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Pope Francis, in his apostolic exhortation Evangelii Gaudium, and again 

in his Encyclical Letter Laudato Si, calls for all economic policies to 

take account of the dignity of every human person and the pursuit 

of the common good. He invites us to fight against the globalization 

of indifference whereby, almost without being aware of it, we end up being 

incapable of feeling compassion at the outcry of the poor, weeping for other 

people´s pain, and feeling a need to help them, as though all this were someone 

else´s responsibility and not our own. In order for business leaders to answer this 

call, we need to engage in an in-depth discussion on how to create more oppor-

tunities allowing more people to participate in and benefit from the economy; 

on how to improve the lives of low-income groups by not only regarding them 

as consumers of products and services, but by also giving them the chance to 

be producers, by thus tapping into their underutilized talents and skills and by 

overcoming the barriers that prevent them from contributing to the economy 

and improving their livelihood; on how to create an economy that is respectful 

of the social needs of local communities and of the natural environment. 

As committed businessmen, we can help answer the call of Pope Francis and 

meet our own personal objectives by seeking opportunities to serve the Common 

Good in and through our enterprises, exploring ways to promote social inclusion 

and benefits of economic growth in the process, without dampening, on the 

one hand, incentives to work, save and to invest and while fostering, and on the 

other hand, widespread economic opportunity in the form of robust job creation, 

broad labor force participation, and decent working conditions in activities that 

are both environmentally and socially sustainable.

We share with you several experiences of UNIAPAC associations, whose  programs 

are helping to develop inclusion projects so we can reach our objectives.

José María Simone, 
President 
UNIAPAC International

EdITORIAL

José María Simone,  
President 
UNIAPAC International
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or	the	Association	of	Christian	Business	Owners	and	
Leaders	in	Cameroon	(PADIC),	an	inclusive	economy	is	an	
economy	that	places	at	its	center	human	beings	who	are	
actors	and	beneficiaries	of	a	business	activity	that	generates	
the	goods	and	services	needed	to	ensure	individual	and	
collective	wellbeing	within	society.	An	inclusive	economy	
can	only	be	achieved	by	respecting	certain	fundamental	
principles	:

•	 The	obligation	for	all	to	contribute	to	national	wealth	
through	production	;

•	 The	concept	of	a	business	as	a	Common	Good,	the	
vocation	of	which	is	to	create	wealth	;

•	 The	normative	regulation	of	the	conditions	for	economic	
activity	(e.g.	decent	working	conditions,	fair	&	equitable	
pay,	trade	union	rights,	professional	development	offe-
rings,	social	security,	protection	of	the	company	and	of	
the	surrounding	natural	environment,	etc.)	;

•	 Employee	participation	in	the	company’s	financial	capital,	
where	applicable,	and	Corporate	Social	Responsibility	;

•	 The	right	for	all	to	a	fair	distribution	of	wealth	generated	
by	work	organized	according	to	this	model	;

•	 Subsidiarity.

Subsidiarity	is	a	principle	of	company	organization	by	which	
employees	are	no	longer	considered	slaves	or	merely	a	
production	tool	at	the	mercy	of	their	employers.	They	
are	co-workers,	and	owners	–	to	a	lesser	degree	than	the	
employer	–	but	to	a	sufficient	degree	for	them	to	want	to	
work	to	ensure	that	“the enterprise is indeed a true human 
community, concerned about the needs, the activities and 
the standing of each of its members”, as	suggested	by	Saint	
John-Paul	II	in “The social question”	(meter	et	magistra).

In	Cameroon,	there	is	still	no	entrepreneurial	environment	
that	incorporates	these	good	practices.	Owing	to	its	badly	
organized	production	system,	what	currently	prevails	 in	
Cameroon	entrepreneurship	is	a	priority	shown	to	neolibe-
ral	employers,	who	pursue	first	and	foremost	ROI	&	profit,	
relegating	the	fate	of	their	employees	and	their	employees’	
working	conditions	to	second	place.

This	 is	why,	Christian	business	owners	 in	Cameroon	are	
focusing	on	a	national	advocacy	effort	towards	a	new	legal	
framework	which	would	establish	a	subsidiarity	model	in	
Cameroon,	and	mutatis-mutandis	 in	Africa,	and	perhaps	
even	the	world.

The	problem	is	that	such	a	social	reform	cannot	be	achieved	
without	the	engagement	of	the	State,	because	it	is	the	State	
that	decides	on	economic	and	social	policy,	and	how	the	
business	&	work	environment	is	organized.

In	this	context,	a	plan	for an alternative system	needs	to	be	
presented,	one	which	promotes	a	form	of	national work 
organization that	takes	account	of	all	the	aspects	in	this	
area,	including	professional	training	designed	to	meet	the	
needs	of	the	business	activity,	protection	of	the	ecosystem,	
empowerment,	incentive	measures	for	entrepreneurs	gua-
ranteeing	fair	&	equitable	distribution	of	wealth,	and	which	
place	human	beings	at	the	center	of	socioeconomic	life,	
ensuring	that	they	are	authors	and	constitute	‘ends’rather	
than	‘means’in	all	types	of	activity	(whether	agricultural,	
industrial,	commercial,	artistic,	or	intellectual,	etc.).

Considering	the	foregoing	to	be	a	brief summary of the 
overall objective,	and	given	the	timeframe	required	to	
successfully	carry	through	such	a	vast	Social Reform Plan,	
PADIC	believes	it	would	be	good	policy	to	first	engage	in	
a	three-pronged	initiative,	where	each	prong	would	be	a	
specific	objective	designed	to	improve	the	current	context	
and	provide	workers	with	a	safety	net,	and	which	could	
successfully	be	achieved	in	the	short	&	medium	term.

Business at the Heart  
of an Inclusive Economy

CAMEROON Association of Christian Business Owners 
and Leaders in Cameroon (PADIC)

F
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The Three prongs are :
1	 To	set	up	mutual	enterprises	based	on	the	model	of	

perfectly	managed	credit	unions	in	the	provinces	of	
north-West	&	South-West	Cameroon	in	order	to	make	
it	easier	for	employees	from	modest	backgrounds	to	
obtain	a	loan.

2	 To	promote	health	insurance	for	people	from	modest	
backgrounds	–	which	Cameroon	is	struggling	to	set	up	–	
by	working	alongside	hospitals	and	Catholic	&	Protestant	
health	centers	in	Cameroon	and	with	any	other	voluntary	
hospital	entities.	A	partnership	is	possible	with	the	French	
Association	“Santé Espoir”,	which	is	working	onthis	project	
in	Cameroon	and	in	other	African	countries.	Discussions	
are	currently	underway,	and	should	lead	to	a	partnership	
agreement.

3	 An	advocacy	effort	in	support	of	“less	deadly	roads”	in	
Cameroon,	which	demands	that	those	funds	set	aside	in	
the	national	budget	for	roads	are	actually	used	for	their	
designated	purpose,	and	which	proposes	the	involve-
ment	of	PADIC	in	a	campaign	for	more	road	signs	and	
the	building	of	roadways	across	the	country	in	order	to	
reduce	some	of	the	major	causes	of	traffic	accidents	(e.g.	
speed	bumps,	lack	of	road	signs,	fixed	barriers,	etc.).	These	
accidents,	which	have	reached	a	public	health	dimen-
sion,	are	now	a	national	concern.	As	the	State	does	not	
appear	to	appreciate	the	gravity	of	this	situation	which	
is	responsible	for	the	loss	of	numerous	human	lives	and	
massive	economic	losses,	the	main	idea	is	for	PADIC	to	
appropriate	this	concern,	and	then	to	onboard	the	State,	
transport	sector	players,	the	decentralized	territorial	
communities,	and	all	other	social	stakeholders	in	order	
to	find	rational,	viable	and	permanent	solutions.

To	achieve	this,	PADIC	shall	set	up	a	special	structure	
among	its	members	who	will	particularly	be	in	charge	of	
implementing	the	main	initiative	as	well	as	the	intermediate	
actions	presented	above.	This	structure	should	also	be	
responsible	for	developing	the	operational	programs,	which	
will	be	reviewed	by	PADIC’s	executive	body,	who	will	in	turn	
engage	the	whole	organization	in	the	implementation	of	
these	programs.
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Programme Name
CUZ	School	of	Enterprise.

Programme Description
Establishment	of	a	financially	viable	“school	of	entrepre-
neurship”	to	provide	integrated	business	growth	and	spiritually	
sound	support	system	to	budding,	micro,	small	to	medium	
scale	Entrepreneurs	in	Zimbabwe.

Promoter
ACE	(Tich	mushayandebvu)	and	CUZ	(Dennis	mtandaware).

Programme Objective
Approximately	99	%	of	business	ideas	fail	to	being	actualized	
into	profitable	businesses	and	95	%	of	new	micro,	small	and	
medium	enterprises	that	enter	the	market	annually,	fail.	Cor-
ruption	is	endemic	across	the	board	and	in	particular	in	the	
mSmE	sector.	CUZ	in	collaboration	with	its	partners	ACE	and	
CUm,	is	establishing	a	new	breed	of	a	social	enterprise,	“school	
of	enterprise”	based	on	E4	Impact	Program,	as	an	innovation	
to	practically	address	the	above	mentioned	problems.	The	
program	will,	through	competitive	processes	through	related	
Catholic	institutions,	select	and	support	budding	entrepreneurs	
with	innovative	business	ideas	and	existing	enterprises	mentor	
them	using	the	E4	Impact	mBA	mentorship	program.

Expected Outcome
a.  school of enterprise successfully launched and operating 

in Zimbabwe
a.1.	 financial	viable	and	operating	as	an	Investment	Centre	

or	subsidiary	of	CUZ	;

a.2.	 E4	Impact	program	successfully	localised	and	imple-
mented	in	Zimbabwe.

b.  a total of 1000 e4	Impact entrepreneurs successfully 
operating in Zimbabwe
b.1.		 1000	Entrepreneurs	operating	successful	businesses	

focused	on	People	(productive	employment),	Planet	
(protection	of	environment)	and	Profit	(financial	sus-
tainability)	;

b.2.		1000	Entrepreneurs	operating	their	business	based	on	
sound	values,	ethos	and	principles	of	Catholic	Social	
Teachings	as	they	relate	to	the	“Vocation	of	Business	
in	the	Catholic	Church”.

Partners
Association	of	Catholic	Entrepreneurs	 (ACE)	Zimbabwe	-	
Catholic	University	of	Zimbabwe	(CUZ),	Altis	School	of	Business	
&	Society,	Catholic	University	of	milan	(CUm)	and	Donors	(to	
be	identified	in	2016).

Estimated Total Programme Cost
US$	5	million	(to	be	determined	in	the	process	of	the	E4	Impact	
mBA	Training	of	Trainer	for	the	Program	manager	at	CUZ).

