 
(LCR) 

 

 LCR is the cornerstone of Super.s life-span 
life-space theory, which comprises two 
major dimensions: life-span and lifespace. 

 Super, D.E. .A Life-Span, Life-Space 
Approach to Career Development. Journal 
of Vocational Behavior 16 (1980): 282.298. 

 Super, D.E., M.L. Savickas, and C.M. 
Super. The Life-Span, Life-Space 
Approaches to Careers.In D. Brown, L. 
Brooks and Associates, Career Choice and 
Development, 3rd ed. San Francisco: 
Jossey-Bass Publishers, 1996: 121.178. 



Super’s Life Career Rainbow 
(LCR) 
 Okocha (2001) Facilitating Career 

Development Through Super.s Life Career 
Rainbow 

 LCR is the cornerstone of Super.s life-span 
life-space theory, which comprises two 
major dimensions: life-span and lifespace. 

 Super, D.E. .A Life-Span, Life-Space 
Approach to Career Development.Journal 
of Vocational Behavior 16 (1980): 282.298. 

 Super, D.E., M.L. Savickas, and C.M. 
Super. .The Life-Span, Life-Space 
Approaches to Careers.. In D. Brown, L. 
Brooks and Associates, Career Choice and 
Development, 3rd ed. San Francisco: 
Jossey-Bass Publishers, 1996: 121.178. 



Life Span 

 According to Super, an individual 
passes through different life stages: 
growth, exploration,  establishment, 
maintenance, and decline or 
disengagement, when involved in 
career decision-making (Super 1980; 
Super et al 1996).  

 These stages make up the life-span 
realm of the LCR that correspond to 
the development phases of 
adolescence, adulthood, middle age, 
and old age.  



life-space component of the 
LCR  

 people usually play nine roles at 
specific points throughout their 
lifetime: child, student, leisurite, 
citizen, parent, spouse, home-
maker, worker, and pensioner or 
annuitant. 

 These roles are played in four 
theatres: home, school, 
workplace, and community. 



Pictorial or graphic depiction 

 LCR is essentially the pictorial or 
graphic depiction of these nine roles 
from birth (growth) to old age 
(decline) according to the amount of 
time and energy one expends in 
each role.  

 It is important to note that in order to 
effectively develop an LCR one 
should carefully consider role 
salience, which is the importance an 
individual attaches to each of the 
nine roles. 



role salience 

 The significance of role salience in 
career planning has been 
emphasized in research (Brown and 
Crace 1996; Cook 1996; Nevill and 
Super 1986; Super 1980).  

 A standardized assessment tool for 
measuring the role salience was 
developed (Cook 1996; 3 Facilitating 
Career Development Through 
Super.s Life Career Rainbow Nevill 
and Super (1986).  



A chosen career affects 
personal development 

 Super also asserted that as one 

moves through the life stages and 

juggles the various life roles, 

especially the work role, on’.s self-

concept is being implemented. 

 This assertion is underscored by 

others in career counselling who 

believe that a chosen career affects 

personal development and 

satisfaction with life (McIntosh 2000; 

Zunker 1998). 



Strategies for Using LCR in 
Career Counselling 

 Super’s life-span feature is useful for 
identifying the stage of a client’s career 
development, and in formulating goals for 
counselling.  

 For instance, if a counsellor determines 
that a client is at Super.s exploration stage, 
one counselling goal may be to help the 
client narrow personal career choices, or 
better still, commit to one choice.  

 An illustration of this scenario would be a 
college sophomore who has difficulties 
picking out a major because so many 
disciplines seem interesting. Helping the 
student make an informed decision when 
choosing a major will then be the primary 
focus of the counselling sessions. 





Life Space 

 The life-space segment of the LCR can be 
used as an effective qualitative 
assessment tool. This assessment is 
accomplished mainly in two ways. First, 
clients are asked to develop their current 
and ideal LCRs. 

 If there are discrepancies between the two, 
as shown in figure 1, clients are then 
directed to discuss plans to attain ideal 
LCR.  

 They are also encouraged to identify 
possible barriers and challenges that they 
might encounter in their bid to reach ideal 
roles.  

 Suggestions on how the clients could work 
towards attaining ideal roles while 
effectively tackling any challenges would 
then be discussed. 





Future Roles 

 LCR may also be used to encourage 
clients to begin to think about their future 
roles in relation to career planning.  

 For instance, clients are urged to consider 
specific roles through their LCRs that they 
envision playing five to ten years from now 
(see figure 2).  

 This helps clients plan ahead by setting up 
tentative reachable goals. The counsellor 
then collaborates with the clients in 
identifying useful strategies for attaining 
their goals.  