Implementation Structure
n phase I. Concept	refinement,	E4	Impact	mBA	Training	of	

Trainer/Program	manager	from	CUZ	(training	to	be	under-
taken	in	nairobi,	Kenya	and	jointly	funded	by	CUZ	and	CUm),	
School	of	Enterprise	established	08/2016	–	08/2017.

n phase II. Funding	and	technical	support	secured	from	
funding	partners	and	stakeholders.	First	class	of	E4	Impact	
entrepreneurs	(35	-45)	selected	through	competitive	process	
is	launched	in	Harare	09/2017	–	09/2018.

n phase III. Two	classes	for	Harare	and	a	new	class	for	Bulawayo	
is	launched	09/2018	–	09/2019.

n phase III. A	fourth	class	is	launched	in	mutare	09/2019	–	
09/2020.

n phase IV. E4	Impact	program	evaluated	and	refined.			

Contact Details 
•	Tich	mushayandebvu,	ACE,	aceinzim@gmail.com
•	Dennis	matandaware,	CUZ,	dennismatandaware@gmail.com	

School of Entrepreneurship 
Zimbabwe

ZIMBAWE Association of Catholic Entrepreneurs 
(ACE)  
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n	Introduction
School	of	Enterprise	at	CUZ	seeks	to	
mentor	a	new	breed	of	entrepreneurs	
in	Zimbabwe	through	localising	a	spe-
cialized	E4	Impact	mBA	mentorship	
developed	 by	 the	 Altis	 School	 of	
Business	&	Society,	Catholic	University	
of	milan,	Italy.	This	school	of	enterprise	
aims	at	producing	a	pool	of	“business	
savvy”	and	spiritually	sound	budding	
and	existing	entrepreneurs	to	increase	
productivity,	strengthen	the	“voca-
tion	of	business”	in	the	Church,	create	
jobs,	protect	the	fragile	environment	
and	ultimately	contribute	to	reducing	
social	and	economic	strife	in	Zimbabwe.

n  Background
During	the	last	decade	(1998-2008),	
Zimbabwe	went	through	economic	
challenges	of	significant	proportion.	
With	the	onset	of	 land	reform	and	
the	decline	in	output	of	the	commer-
cial	farming	sector	and	the	resulting	
decline	in	exports	and	inputs	for	the	
manufacturing	sector,	as	well	as	the	
growing	budget	deficit	and	foreign	
exchange	shortages,	the	Zimbabwean	
economy	started	to	decline	sharply.

Between	1998	and	2006,	Zimbabwe’s	
GDP	declined	by	37	per	cent	in	com-
parison	to	cumulative	gains	of	over	
40	per	cent	elsewhere	in	Africa	1.	The	
decline	in	economic	activity	translated	
into	reduced	government	revenues	and	
efforts	to	stimulate	the	economy	through	
fiscal	and	monetary	policies	resulted	
in	accelerated	inflation	and	Zimbabwe	
became	the	first	country	in	the	twenty	
first	century	to	experience	hyperinflation	
with	the	official	inflation	rate	peaking	at	
231	million	per	cent	in	2008.

The	2003	Poverty	Assessment	Study	
Survey	 (PASS)	showed	a	significant	
increase	 in	poverty	 levels	from	the	
previous	1995	survey.	The	proportion	of	
people	below	the	Food	Poverty	Line	(FPL)	
increased	from	29	per	cent	in	1995	to	58	
per	cent	in	2003	and	the	proportion	of	
people	below	the	Total	Consumption	
Poverty	Line	(TCPL)	increased	from	55	
per	cent	in	1995	to	72	per	cent	in	2003	
and	this	position	has	not	significantly	
changed	as	the	recent	‘Poverty	Income,	
Consumption	and	Expenditure	Study	
(PICES)’	indicated	that	over	70	%	of	the	
total	population	in	Zimbabwe	live	below	
the	Total	Consumption	Poverty	Line.	One	

of	the	reasons	for	this	increase	has	been	
the	rise	in	unemployment	rates.	Because	
of	this,	a	large	part	of	the	unemployed	
population	joined	the	informal	sector	
with	its	associated	precarious	working	
conditions.	Even	the	educated	and	skilled	
were	not	spared	from	this	ordeal.

The	economy	only	began	stabilizing	with	
the	introduction	of	a	multiple	currency	
system	in	2009.	Inflation	flattened	and	
the	economy	started	showing	signs	of	
growth.	The	introduction	of	Zim	ASSET	
resulted	in	the	role	of	the	private	sector	
being	upgraded	to	lead	recovery	and	
development	processes.	This	also	meant	
a	positive	role	for	entrepreneurship	
development	initiatives	to	capacitate	
entrepreneurs	for	this	position.	Endowed	
with	diverse	mineral	resources	;	a	fairly	
available	infrastructure	;	underutilised	
technical	capacities	 in	most	of	the	
productive	sectors	of	the	economy	;	
arguably	one	of	the	nations	with	high	
literacy	levels	 in	Africa	which,	unfor-
tunately,	traditionally	focuses	more	on	
academics	and	administration	rather	
than	on	technical	and	entrepreneurship	;	
a	high	level	of	unemployment	especially	
among	the	youth	and	women	;	proximity	
to	Africa’s	engine	of	growth,	South	
Africa	;	and	a	good	command	of	English,	
a	global	business	language	;	entrepre-
neurship	 is	the	missing	 ingredient	to	
support	the	recovery	and	development	
of	Zimbabwe.

n	The problem
The	collapse	of	the	economy	and	politi-
cal	standoff	had	an	immense	social	cost	
in	terms	of	rising	poverty	and	unem-
ployment.	many	citizens	were	forced	to	
adopt	adverse	coping	strategies	resulting	
in	many	 informal	and	formal	small	
business	establishments	with	the	owners	
not	having	accessed	any	form	of	business	
training	or	technical	support	to	run	and	
grow	their	businesses.	Zimbabwe	was	ran-
ked	150	out	of	175	for	corruption	in	2015	
by	Transparency	International.	Corruption	
and	unethical	business	practices	inclu-
ding	over	pricing	of	goods	and	services	
permeates	all	 level	of	the	business	
and	social	structures	of	the	country	
and	need	to	be	urgently	addressed.

All	the	above	changes	have	resulted	
in	Zimbabwe	going	through	significant	
economic	structural	changes	where	
the	significant	part	of	the	GDP	is	contri-

buted	by	the	mSmEs.	Over	95	%	of	the	
population	is	employed	by	the	informal	
sector.	To	ensure	sustainability	of	the	
mSmEs	and	growth	of	the	businesses,	a	
growth	enhancing	and	spiritually	sound	
support	mechanism	is	required	to	enable	
business	ideas	to	be	actualised	and	exis-
ting	businesses	to	grow,	compete	locally	
and	regionally	and	create	productive	
jobs	desperately	required	to	nurse	the	
country	to	normalcy.

n	proposed solution and 
programme description

CUZ	and	its	partners	proposes	to	establi-
sh	a	school	of	entrepreneurship	targeting	
budding,	informal	and	small	business	
entrepreneurs	with	strong	business	
acumen	and	high	potential	to	start	and	
also	grow	existing	businesses.

The	school	will	adapt	and	 localise	
the	E4	Impact	program	as	basis	for	the	
intervention.	In	addition	to	E4	Impact	
materials	and	modules	the	school	will	
also	offer	the	following	:
•	 Business	leadership	and	management	

training	;
•	 Role	of	Catholic	Social	Teaching	as	

it	relates	to	“Vocation	of	Business	in	
the	Church”	to	address	corruption	and	
unethical	business	practices	;

•	 Linking	trained	entrepreneurs	with	
markets	(local	and	global	value	chains)	;

•	 Climate	Change	and	Business	;
•	 Regulatory	and	Sustainable	compliance	

training.

The	school	will	be	operated	in	a	man-
ner	 that	brings	sustainability	 to	 its	
activities.	During	the	 initial	5	years,	
it	will	use	grants	 received	from	 its	
funding	partners	to	subsidise	identifi-
cation	and	selection	of	students	and	
payment	of	their	fees	to	ensure	that	
talented	but	less	privileged	entrepre-
neurs	access	the	services	and	products	
offered	by	the	school.	The	selection	
of	entrepreneurs	to	benefit	from	the	
programme	will	be	through	open,	trans-
parent	and	competitive	processes	that	
includes	interview	and	site	visits	of	the	
place	of	operation	of	the	enterprises.

An	alumni	grouping	will	be	formed	to	link	
up	all	students	that	would	have	passed	
through	the	school	and	well-wishers	
from	this	group	will	be	welcome	to	
support	the	school,	capacitating	it	to	
continuously	provide	entrepreneurship	
training	to	other	potential	entrepreneurs.

1.	 Figures	quoted	in	A Situational Analysis on the Status of Women’s and Children’s Rights in Zimbabwe, 2005-2010: A Call for Reducing Disparities 
and Improving Equity (	UnICEF,	2008,	Government	of	Zimbabwe,	2011).
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n	Context and issue at hand : reconciling spiritual 
life with life as a business leader

UnIAPAC	would	like	to	share	the	experiences	of	business	
leaders	who	anchor	their	business	practices	in	Christian	
values.	By	virtue	of	this	study,	UnIAPAC	wishes	to	bring	
to	the	fore	the	specific	challenges	faced	by	Christians	in	
company	management.

In	France,	UnIAPAC	enjoys	close	ties	with	the	association	of	
Christian	Entrepreneurs	and	Business	Leaders	(EDC),	which	
in	turn	brings	together	more	than	2,700	leaders	and	heads	
of	business	from	all	sectors	of	the	French	economy.	The	
EDC	provides	guidance	for	all	sizes	of	companies,	ranging	
from	SmEs	to	international	corporations.

In	light	of	ICAm’s	commitment	to	a	humanistic	and	Christian	
approach	to	pedagogy,	the	ICAm	management	met	with	
Rodrigo	WHITELAW,	General-Delegate	of	UnIAPAC	to	
initiate	a	partnership	with	a	view	to	working	with	the	
engineering	school,	founded	by	the	Society	of	Jesus,	on	the	
issues	and	challenges	faced	by	Christian	business	leaders.

In	this	context,	a	group	composed	of	two	students	in	their	
final	year	of	the	engineering	cycle,	their	project	manager,	and	
a	research	professor	in	workplace	sociology	was	selected	
to	carry	out	three	case	studies	among	company	managers.	
One	of	these	studies	will	be	presented	on	June	13th	on	the	
occasion	of	the	UnIAPAC	conference	in	milan	on	the	theme	:	
“Hunger	and	Thirst	of	Values	for	new	contributions	by	the	
Christian	management	Education	(CmE)”.

In	these	case	studies	–	or	pedagogical	real	life	accounts	as	
we	like	to	call	them	–	we	shall	endeavour	to	answer	the	
following	question	raised	in	the	publication	The Profit of 
Values,	published	by	UnIAPAC	:

“Is spirituality something that is lived outside 
of the constraints, conflicts and limitations of 
real life, or conversely, can it be found at the 
heart of actual life ?”

And,	as	we	will	soon	discover,	the	main	challenge	for	the	
leader	who	is	the	subject	of	this	study	is	the	following	:	

How can spiritual life be reconciled with life 
as a business leader ?

n	Methodology : a comprehensive approach
We	decided	to	opt	for	a	qualitative	biographical-type	
approach,	based	on	semi-structured	interviews	with	com-
pany	managers.

In	the	appendix,	you	can	consult	the	question	grid	used	
during	the	interviews,	as	well	as	the	analysis	grid	based	on	
the	main	principles	of	the	Social	Doctrine	of	the	Church.

In	total,	we	met	with	6	leaders	of	SmEs.	Three	of	them	were	
chosen	to	be	subjects	for	case	studies.	The	leaders	were	
selected	according	to	the	relevance	of	their	real	life	account	
with	respect	to	the	challenge	stated	above,	and	for	reasons	
of	complementarity	between	the	three	leaders’	experiences.	
Leaders	of	SmEs	were	particularly	chosen,	as	this	is	the	main	
type	of	company	located	close	to	the	ICAm.	This	being	said,	
it	also	reflects	the	economic	reality	of	France	:	there	is	a	large	
majority	of	small	companies	in	this	country.

This	study	does	not	aim	to	be	representative,	its	purpose	
is	to	inform	company	managers	about	the	possible	ways	of	
reconciling	their	spiritual	life	with	their	life	as	men	of	action,	
on	the	one	hand,	and	their	Christian	faith	with	economic	
realities,	on	the	other.

In	addition	to	these	principles,	the	Social	Doctrine	of	the	
Church	also	promotes	the	fundamental	values	of	truth,	
freedom	and	justice.	The	relationship	between	these	prin-
ciples	and	values	is	one	of	reciprocity.

1 1st parT: presenTaTIon of The sTudy
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n	summary of the background of a Christian 
who became an sMe leader

mG	is	a	man	of	conviction,	who,	from	an	early	age,	wanted	
to	found	a	family	and	get	married,	but	who	has	always	
shown	a	desire	for	the	absolute	and	for	self-sacrifice.	When	
questioning	his	life	choices	and	what	he	wants	to	do,	he	
gains	inspiration	from	several	religious	orders	and	takes	part	
in	retreats	and	pilgrimages	to	fulfil	these	desires.

Things	finally	fall	into	place	when	he	realizes	that	he	can	
live	out	his	faith	through	his	professional	and	family	life.	He	
starts	working	in	a	company,	never	losing	his	desire	to,	one	
day,	become	an	entrepreneur	or	to	take	over	a	business.	
It	isn’t	until	2010	that	he	takes	over	a	company	in	a	sector	
that	he	likes,	in	construction.	He	now	runs	an	SmE	with14	
employees	that	we	will	call	nV.

Following	personal	encounters	and	an	intense	experience	
during	a	retreat,	mG	questions	his	own	positon	as	leader	
and	how	he	can	change	it.

He	then	focuses	on	the	role	of	the	business	leader	and	
the	management	style	that	he	wants	to	introduce.	We	will	
learn	that	subsidiarity	will	have	an	important	place	in	this	
new	way	of	operating,	where	participation,	freedom,	the	
dignity	of	man	and	the	common	good	are	principles	that	
this	man	holds	dear	and	seeks	to	promote.

mG	is	today	involved	in	this	dynamic	process	to	transform	
his	company.	He	embraces	change	and	demonstrates	a	
strong	will	to	help	his	SmE	to	make	progress	in	this	respect.	
His	management	style	is	relatively	clear,	but	not	all	of	his	
ideas	have	been	implemented	in	his	company	yet.	It	is	a	
long	process	in	which	the	leader	is	looking	to	dynamize	&	
empower	his	teams,	and	to	foster	the	basic	principles	of	
the	Social	Doctrine	of	the	Church.

By	virtue	of	this	analysis,	we	will	come	to	understand	that	
mG	is	indeed	managing	to	reconcile	his	life	as	a	leader	with	
his	spiritual	life.	Thanks	to	his	new	vision,	he	shows	us	how	
he	is	introducing	change.

MG is 47 years old, he has 7 children and got married 
21 years ago. Originally from Paris, he studied in a 
school of management in the French capital. Born into 
a practicing catholic family, MG considers himself to 
have always been Catholic by virtue of his family and 
cultural heritage. He then had a personal faith expe-
rience at the end of the 1980’s.

The faith experience : a reflection
In	1989,	mG	attended	the	World	Youth	Days	at	Saint	Jacques	
de	Compostelle,	where	he	met	other	young	Catholics	and	
a	monk	from	the	congregation	of	the	Brothers	of	St	John.	
It	was	here	that	he	found	faith	and	became,	as	he	puts	it,	a	
“committed	Catholic”.	He	was	strongly	attracted	to	a	religious	
lifestyle,	in	particular	that	of	the	Benedictines,	and	was	very	
curious	about	the	path	to	holiness	:	Does	one	have	to	join	

an	order	to	be	called	to	holiness	?	However,	this	desire	to	
join	a	religious	order	was	incompatible	with	his	desire	to	get	
married	and	have	a	large	family	–	a	desire	that	he	had	felt	
since	he	was	very	young.	This	episode	of	his	life	represented	
a	period	of	intense	and	difficult	reflection	with	respect	to	his	
life	choices,	and	was	marked	by	a	deep	desire	for	the	absolute.

An encounter and a break-up
In	1990,	he	left	to	spend	four	months	in	India	with	sisters	
of	the	missionaries	of	Charity,	an	order	created	by	mother	
Theresa,	to	help	out	at	a	centre	for	people	in	need.	It	was	
during	this	trip	that	he	came	to	know	a	young	woman,	
Cm,	who,	a	little	time	after	their	meeting,	told	him	of	her	
desire	to	found	a	family	with	him.	But	as	he	continued	to	
feel	a	kind	of	interior	conflict,	he	refused	Cm’s	proposal	
and	decided	to	distance	himself	from	this	young	girl.

2 2nd parT: a ChrIsTIan’s lIfe journey
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The call to holiness
Three	years	later,	 in	 July	1993,	he	attended	a	retreat	for	
understanding	at	the	Society	of	Jesus,	run	by	Jesuits.	During	
this	retreat,	he	took	the	decision	to	join	a	religious	order,	
and	informed	his	spiritual	adviser	of	his	choice.	At	the	time,	
he	thought	the	only	way	to	be	called	to	holiness	was	to	
lead	a	religious	life.	However,	the	decision	to	follow	this	
path	did	not	appease	him	and	did	not	bring	him	the	great	
joy	he	had	hoped	for.	This	was	when	his	spiritual	adviser	
advised	him	to	trust	in	God	and	follow	his	instructions.

An inner peace
In	August	1993,	one	month	later,	he	left	for	St.	Wandrille	to	a	
Benedictine	abbey	with	the	objective	of	confirming	his	choice.	
After	evening	mass,	he	heard	a	voice	telling	him	that	Cm	would	
lead	him	to	holiness.	mG,	happy	to	have	obtained	an	answer	
to	his	questions,	had	finally	found	an	inner	peace.	In	July	1994,	
he	married	Cm	at	the	age	of	26.	The	path	that	had	been	shown	
to	him	made	him	happy,	much	happier	than	when	he	had.

“When I took the decision to join a monastery, 
I was not at all at peace. When I was shown 
that my path was to get married to CM, it was 
a source of great joy”.

Newly wed and commercial executive
mG,	now	married,	began	his	career	in	a	commercial	posi-
tion	at	an	organisation-consulting	firm.	His	customers	
were	primarily	corporate	groups	in	the	audio-visual	sector.	
However,	he	had	no	real	predilection	for	this	sector,	so	he	
left	the	company	after	three	years	to	work	in	industry	as	
a	commercial	executive.	He	stayed	there	for	eight	years,	
working	in	sales	and	marketing.

A desire for entrepreneurship
At	the	time,	he	started	to	cultivate	a	private	interest	for	
entrepreneurship.	Interested	by	all	aspects	of	company	life,	
from	financial	management	to	more	technical	and	organi-
sational	aspects,	he	nurtured	his	ambition	to	take	over	a	
company.	Despite	not	having	had	any	previous	vocation	to	
be	a	company	leader,	he	felt	that	this	function	suited	him	
better	and	would	allow	him	to	achieve	personal	fulfilment,	
far	more	than	working	within	a	corporate	hierarchy.	For	
him,	becoming	an	entrepreneur	was	the	opportunity	to	be	
independent.	He	therefore	wants	back	to	college	in	2003	
to	2004	to	do	a	management	course.

Taking over an insolvent company
At	the	end	of	his	management	course,	he	actively	looked	
for	a	company	to	take	over.	 In	2005,	he	took	over	the	
management	of	an	insolvent	company	based	in	the	Vendée,	
following	their	voluntary	liquidation.	The	company	sold	
wooden	pallets.	After	having	contributed	a	personal	
financial	 investment,	he	 introduced	a	new	organization,	
and	adjusted	the	prices	(there	was	below	cost	selling	in	the	
past)	to	improve	productivity.	As	a	result,	mG	made	the	
company	profitable	within	three	years.	In	the	autumn	of	
2008,	the	company	suffered	from	the	financial	sub-primes	
crisis	and	lost	40	%	of	its	turnover.	mG	was	forced	to	file	
for	bankruptcy	despite	all	the	economic	and	human	invest-
ments	he	had	made	in	the	company.	In	mG’s	memory,	this	is	
clearly	still	a	difficult	period	for	himself	and	for	his	worker.

“It is not the easiest of experiences, but it’s part 
of life, it’s just the way it is.”

The Company NV
After	this	trying	time,	mG	wanted	to	take	over	another	
company,	but	this	time	in	the	construction	sector.	Why	
construction	?	He	noticed	that	there	was	a	market	for	buil-
ding	restoration	work,	affirming	his	intuition	that	a	lot	could	
be	done	in	this	sector.	At	the	end	of	2009,	he	spotted	an	
architectural	firm	in	the	east	of	France,	so	he	went	to	meet	
the	leader,	with	whom	he	quickly	established	a	rapport.	mG	
also	liked	the	co-workers.	In	may	2010,	he	bought	out	the	
company	and	settled	with	his	family	in	the	east	of	France.