Creative of Client 

 Clients are quite creative with 

pictorial and graphic illustrations of 

their LCRs.  

 Some use computer graphics, pie 

charts, histograms, or collages to 

depict their LCRs.  

 Others incorporate roles in addition 

to the original nine roles identified by 

Super, for example, the spiritual role. 



Culturally diverse population 

 Difficulties that they may encounter when 
using LCR with this group. One is the belief 
or perception of some culturally different 
persons that society at large makes it 
difficult for them to develop and implement 
their ideal LCR because of racism and 
discrimination (Okocha 1994).  

 Another challenge is the lack of visible 
positive role models, making it difficult to 
visualize realization of ideal LCR.   

 Another hurdle related to lack of positive 
role model is associated with self-efficacy 
issues. 



Tips for working with 
culturally diverse populations  
 Empower the clients appropriately by 

positively identifying their known strengths, 
especially their functional and transferable 
skills as reflected in the roles identified in 
their LCR. 

 Confront clients’ negative self talk by 
carefully analyzing their narratives. 

 Advocate for the clients when necessary; 
for example, when clients encounter racist 
or discriminatory prospective employers. 

 It is suggested that the LCR be used with 
career planning groups. The group 
dynamic process provides opportunity for 
support and insight for group members. 



求職協助服務（Job Search 
Assistance） 

 為求職者作出的首次評估、 

 在不同失業階段的深入輔導、 

 提供再就業津貼以及設立求職中
心等等。 

 經合組織研究發現這類介入的成
本較輕。美國的大型試驗結果亦
顯示這類介入對大部份失業者都
有很正面的效果，而加拿大也有
相同的正面經驗（OECD 1996) 



青少年就業輔導服務的需要 

 Kerckhoff and Bell (1998): 當未控制其他有
關人生決擇的變項時，輟學將會對研究對象
十年後的收入有顯著的負面影響。而當控制
其他變項後，輟學的影響即變得不明顯。 

 這些其他變項包括能否在輟學後成功找到工
作，有否參加進修課程等等，可見輟學對收
入的影響主要是在於輟學會增加青少年日後
作出不利決擇(不利於獲得較高收入)的機會。 

 因此該研究的結論是，如果輟學青少年在其
輟學後能把握某些機遇，則其作為成人後的
處境，將不會與其他青少年有著顯著的不同 



態度，溝通技巧，工作經驗 

 Harrision and Weiss (1998)引述
美國國家調查局一九九四年的研
究報告指出，僱主考慮是否聘請
一位員工時，將主要是根據員工
的態度，溝通技巧，工作經驗，
是否獲得公司職員或其他僱主推
薦等因素，反而對於學員的學歷，
學業成績，或老師的推薦等，是
較次要的考慮。 



Betz and Schinfano : 
工作輔導介入與自我效能感  

 表現成就與同感經驗分別是指，透過
參與者成功參與某事的親身經驗，以
及，他身邊的人參與此事的成功經驗，
來提昇自我效能，言語鼓勵是指，透
過言辭，引導參與者相信他有足夠能
力完成一些他自以為沒有能力完成的
事情，情緒激勵，則是指盡量消除參
與者進行某事，所會引起的緊張不安
情緒。 

 研究結果表明，職業輔導對研究者的
自我效能感有顯著的提昇，而自我效
能感的提昇，將會使他們更有信心選
擇一些他們本認為未有能力勝任的職
業  



Armstrong and Crombie: 預期工
作(job expectation) 和工作理想
的分歧 (Job Aspiration)  

 當青少年預期工作和工作理想出
現分歧時，他們會調整他們的預
期或理想，以使兩者越加趨近，
因此研究者提出當青少年出現理
想與預期的分歧時，亦是他們的
職志最有機會作出轉變之時，因
此在此期間對他們提供職業輔導，
實更為重要  



手作仔計劃 

建 

立 

職 

志 

確定就業 

確定欲從事怎
樣的一份工作
(工種、人事、
及工作環境，
行業前景及回
報等條件) 

良好的行業認識 

(認識越強、職志
越強) 

根據職志就
業 

手作仔同盟
計劃的介入 



自我效能高與良好工作態度的
良性循環 

成功協助學員建立職志 

能將自我效能轉化為能力， 

以良好的態度來面對工作 

良好的工作態度造就學員獲得成
功的待人處事經驗，並從中得到
滿足感 

自我信心及自我效能 

相應提高 



建立職志與自我效能高能發展
良性循環  

有職志的學員 

根據本身職志就業 

對職志的投入程度與三
個工作態度的分數  

不能根據本身職志就業 

對職志的投入程報與三
個工作態度的分數  