The presence of the Holy Spirit and the development  
of his position as leader
Until	recently,	mG	was	a	leader	who	tended	to	impose	
his	ideas	without	considering	the	opinion	of	the	people	
he	worked	with.	As	he	tells	us	“I have always had a strong 
will”. But	in	2014,	he	went	with	his	family	to	Paray-Le-monial,	
where	he	would	feel	the	presence	of	the	Holy	Spirit.	This	
stay	constituted	an	intense	experience,	which	helped	him	
not	only	to	grow	in	his	marriage,	but	especially	in	his	pro-
fessional	life.	Since	this	stay	at	Paray-Le-monial,	his	position	
as	leader	has	continued	to	develop.	With	the	help	of	other	
Christian	leaders,	he	embarked	on	a	“a	long	journey”	and	
decided	to	introduce	a	new	working	organization	and	a	
management	style	within	his	company,	which	would	enable	
him	to	reconcile,	to	a	certain	extent,	his	spiritual	life	with	
his	life	as	company	leader.

Type of activity : Installation of architectural works
nV	is	a	simplified	joint	stock	company,	located	in	the	east	
of	France	and	directed	by	mG.	The	SmE	has	14	employees.	
nV	was	created	in	1997,	and	mG	took	over	the	company	in	

2010.	It	operates	in	the	building	sector.	nV	offers	its	clients	a	
unique	spectrum	of	services.	Its	activity	is	organised	around	
the	design,	the	manufacture	and	the	installation	of	architec-
tural	works	for	buildings	for	community	use	and	for	private	

3 3nd parT: CoMpany operaTIons
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homes.	Its	objective	is	to	provide	a	high	level	of	technical	
sophistication	both	in	terms	of	the	advice	it	gives	and	in	
the	way	it	executes	its	projects.	 In	its	advertising	media,	
the	company	states	that	it	specializes	in	“bringing	light	to	
buildings	and	homes.”

Breakdown of turnover
nV	operates	as	a	subcontractor	for	general	service	contractors	
but	also	as	a	first	rank	supplier	to	contracting	authorities	and	
the	public.	The	construction	of	new	tertiary	buildings	accounts	
for	approximately	65	%	of	nV’s	turnover.	The	company	also	
carries	out	restoration	work	on	older	buildings,	integrating	
modern	technologies.	This	activity	accounts	for	30	%	of	its	
turnover.	Lastly,	nV	also	works	for	private	individuals,	which	
constitutes	5	%	of	its	turnover.	In	2012,	the	company	gene-
rated	a	turnover	of	€	3.5	m	in	a	difficult	economic	climate.

Economic difficulties
At	the	time	of	his	arrival	in	the	company,	mG	was	quickly	
confronted	with	the	economic	difficulties	affecting	the	buil-
ding	sector.	The	company	was	trying	to	grow	in	a	sector	that	
was	currently	suffering	from	the	crisis,	where	the	construction	
of	new	tertiary	buildings	had	considerably	fallen	over	the	
past	years.	The	market	had	contracted,	and	the	clients	who	
provided	building	projects	for	nV	were	offering	less	and	less.

“And so these clients who were for us providers 
of activities had fewer building projects to 
offer us, or only projects with very tight profit 
margins. So we repositioned the strategy of 
the company a little.”

Commercial strategy and innovation
mG	therefore	repositioned	the	strategy	of	the	company.	
The	company	then	recruited	a	chargé d’affaires,	enabling	
it	to	introduce	a	“more aggressive and more present sales 
strategy […] which soon reaped its rewards”.	 Innovation	
provided	a	boost	to	nV’s	market	thanks	to	the	develop-
ment	of	a	new	activity,	which	represented	almost	15	%	of	
its	turnover	 in	2014.	By	diversifying,	and	by	being	based	

more	in	Paris,	the	company	was	able	to	bear	the	brunt	of	
the	difficult	economic	context.

Values and principles of action
The	company	takes	much	care	to	ensure	a	positive	marketing	
strategy	and	advertises	its	values	and	principles	of	action	on	
the	company	web	site	:

“Its values :
 the full satisfaction of customers,
 the professional development of employees,
 company involvement in society,
 joy at work.

Principles of action :
 the pursuit of excellence,
 honouring engagements towards clients and employees,
 showing respect to others,
 subsidiarity,
 a common objective”

This	description	of	nVs	operating	strategy	can	be	viewed	
alongside	the	promotion	of	these	values	in	the	company.

n	 	a change in company structure
When	mG	arrived	in	the	company,	he	wanted	to	change	
the	organizational	structure.	Before,	there	was	very	much	
a	pyramidal	hierarchy	:	the	works	supervisor	was	in	charge	
of	the	research	department,	followed	by	the	production	
workshop	and	the	installation	teams.	This	organization	had	
its	advantages	as	well	as	its	disadvantages,	but	the	leader	
wanted	to	reorganize	the	company	and	create	two	distinct	
divisions.	So	today,	there	is	a	new	tertiary	buildings	division	
and	a	building	restoration	&	private	homes	division.	“In fact, 
the goal is to make the teams a little more specialized, depen-
ding on the type of building project”. In	each	division	we	can	
find	the	major	functions	:	commercial,	research	department	
and	installation	teams.	The	administrative	services	and	the	
production	workshop	work	in	support	of	both	divisions.	This	
reorganization	is	impor	tant	for	mG	because	it	allows	him	to	
instil	a	new	culture	and	introduce	a	management	style	that	
is	very	different	to	the	principles	that	prevailed	previously.
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n	 	Towards another vision of management

A change of vision
Since	his	stay	 in	Paray-Le-monial,	mG	has	completely	
changed	his	vision	of	the	management	style	he	wanted	for	
his	company.	This	experience	convinced	him	that	a	business	
leader	must	serve	his	employees	and	not	the	reverse.	This	
is	 reason	behind	many	of	the	changes	that	have	been	
implemented	in	the	company	over	the	last	few	months.	
These	recent	changes	concern	both	the	work	organization	
and	the	management	style.

A guiding principle : Giving more responsibility where it is 
needed
The	guiding	principle	of	this	management	style	“is	to	give	
more	responsibility	where	 it	 is	needed”,	which	 implies	
empowering	employees,	thereby	enabling	them	to	take	
on	responsibility,	as	mG	explains	:

Empowering the installation team before the work begins
Realistically,	this	means	that	the	installation	team,	which	has	
a	heavy	responsibility	because	it	has	to	ensure	the	quality	
of	the	work	carried	out,	are	now	involved	in	choosing	the	
installation	methods	and	materials	used	before	the	work	
begins.	Previously,	they	were	not	included	in	decisions	of	
this	nature	and	only	found	out	about	the	installation	arran-
gements	the	very	same	day.	 It	was	the	works	supervisor	
who	chose	the	method	himself,	and	he	was	the	only	one	
who	knew	what	the	building	site	was	like	before	the	work	
was	due	to	start.

Ensuring the professional development and motivation of the 
installation team
Of	course,	as	the	company	leader	goes	on	to	explain,	this	
new	way	of	doing	things	is	designed	to	prevent	a	certain	
number	of	problems	relating	to	the	quality	of	the	installa-
tion	work	and	the	long-term	satisfaction	of	its	clients.	mG	
believes	that	it	also	helps	the	employees	to	grow	by	giving	
them	the	means	to	be	more	responsible.	Even	if	the	team	
members	have	always	been	responsible	for	the	installation,	
they	now	have	the	means	to	take	on	responsibility.	Having	
this	possibility	to	express	their	point	of	view	–	which	to	
some	extent	is	the	possibility	to	influence	decisions	–gives	
them	additional	power.	not	a	“power over” (somebody or 
the organization), but a “power to”,	in	the	sense	that	they	
have	the	power	to	do	their	work	better.	It	is	a	question	of	
employee	satisfaction.	 Is	this	what	mG	means	when	he	
says “to serve”	his	employees…	allowing	them	to	obtain	
job	satisfaction	?

Empowering other layers of hierarchy
With	regard	to	mG’s	previous	quote	where	he	uses	the	
image	of	the	nail,	we	can	characterize	this	new	manage-
ment	style	as	being	“bottom-up”.	If	we	look	at	things	from	
the	very	top	level	of	decision-making,	we	observe	that	
this	new	way	of	operating	has	been	introduced	as	part	
of	redesigned	organizational	structure,	with	two	distinct	
divisions,	allowing	new	responsibilities	to	be	entrusted	to	
the	heads	of	these	two	divisions.

Delegating the management of bonuses and pay rises
For	reasons	of	fairness	in	the	distribution	of	pay	rises,	and	
bonuses,	the	heads	of	the	divisions	are	given	and	autono-
mously	manage	a	budget	to	financially	reward	their	teams	
with	“real”	money.	They	distribute	these	bonuses	according	
to	the	merits	of	each	worker	and	to	the	success	of	the	
building	projects.	Previously,	mG	decided	the	amount	of	
these	bonuses	and	pay	rises	alone.	But	from	now	on,	it	is	
the	heads	of	the	divisions	who	attribute	these	bonuses	as	
they	have	a	better	view	on	the	work	carried	out.

Annual interviews designed to build relationships
The	same	goes	for	the	conducting	of	annual	 interviews.	
From	now	on,	it	is	the	immediate	supervisor,	the	head	of	
division	or	team	leader,	who	performs	the	annual	interviews	
with	their	team.	Despite	being	an	SmE,	the	leader	wanted	to	

When you want to hammer a nail in the wall to hang a 
painting, I think you’d rather hold both the nail and the 
hammer yourself. If there is one person holding the nail 
and someone else holding the hammer, then there is a 
good chance that the person holding the hammer, if he 
is tired or a little clumsy, or even by accident, whatever 
the reason, will hit the other person’s fingers. And even 
he doesn’t hit the other person’s fingers, the person 
holding the nail will be trembling in case he does. So 
the idea is to do the same thing within the company. 
The person holding the nail is in fact is the person who 
has the responsibility, for example, the members of the 
installation team. We have a very important responsi-
bility here at NV, which is ensure that architectural 
works are installed successfully. And this responsibility 
is very important because if the architecture is installed 
badly ; if there are weak points in the waterproofing 
that go unnoticed by the installation supervisor, then we 
run the risk of there being leaks and then there will be 
very serious problems. Because a leak is really serious. 
So the installation team has a responsibility, which is 
very important, which is to ensure that architecture is 
installed successfully. So faced with this responsibility, 
they need to have the right hammer, i.e. they need to 
have the capacity to choose for themselves the materials 
they will need to ensure the success of the installation. 
And this empowerment means for example allowing 
them to choose and to define – by themselves – the 
installation method to be used. When I say installation 
method, I mean the way the architecture is going to be 
installed : will we need to use a certain type of crane ? 
Because we use many cranes, and elevators and hoists 
and machines like that. Will we need this type of crane, 
a tower crane, or a telescopic crane ? Will we use a hoist 
or erect scaffolding ? Etc.
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introduce	these	annual	interviews,	which	are	not	mandatory	
for	companies	of	this	size.	mG	has	trained	his	supervisors	
to	ensure	they	are	able	to	execute	this	new	responsibility.	
This	decision	makes	sense	for	mG,	because	it	promotes	a	
certain	proximity	between	teams	and	their	manager,	and	
thereby	helps	to	build	relationships.	The	immediate	super-
visors	are	the	best	placed	to	take	on	this	responsibility.

Task description cards designed to better organize the 
change and enhance skills
To	enable	his	company	to	develop	further,	mG	is	looking	
to	redefine	employees’	tasks	for	each	company	position.	To	
allow	every	worker	to	know	their	scope	of	action,	and	their	
degree	of	autonomy	more	precisely,	thereby	enabling	them	
to	take	on	new	responsibilities	and	know	which	direction	to	
follow	more	easily,	mG	has	created	task	description	cards	
designed	to	clarify	objectives	and	what	he	expects	from	
each	of	his	employees.

This	may	appear	rather	simple	but	for	mG,	it	is	important	
for	ensuring	proper	operations	and	making	sure	everyone	
is	moving	in	the	same	direction.	mG	wants	to	formalize	the	
responsibilities	for	each	worker	to	ensure	greater	coherence	
with	respect	to	the	new	management	style.	These	deve-
lopments	enable	him	to	gradually	organize	the	changes	
and	to	enhance	the	skills	and	competences	of	each	worker.

A management style designed to promote self-actualisation, 
one of the company’s “raisons d’être”
This	management	style	 is	also	designed	to	enhance	the	
skills	of	workers	through	training	and	empowerment.	 It	
can	enable	workers	to	achieve	self-realisation	and	find	
motivation	in	their	work,	which	are	goals	that	the	leader	
considers	to	be	one	of	the	raisons	d’être	of	the	company.	
For	workers	who	did	not	have	the	possibility	to	obtain	an	
advanced	academic	qualification,	the	new	organizational	
structure	clearly	represents	a	possibility	for	them	to	gain	
responsibilities,	and	it	also	improves	the	performance	of	
the	company	:	“It is a management style that works ! […] It 
enables the company to perform better”. 

Enabling people to communicate with each other better : 
collective communication, listening and decision-making
The	 leader’s	aim	 is	also	 “to enhance communication”. 
When	he	arrived	at	the	company,	mG	was	surprised	by	
the	crucial	lack	of	communication	between	departments,	
and	this	is	why	he	instituted	team	&	inter-team	meetings	
designed	to	 “improve communication between depart-
ments so that people actually speak with one another.” 
Decisions	are	made	on	a	collective	basis	with	all	 the	
employees	concerned.	 Involving	all	 the	employees	 in	
the	decision-making	process	 is	a	paramount	feature	 in	
this	new	organization.	For	the	leader,	it	also	provides	the	
possibility	to	take	a	step	back	to	better	appreciate	the	
strategic	dimension	and	consider	any	decisions	that	will	
impact	the	future	of	the	company.	Being	a	 leader	also	
means	establishing	a	vision	for	the	future,	a	future	strategy	
for	the	company.

A concrete example of a management situation : conflict with 
a long-standing worker
Listening	to	others	has	an	important	place	in	the	management	
style	that	mG	is	trying	to	implement.	A	good	example	for	
this	is	a	conflictual	situation	that	the	leader	was	recently	
confronted	with	:

With regard to listening to others, I can give you a very 
concrete example. Last week I gathered together the 
company’s executives in order to think about economic 
issues and put forward proposals. And then one of them, 
I had suggested — thinking out loud — to implement 
something that made sense and which would be simple 
to implement and which would reap its rewards etc. but 
which went completely against what had always been 
done at NV. And this employee, who has been in the 
company a lot longer than I, as he was accustomed to 
doing things differently in the past, stated his objections 
vis-à-vis this thing that I wanted to implement. And 
that really annoyed me, I found that so… saying it so 
bluntly… in my reaction, I found it stupid, because it 
was really something that made sense and was easy 
to implement. And I got rather angry because I have a 
temperament that is a little explosive, and I have this 
tendency in me, but well. And obviously I regretted 
it, because I needn’t have got angry, even if what he 
said annoyed me, etc. And then I felt a little frustrated 
because I had been talking about doing it for a long 
time, and it still wasn’t implemented. I really regretted it, 
moreover I apologised to the whole team at the end of 
the meeting etc. When I had calmed down, I arranged 
to meet this person the following day to discuss with 
him and to listen to what he had to say, to understand 
what, for him, was the obstacle in implementing this 
small reform. And this is what is meant by the spirit 
of truth, it is to be able to listen to the person for real, 
i.e. to try to understand what his arguments are, and 
to take the person seriously. And what this person 
actually had to say, deep-down, was very reasonable, 
very serious and consequently it allowed us to grow, 
because I listened to him, and it allowed him to express 
something and certainly to get over any hurt that I might 
have caused the day before, I hope so in any case, and 
consequently to decide on something together, which 
will certainly be much more effective than what would 
have been implemented, owing to the fact that I would 
have implemented it all by myself. So this is what is 
meant by the spirit of truth, it is to say “yes I have an 
idea, as a leader I have my own insights”, bosses often 
have insights, etc., but the spirit of truth is to say that 
one is not alone, it is to say our share of truth, and by 
sharing this truth with others we can go make progress.
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This	example	shows	what	listening	to	others	means	to	a	leader	
who,	in	this	example,	puts	himself	in	the	place	of	the	other	
person,	so	as	to	better	understand	his	reasons,	his	point	of	
view.	This	is	the	conduct	that	Gm	wishes	to	adopt	from	now	
on	and	foster	in	his	company.	It	remains	to	be	seen	to	what	
extent	his	behaviour	can	influence	that	of	his	employees.

The	examples	quoted	here	highlight	the	will	of	the	leader	
to	introduce	change	designed,	of	course,	to	improve	per-
formance,	but	also	to	reconcile	strong	personal	convictions	
with	the	demands	of	the	market.

n	The importance of spiritual life and of calling on 
the holy spirit for assistance

Practising spiritual discernment to prevent inner division
Discernment	is	an	essential	practice	in	mG’s	life	as	a	com-
pany	manager.	During	times	of	doubt,	taking	personal	deci-
sions,	etc.,	mG	takes	time-out	for	two	or	three	hours	to	ask	
himself	what	the “real fundamental problem”	is.	Then	after	
discernment,	he	can	finally	determine	what	for	him	seems	
to	be	the	“right”	choice	and	take	a	decision.	This	practice	
has	already	proven	useful	to	him	on	many	occasions	when	
making	strategic	choices,	but	also	when	taking	ethical	deci-
sions.	Taking	time	out	to	practice	discernment	enables	him	
to	make	choices	that	will	not	later	give	rise	to	inner	division.

Prayer as a source of peace
Every	morning,	mG	takes	the	time	to	pray,	“a time to speak to 
God” which “nourishes his life of faith”. Prayer	is	also	one	of	
the	moments	when	he	can	ask	God	to	love	his	employees,	
he	prays	“to ask God to love all his employees, naming them 
individually, to love them in the manner in which they hope 
to be loved”. For	him,	it	is	also	the	occasion	to	rely	on	and	
entrust	to	the	Holy	Spirit,	through	prayer,	everything	that	
is	affecting	him	internally	and	externally,	whether	it	is	his	
life,	his	weaknesses	or	even	an	interview	that	is	proving	to	
be	difficult	:	“I can testify to it, it has often been a source of 
peace for me”.

Abandonment to God
For	mG,	abandonment	and	consecration	to	God	represents	
a	struggle	to	rein	in	his	desire	to	want	to	lead,	control,	and	
take	everything.	This	abandonment	to	God,	in	whom	mG	
places	his	trust	:	“It is necessary to ask for this grace ; clearly 
this prayer for abandonment, including in my professional life 
is what has led me to this position, as a leader.”	moreover,	
it	is	this	abandonment	which,	he	says, “enables him to lead 
with an inner peace”.

God and the Holy Spirit
The	reference	to	God,	the	father,	and	the	Holy	Spirit	was	
very	much	felt	during	the	interview.	And	what	about	the	
figure	of	Jesus,	God-made-man	?	mG	says	he	prays	with	the	
Gospels,	without	making	any	direct	reference	to	Christ,	or	
to	his	life	in	the	Gospels.

Reading and reflection
Reading	and	reflection	also	form	part	of	his	spiritual	life.	All	
the	topics	of	reflection	that	he	reads	about	nourish	his	life	
of	faith,	and	are	sources	of	change	in	his	position	as	leader.	
For	example,	in	2015,	he	was	member	of	a	work	group	to	
reflect	on	the	Social	Doctrine	of	the	Church.

Knowing he is not alone by virtue of meetings with other leaders
These	deep-rooted	Christian	values	are	therefore	a	source	of	
inspiration	for	his	life	as	a	leader.	He	also	finds	nourishment	in	
his	many	exchanges	with	other	company	managers,	whether	
they	are	Christian	or	not.	He	explains	why	there	is	“a	long	
journey”	that	he	wishes	to	complete	with	respect	to	the	
working	organization	and	management	of	people	and	that	
he	cannot	do	it	alone.	He	therefore	benefits	from	the	expe-
riences	of	other	company	leaders	or	managers	to	implement	
new	principles	and	management	tools.	The	direction	that	
he	is	taking	can	be	seen	in	his	everyday	life	and	entails	the	
organization	of	visits	and	numerous	exchanges	with	other	
companies	:	“I met […] a company […] that implemented 
this management style […] and it is really a company that 
outperforms many others that operate in more or less the 
same branch of industry. And I could see it with my own 
eyes, i.e. I met people on the ground. […] So it works, and we 
see that people are happy and fulfilled, because they feel 
trusted, they are given important responsibilities.”

Place for spiritual retreats
The	periods	of	retreat	were	very	beneficial	for	mG.	Retreats	
encourage	him	to	give	deep	thought	to	his	situation,	which	
often	lead	to	a	change	in	position	in	his	personal,	but	also	his	
professional	life.	In	2014,	he	made	a	retreat,	which	enabled	him	
to	feel	the	presence	of	the	Holy	Spirit,	and	which	inspired	him	
to	introduce	a	new	management	style	in	his	company.	Even	
if	the	changes	introduced	by	the	leader	in	his	company	are	
changes	that	are	“in	the	right	direction”,	or	well-advised	and	
logical	from	a	strictly	“technical”	point	of	view,	the	change	
of	direction	that	he	is	currently	developing	in	his	company	is	
still	clearly	connected	to	its	faith	:	“what I really learned, and 
even as an entrepreneur, is that if you really want to live as a 
Christian, you cannot lead your life as a leader by the sweat of 
your brow and controlling everything with a heavy hand. There 
has to be an abandonment, even in the decisions to be taken, 
even in one’s daily life, a total abandonment to God’s will !”

Taking time-out
We	notice	that	in	all	these	practices,	mG	takes	time	out	to	
think,	even	at	a	minute’s	notice.	This	is	part	of	his	professional	
life,	and	it	is	one	of	the	strengths	and	unique	characteristics	
of	this	leader.

His	abandonment	to	God	is	not	complete,	and	the	love	he	
shows	for	its	employees	is	not	perfect,	he	admits,	but	he	
is	heading	in	the	right	direction,	and	it	is	this	momentum	
towards	progress	that	interests	mG.

The	time-out	that	he	allows	himself	(retreats,	prayers,	dis-
cernment,	etc.)	enables	him	to	pursue	his	journey.
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Subsidiarity within the company
The	principle	of	subsidiarity	is	very	much	alive	within	the	
company	nV.	Although	mG	does	not	use	the	term	during	
the	interview,	he	does	make	reference	to	it	on	his	website,	
and	we	got	a	strong	impression	throughout	the	interview	
that	it	was	something	very	important	to	him.

First	of	all,	by	means	of	his	task	definition	cards,	he	clearly	
defines	the	autonomy	and	the	room	for	decision-making	
that	he	gives	to	his	workers.	The	cards	were	created	not	
only	to	list	workers’	responsibilities	and	main	tasks	(without	
going	into	all	the	details),	but	also	to	define	their	powers.	
This	gives	them	a	broad	scope	of	action	and	aims	to	make	it	
easier	for	workers	to	express	themselves,	as	they	are	officially	
responsible	for	particular	tasks.

Secondly,	he	creates	an	atmosphere	of	trust	within	the	com-
pany,	and	he	feels	that	he	is	working	to	serve	his	employees.	
One	clearly	sees	what	it	can	really	mean	to	work	in	the	service	
of	one’s	employees.	The	leader	does	not	hesitate	to	cite	his	
“brothers and sisters”	by	name	:	“to assist them in their profes-
sional development, to allow them to take on responsibilities, 
without directly intervening in their duties or bypassing them.”

Finally	he	ensures	they	can	fulfil	their	objectives	through	
training	and	empowerment.

mG	has	succeeded	in	creating	a	subsidiarity	structure,	because	
he	has	not	only	delegated	a	lot	of	responsibility,	but	he	has	
also	agreed	to	give	up	its	right	to	oversee	certain	decisions.	
And	this	is	what	differentiates	subsidiarity	from	delegation.

Changing the role of supervisors in assessing their team’s work
Before	his	experience	at	Paray-Le-monial,	mG	thought	that	
he	was	alone	in	having	to	manage	interviews,	bonuses	and	
pay	increases.	Today	he	is	convinced	that	only	immediate	
supervisors,	as	they	know	their	teams	better,	are	best	
positioned	to	assess	the	work	and	merits	of	workers.	As	
we	have	already	seen,	this	new	management	style	can	be	
characterised	by	an	increased	level	of	trust	within	the	teams.

Difficulties encountered : moving from a top-down approach to 
showing trust
The	introduction	of	this	principle	was	not	easy	for	the	leader	of	
nV.	mG,	who	very	much	had	a	top-down	management	style	at	
the	beginning,	changed	his	personal	concept	of	management,	
deciding	to	transfer	responsibilities	to	others	and	to	delegate.	
On	realising	that	“you cannot lead your life as a leader by 
the sweat of your brow and by controlling everything with a 
heavy hand,” he	decided	to	show	more	trust	in	his	teams	and	
to	allow	himself	more	time	for	strategic	reflection.

Delegating	not	only	tasks,	but	also	responsibilities	implies	
giving	up	–	at	least	partly	–	one’s	own	power	to	act.	Delegating	
in	this	manner	required	him	to	give	up	certain	prerogatives,	
and	the	power	to	decide.	He	says	that	it	is	a	form	of	aban-

donment	to	God.	It	was	for	pragmatic	reasons	as	well	as	
out	of	personal	conviction	that	mG	therefore	decided	to	
“trust”	his	workers.	When	the	leader	talks	about	the	changes	
he	has	made,	one	notices	a	form	of	joy,	or	at	the	very	least,	
a	personal	satisfaction,	as	well	as	a	feeling	that	he	knew	he	
was	going	in	the	“right	direction”.

The right level of participation
According	to	the	Social	Doctrine	of	the	Church,	workers’	
participation	in	company	life	entails	participating	in	the	
decisions,	the	choices	and	the	strategy	of	the	company.	We	
can	see	that	mG	has	addressed	these	concerns	by	intro-
ducing	annual	appraisals,	meetings	between	workers,	and	
by	including	the	installation	team	in	the	decision-making	
process	with	regard	to	the	choice	of	material	and	installa-
tion	technique,	etc.	Even	though	mG	had	to	act	against	his	
very	“head-strong”	nature	to	some	extent,	the	leader	now	
includes	his	employees	in	the	decision-making	processes.

	Of	course,	the	employees	are	not	all	invited	to	take	every	
kind	of	decision,	but	at	the	very	least	those	decisions	that	
affect	them	directly	and	which	enable	them	to	do	their	
work	in	good	conditions.	This	can	easily	be	seen	in	the	exa-
mple	with	the	installation	team.	They	will	not	necessarily	
be	invited	to	a	meeting	where	strategic	decisions	are	to	
be	taken.	On	the	other	hand,	when	it	directly	affects	their	
work,	they	can	have	their	say,	and	they	will	be	listened	to.	
The	heads	of	divisions,	on	the	other	hand,	will	be	consulted	
and	will	take	part	in	the	strategic	directions.

4 4th parT: analysIs

n	subsidiarity and participation

For example, a customer called me because there 
was a problem on a building site, it is so easy to tell 
the customer “listen I will deal with it, I will do what’s 
needed to improve things, to resolve the problem, to 
speed up things… to ensure that you are satisfied”, 
and then to ask the works supervisor to come, and to 
tell him “you must do this, this and this”, it is so easy 
to do that, it is so much more effective, at least on the 
surface. But in fact, behind all that, when you do that, 
what are you really doing ? You are demotivating the 
person, the supervisor, because you have bypassed 
him, and because you went over him, in some ways 
you have not respected him in front of the client. It is 
so much more demanding to go and see him, to find a 
solution with him and to say to him look, “[…] you’re 
the one who will be taking the lead, who will try to 
solve the problem that the client has found”. Doing this 
is much more demanding, it is harder, but it is more 
effective too. And it is also much more empowering.
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n	In truth and freedom

For	mG,	the	principle	of	participation,	even	though	he	did	
not	use	the	actual	term	during	the	interview,	is	related	to	
subsidiarity.	The	principle	of	subsidiarity	cannot	be	achieved	
without	the	principle	of	participation.

In	his	opinion,	the	basis	of	these	two	principles	is	truth.	
They	must	be	achieved	in	a	spirit	of	truth,	which	 is	“to 
tell yourself that you are not alone, […] to say our share 
of truth and to ‘pool’this share of truth together, we can 
make progress.” Therefore,	the	value	of	truth	is	very	much	
alive	within	the	company,	and	it	is	the	basis	for	subsidiarity	
and	participation.

During	this	interview,	we	also	felt	the	presence	of	the	value	
of	freedom.	He	even	says	“I am really profoundly free”.	And	
this	value	is	therefore	respected	by	virtue	of	the	principles	
of	subsidiarity	and	participation,	because	the	workers	are	
given	the	freedom	to	make	their	own	choices	and	decisions,	
but	also	to	participate,	and	to	express	themselves,	etc.

n	The right allocation of resources and the right 
management

The most important of justices : love
mG	thinks	that	the	“the most important of justices is to 
love one’s employees”.	He	is	mindful	that	each	worker	 is	
different,	all	with	their	own	flaws,	but	also	and	above	all,	
with	their	own	qualities.	For	him,	the	most	important	of	
justices	 is	therefore	to	love	them	for	who	they	are	and	
to	focus	on	their	qualities,	and	it	“would be unjust not to 
recognize the attractive qualities”	in	each	employee.	The	
leader	therefore	tries	to	love	them	all	equally,	but	also	to	
show	the	same	degree	of	recognition,	ensuring	that	each	
worker	is	treated	on	the	same	basis	and	fairly.

A prayer of love
It	is	in	the	nature	of	man	not	to	love	somebody	“on the spot, 
for no real reason” explains	mG.	It	is	not	an	easy	task,	it	has	
to	be	admitted.	This	is	why	mG	asks	God,	in	his	prayers,	for	
the	strength	to	love	his	employees.	The	leader	really	believes	
“that it is necessary to pray for each and every one of his 
employees, and to ask God to love his employees, naming 
each one of them individually, to love them in the manner 
in which they want to be loved”.	He	therefore	prays	for	his	
employees	with	a	view	to	fostering	justice	and	equality	for	
each	and	every	worker	in	his	company.

Empowerment and training for a better management of resources
Before	progressing	in	his	position	as	leader	and	questioning	
the	validity	of	his	actions,	mG	managed	the	salaries	personally	
and	decided	the	bonuses	and	pay	increases	by	himself.	He	
listened	to	the	opinions	of	his	works	supervisor,	who	would	
tell	him	that	the	installation	team	had	been	very	efficient,	
that	the	group	had	worked	well,	but	in	the	end	he	made	the	
decision	alone.	However,	this	did	not	necessarily	ensure	the	
equitable	distribution	of	bonuses	and	pay	increases.

According	to	the	Compendium	of	the	social	Doctrine	of	
the	Church	: “As creators of wealth and prosperity, heads of 
business need to implement the means to ensure an equitable 
distribution of this wealth.” mindful	of	this,	mG	realized	that	
he	was	not	best	positioned	to	manage	and	decide	on	the	
management	of	these	resources.	This	is	why,	he	transferred	
these	responsibilities	to	the	heads	of	divisions	“to give heads of 
divisions the responsibility for managing bonuses and pay rises 
within a set budget.” He	expresses	that	these	are	not	common	
procedures,	but	it	is	something	of	utmost	importance	to	him.

A concrete example of the fair allocation of resources : 
rewards according to merits
We	can	read	in	the Vocation of the business leader, that	“the 
right to private property should be “subordinated to the right to 
common use, to the universal destination of goods. This principle 
urges business leaders to consider the distributive effect of the 
way they set prices, […] Their decisions should aim not at an 
equal but at a just distribution of wealth, which meets people’s 
needs, rewards their contributions and risks, and preserves and 
promotes the organisation’s financial health.” mG	shares	this	
vision	of	an	equitable	distribution	of	resources	and	operates	
by	rewarding	his	employees	according	to	their	merits.	He	tells	
us	that	at	nV,	there	is	a	seniority	bonus,	which	takes	the	form	
of	an	additional	percentage	of	the	worker’s	salary.	This	bonus	
represents	a	considerable	cost	for	the	company,	but	especially	
one	that	is	not	related	to	the	performance	of	the	company	
nor	to	the	worker’s	merits.	mG	finds	this	bonus	unfair	as	it	
represents	a	percentage	of	the	worker’s	salary,	and	those	with	
a	higher	salary	will	receive	a	higher	seniority	bonus,	which,	in	
his	opinion,	amounts	to	a	lack	of	justice	in	the	company.

According	to	him,	it	would	be	more	logical	to	introduce	an	
equitable	system	based	on	merits	and	performance.	This	
would	encourage	everyone	to	contribute	to	the	company’s	
success	and	to	play	a	role	in	the	life	of	the	company.	Such	a	
bonus	would	be	an	additional	incentive	that	would	better	
value	the	work	of	each	employee.

We	noticed	that	the	leader	had	questioned	the	internal	
management	practice	of	his	company	with	respect	to	a	
seniority	bonus,	imposed	by	collective	agreements	shortly	
after	the	Second	World	War,	at	a	time	when	it	was	necessary	
to	promote	company	loyalty	among	workers.	He	expressed	
his	position	with	respect	to	the	legislative	system	on	a	current	
practice	in	France,	and	would	like	to	make	this	system	fairer.

Because this principle is not related to merit, and I do 
not find that very just, and then what’s more, what is 
even less just is that somebody who has a higher salary 
at NV, for example a works supervisor – it is normal 
that it has a higher salary since he has responsibili-
ties that are important – his seniority bonus will be 
higher than somebody’s who has more seniority but 
who earns a lower salary. So this is not very logical.
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n	The common good and human dignity

The common good, a concept that is rather difficult
mG	defines	the	common	good	as	“everything that contri-
butes to the improvement and perfection of each individual 
[…] and allows each person to develop fully. This for me is 
the common good. Conversely, things that imprison a person, 
that prevent someone from growing and developing and 
achieving self-actualisation are the opposite of the common 
good.” His	vision	of	the	common	good	is	applicable	to	the	
internal	perimeter	of	his	company,	to	his	employees.	He	
does	not	take	into	account	the	contribution	to	the	common	
good	made	by	the	products	and	services	offered	by	his	
company.	We	have	no	doubts	that	mG	is	consistent	with	
the	perspective	of	the	ecumenical	council	the	Vatican	
II,	where	it	is	specified	that	these	goods	must	“be goods 
that are really good and services that really serve”	society.	
But	the	“practical	value”	of	his	products	and	services,	and	
the	choices	that	this	entails,	was	not	mentioned,	as	if	the	
leader	was,	for	the	time	being,	more	concerned	by	what	
was	happening	within	his	company.	However,	this	practical	
value	is	present	in	the	company’s	communication	media	;	
the	company	says	it	brings	light	and	aesthetics	to	buildings.	
It	helps	to	build	useful	amenities	for	the	community.	The	
fact	that	this	was	not	mentioned	is	interesting,	it	can	help	
Christian	business	leaders	to	reflect	on	the	purpose	of	their	
company	and	what	the	common	good	means	for	them.

Difficulties encountered
In	this	respect,	it	is	comprehensible	that	the	concept	of	the	
common	good	is	difficult	for	mG.	Some	of	his	remarks	show	
that	he	pays	attention	to	this	principle	and	that	he	tries	
not	to	go	against	the	common	good,	such	as	he	defines	it	:

“If I bypass an employee, if I tell on him behind 
his back, […] then I am going against the com-
mon good. If, on the other hand, I try to accept 
him with all his strengths and his weaknesses, 
[…] if I implement everything that is needed to 
help him to grow and if I believe in him, then I 
am contributing to the common good […] But ! 
I find that it is a concept which is still, for me 
in any case, a little bit difficult, and so I am 
clearly working on it. clairement…”

“It is a management style that works and that 
motivates me […] because it allows employees 
to develop better, to form a stronger attach-
ment, and it also allows those employees who 
were not able to study at university to be given 
responsibilities that they wouldn’t otherwise 
have been able to have.”

Work : a place for self-actualisation
According	to	mG,	the	main	purpose	of	companies	is	not	to	
make	profit	but	to	be	sustainable	over	the	long-term,	so	as	
to	guarantee	the	employment	of	workers.	Employment,	for	
him,	is	a	source	of	human	dignity	for	his	workers	because	it	
is	a	place	for	self-actualisation	and	professional	develop-
ment.	moreover,	he	gives	his	opinion	on	the	35-hour	week	:	
“I am very much against the 35-hour week. What I find 
appalling with the 35-hour week is not the fact that people 
work less, it is more the way in which it was presented that 
I find so wrong, i.e. that they told people “you can work 
less so you will have more leisure time etc.” So there you 
have it. As if work were a place of enslavement, whereas 
I believe exactly the opposite, I think that […] work is not 
a place of enslavement, it is a place for self-actualisation 
and professional development.”

However,	he	adds	that	work	is	a	place	for	self-actualisation	
and	professional	development	“solely in companies that take 
care of their employees”. This	is	why	mG	instigated	his	new	
management	style	within	his	company.	This	management	
style	gives	rise	to	a	subsidiarity	and	participation	structure,	
which,	coupled	with	the	right	allocation	and	management	
of	resources,	helps	each	worker	to	grow	and	develop	in	
the	company	through	training	and	empowerment.	This	
management	style	promotes	the	freedom	of	workers,	but	
it	can	only	be	achieved	when	all	relationships	within	the	
company	are	founded	in	truth.

“Working with what you have” as a means to promote human 
dignity
When	we	asked	mG	what	changes	he	would	make	if	he	had	
a	“magic	wand”,	he	answered	:	“if I had a magic wand, I would 
not use it much ; I am convinced that we have everything in 
the company, in the team, and in myself, to achieve what 
we could achieve with a magic wand. […] I’d rather get there 
this way, with the problems that I know we have, with my 
personality, my qualities, my flaws, and the same goes for 
each employee, I’d rather get there without a magic wand”. 
mG	therefore	prefers	to	work	with	everyone’s	qualities	and	
flaws,	even	if	this	may	appear	much	more	difficult	and	take	
longer,	rather	than	imposing	radical	changes.	He	is	convinced	
that	for	each	change	in	the	company,	you	need	to	involve	
all	the	workers,	to	get	them	to	work	together	towards	a	
common	objective.

Through	his	company,	mG	therefore	wants	to	help	promote	
human	dignity	for	each	and	every	employee	as	individuals	
as	well	as	a	community	of	persons.

“Clearly, the management style that I wish to 
introduce is, yes, a way to achieve the personal 
fulfilment of each individual and allow people 
to know themselves better to grow, to learn 
new things.”
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Talent and skills
mG	is	very	attached	to	fostering	the	professional	deve-
lopment	of	his	workers	and	their	self-actualisation.	 It	 is	
interesting	to	note	that	he	does	not	speak	about	the	talents	
of	his	workers,	as	if	the	annual	interview	were	a	time	for	
verbal	exchange	that	focused	primarily	on	self-actualisation.	
To	what	extent	does	the	acknowledgement	of	a	worker’s	
particular	talents	lead	to	minor	internal	reorganization	?	
How	would	these	talents	be	detected,	or	talked	about	?

The	subsidiarity	 structure	 that	mG	has	 implemented	
should,	by	virtue	of	the	freedom	they	have	been	given,	
allow	workers	 to	 show	their	 talents.	moreover,	 this	
structure	naturally	allows	workers’	competences	to	be	
enhanced	because	 it	promotes	empowerment	:	 “when 
you can be a leader who can implement everything an 
employee needs to enhance their skills, to grow, to deve-
lop in the company, then that is what it really means to 
serve your employees”.

In	his	personal	life,	the	leader	of	this	SmE	has	experienced	
many	intense	moments.	Times	of	retreat	and	pilgrimages,	
periods	of	questioning	and	reflection,	desires	and	important	
decisions,	all	marked	by	and	coupled	with	meetings	of	par-
ticular	significance	and	exchanges	with	Christian	leaders.	He	
has	always	had	a	desire	for	holiness,	self-sacrifice	and	for	
the	absolute.	Thanks	to	his	wife	and	his	desire	to	become	
an	entrepreneur,	he	is	now	working	today	in	the	company	
that	he	took	over,	in	the	building	sector.

During	a	retreat,	this	leader	felt	the	presence	of	the	Holy	
Spirit	and	realised	what	had	to	be	changed	vis-à-vis	his	
position	to	make	it	less	top-down	orientated.	One	of	his	
main	concerns	was	to	adopt	a	new	management	style	and	
organizational	structure.	Through	these	experiences,	he	
has	come	to	discover,	understand	and	apply	–	in	his	own	
way	–	the	fundamental	principles	of	the	Social	Doctrine	
of	the	Church	within	his	company.

In	this	 interview,	we	have	got	to	know	a	leader	who	is	
managing	to	live	out	his	spirituality	within	the	constraints,	
conflicts	and	limitations	of	his	real	life.	While we initially 
raised the question as to whether spirituality can be 
lived outside the constraints of real life, we see on the 
contrary how a leader is managing to reconcile his spi-
ritual life with his professional life as company leader.

He	has	 introduced	a	management	style	centred	on	the	
empowerment	of	his	workers.	This	ability	to	take	a	step	
back	to	reflect	is	a	result	of	a	discernment	and	understan-
ding	of	the	human	and	economic	challenges	within	his	
company.	This	led	him	to	want	to	allocate	resources	on	a	
more	equitable	basis,	to	promote	communication	within	
his	“community	of	workers”	and	to	create	a	subsidiarity	
and	participation	structure	with	a	view	to	promoting	the	
common	good	and	human	dignity	within	his	company.	His	
abandonment	to	God	enables	him	to	progress	as	a	person,	
and	enables	his	company	to	move	forward	and	make	pro-
gress.	For	him,	it	is	a	source	of	peace	and	joy.

We	have	here	a	figure	of	a	“Christian	who	is	a	business	lea-
der”,	much	more	than	a	“business	leader	who	is	Christian”	
insofar	as	his	periods	of	meditation	and	retreat	have	led	him	
to	implement	changes.	He	says	that	he	is	first	a	Christian	
before	being	a	business	leader.	There	is	a	kind	of	parallel	
development	between	his	personal	awakenings	and	the	
changes	he	has	 introduced	 in	terms	of	organizational	
structure	and	management	style.	Although	there	are	some	
aspects	and	questions	that	still	could	be	explored	with	
respect	to	this	reconciliation	between	spiritual	life	and	the	
life	of	a	leader,	such	as	for	example	the	place	he	gives	to	
the	scenes	of	the	Gospel,	the	reference	to	God-made-man	
in	the	person	of	Jesus	Christ,	how	he	takes	into	account	
his	workers’	talents,	the	assigning	of	duties,	etc.,	he	has	
nonetheless	found	a	promising	way	forward	for	the	human	
community	of	his	company.

This	analysis	of	this	real	life	account	would	gain	by	being	
extended	and	 interviewing	some	of	the	employees	to	
see	how	they	perceive	the	changes	 implemented.	Do	
the	workers	really	seek	professional	development	and	
self-actualisation	?	Do	the	workers	perceive	all	the	changes	
from	a	humanistic	or	even	a	Christian	point	of	view	?	In	
other	words	:	what	will	mG’s	desire	to	be	both	a	Christian	
&	business	leader	bring	out	in	the	company’s	workers	who	
did	not	choose	it.

5 5th parT: MeeTIng The Challenge - a ChrIsTIan BusIness leader
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PERSONNEL
1. Could you describe your personal 

background, your life path ? As a 
Christian

✓	What	did	you	study	?	Why	?
✓	Your	training
✓	The	role	played	by	your	spouse	-	

your	family
✓	Biographical	elements
✓	Education
✓	Scouts

COMPANy AND CAREER PATH
2. Could you describe your professio-

nal path to us ?
✓	Did	your	faith	play	a	role	 in	your	

career	choices	?

3. Could you present your company 
to us ?

4. Could you describe a typical day/
week ?
✓	Identification	of	professional	situa-

tions	to	be	used	in	questions	8	and	9.

5. What does it mean for you to be a 
Christian ?
✓	Do	you	make	a	difference	between	

religion	and	faith,	how	?

6. Do you see yourself as a business 
leader who is a Christian or as a 
Christian who is a business leader ?

7. Which makes you different as a 
Christian business leader ?
✓	What	is	your	vocation	?

8. How would define your management 
style ?

✓	What	is	it	based	on	?
✓	What	does	efficiency	mean	for	you	?	

Performance	?
✓	Stakeholders	?	 (Workers,	turnover,	

share	ownership,	etc.)

9. What do the concepts of common 
good and human dignity, which are 
central to the Christian religion, 
mean for your company ?

10. In your opinion, what does it mean 
to be a just or fair company, i.e. 
a company that respects human 
dignity ?
✓	Salary
✓	Discrimination
✓	Integration,	etc.

11. For you, which is the purpose of a 
company ?

12. Have you already heard about 
Freedom Inc. ?

✓	What	do	you	think	about	it	?

SITUATIONS

13. Could you tell us about one or 
several professional situations(s) 
where you were guided by faith ?
✓	With	whom/which	stakeholders	?
✓	When	?
✓	How	?
✓	Why	?

14. Could you tell us about one or seve-
ral professional situations(s) where 
you experienced an inner division ?
✓	Anecdotes	?
✓	With	whom/which	stakeholders	?
✓	When	?

✓	How	?
✓	Why	?
✓	How	did	you	deal	with	it	?
✓	What	role	did	your	faith	play	?

15. In these different situations, did 
truth, justice and freedom play any 
role ?

16. Which changes have you introduced 
in your company and what values 
guided you to make these changes ?

17. If you had a “magic wand”, what 
would you implement in your 
company ?
✓	Why	?
✓	How	would	you	go	about	doing	it	?

18. If you ever left your company, what 
lasting Christian footprint would 
you leave ?

19. What difference(s), in your opinion, 
is/are there between a Christian 
business leader and a leader who 
implements a CSR strategy ?
✓	Christianity	-	Humanism

END OF THE INTERVIEW

20. How do you live out your spiritua-
lity ?
✓	With	moments	of	prayer?
✓	By	take	time-out/taking	a	step-

back	to	reflect?
✓	By	sharing	it	with	others?

21. What did you think about this 
interview?

22. What do you think about a study 
on Christian business leaders?

LE BIEN COMMUN
❱ objectif premier : atteindre le bien 

commun
 Etre engagé pour la paix • Sauvegar-

der son environnement • Fournir les 
services essentiels aux personnes 
(alimentation, logement, travail, 
éducation, culture, transport, santé, 
liberté religieuse, etc.) • Faire parti-
ciper tous les membres, selon leurs 
capacités, au développement de ce 
bien • Assurer des conditions de vies 
sociales • Distribution équitable des 
ressources, utilité du produit.

❱ Bilans, entretiens, certifications, 
procédures, participations, offre 
commerciale, etc.

LA DIGNITé DU TRAVAIL HUMAIN
❱ promotion du développement 

intégral de la personne
 Moyens nécessaires pour vivre 

dignement • Ne pas restreindre le 
développement de la pensée, des 
biens de façon injuste • Rendre 
l’homme actif et responsable de son 
processus de croissance • Respecter 
l’égale dignité homme-femme • 

Encourager avec des mesures effi-
caces et appropriées les droits des 
personnes en situation de handicap 
• Favoriser les relations sociales • 
Respect des droits de l’Homme, 
travail positif.

❱ Politique de formation, responsabi-
lisation du personnel, promotions, 
politique handicap, politique sécu-
rité, séminaires, démarche RSE etc.

ressourCes

n Interview questions grid

n grille d’analyse

ANNExES
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LA BONNE GESTION DES RESSOURCES
❱ Contribution à l’obtention pour 

chaque personne et pour tous les 
peuples les conditions nécessaires 
au développement intégral

 Mettre à disposition de la société 
la connaissance, les savoirs et la 
technique qui contribueront au bien 
commun.

❱ Synergie, politique de partage, 
économie circulaire, de la fonction-
nalité, démarche RSE, etc.

LA SUBSIDIARITé
❱ Responsabiliser l’homme • Recon-

naître son travail • Encourager les 
prises d’initiatives • Respecter la 
primauté de l’homme.

❱ Délégation, entretiens, organisa-
tion, etc.

LA SOLIDARITé
❱ Mettre en place des actions socié-

tales, solidarité entre les collabora-
teurs.

❱ Politique sociétal, sponsors d’as-
sociations publiques, réunions 
d’équipes, partage de la straté-
gie, etc.

AFFECTATION jUSTE DES RESSOURCES
❱ Rendre la propriété des biens équi-

tablement accessible à tous, être 
à l’écoute des besoins et attentes 
exprimées par les clients, vie dé-
mocratique dans l’entreprise.

❱ Prix du produit, des services, critères 
de choix des fournisseurs.

LA PARTICIPATION

❱ Contribuer à la vie culturelle, éco-
nomique, sociale et politique de la 
société - Participer à la vie commu-
nautaire - Participer aux décisions, 
choix et stratégie.

❱ Comités, entretiens, réunions, CE, 
CHSCT, Syndicats, participation des 
salariés aux décisions, etc.
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social de l’Église Catholique de Léon XIII à 
Jean-Paul II,	«	Église	et	Société	»,	éditions	
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n	dual VeT : for young people a common path to 
work

n	dual VeT performance*

• Trainees
-	 On	average	55.7	%	of	the	population	enter	Dual	VET,	

44.2	%	graduate	from	Dual	VET	;
-	 1.4	m	trainees	in	327	recognised	training	occupations
-	 5.4	%	of	all	employees	are	trainees	;
-	 High	employment	security	(95	%	Dual	VET	graduates	

employed,	only	80	%	employed	among	untrained)	;
-	 43.8	%	of	Dual	VET	graduates	continue	working	in	same	

occupational	field	;
-	 Receive	average	training	allowance	of	about	795	€	per	

month	as	trainee.

• employers
-	 438,000	of	2.1	m	companies	train	 (20.7	%),	most	of	

which	are	medium-size	and	large	companies	;
-	 Train	more	than	500,000	new	trainees	every	year	;
-	 Hire	66	%	of	Dual	VET	trainees	as	employees	after	

training	;
-	 Employers	invest	on	average	18,000	€	per	apprentice	

per	year	(62	%	of	which	is	training	allowance)	;
-	 76	%	of	investment	is	refinanced	by	productive	contri-

butions	of	trainees	during	training	period.

• government
-	 Shares	expenses	for	VET	system	with	employers	;
-	 Public	expenditure	for	Dual	VET	:	5.4	bn	€	;
-	 2.9	bn	€	for	1,600	public	vocational	schools	providing	

part-time	VET	;
-	 2.5	bn	€	for	steering,	monitoring	and	further	supporting	

measures	;
-	 EUR	7.7	bn	€	contribution	by	employers	(overall	net	

cost	of	Dual	VET	;	gross	cost	=	25.6	bn	€).

❱ Contributes to national economy/society
•	 Strong SME competitiveness on international markets
•	 Relatively low youth unemployment in Germany (7.1 %)

Dual VET 
Vocational Education and Training in Germany

ConTenT	

1	 Overview

2	 How	Dual	VET	works

3	 Benefits	and	current	challenges

4	 Conditions:	why	Dual	VET	works	in	Germany

5	 The	bottom	line:	5	VET	Quality	Features

6	 Further	information

1 oVerVIeW

*	Sources:	BIBB	Data	Report	(2015),	Federal	Statistical	Office

GERMANy BKU - Bund Katholischer 
Unternehmer e.V.

The experiences presented   
from Germany are best practices  
“recommended and 
supported by BKU”.



EUROPE

24

n	engagement in dual VeT

• young people
 « I want to earn money »
 « I want to work in a skilled occupation »
 « I want further qualification »
 « I continue to attend upper secondary education »
 « I want to learn something practical »

 ❱ « I want to become a… » (e.g. Mechatronics Fitter)

 seek and find a training place
-	 Scan	for	information	on	employers	providing	VET	in	

the	region
-	 Search	for	a	training	place	offer
-	 Apply	for	training	place	at	company
-	 Select	a	training	company

• employer
 « I want employees who competently fulfil the tasks and 

duties needed in my company, now and in the future »
 « I want the productive and innovative contribution of 

trainees »
 « I have the social responsibility to train »
 « I want workers to be loyal to my company »
 « I want to save induction and retraining costs »

 ❱ « I want to train »

 seek and find a trainee
-	 Be	certified	to	train
-	 Offer	training	place
-	 Vet	applications	of	trainees
-	 Select	young	person	for	VET

• government
 « For national economic growth and development, highly 

skilled employees are needed »
 « All youngsters should receive secondary education to 

become citizens »
 « Youngsters should be ready for the labour market of 

today and tomorrow so that they can find employment »
 « Government budgets for VET provision are limited »

 ❱ « We need to strengthen and regulate Dual VET »

 supporting measures
-	 Set	up	legal	framework	to	regulate	Dual	VET
-	 Delegate	 authority	 to	 stakeholders	 (chambers,	

employers,	labour	unions,	government	institutions)
-	 Open	access	to	Dual	VET	for	all,	regardless	of	prior	

qualification
-	 Include	Dual	VET	in	compulsory	secondary	education
-	 Provide	part	of	Dual	VET	in	public	vocational	schools
-	 Ensure	access	of	Dual	VET	graduates	to	higher	education
-	 monitor	and	develop	Dual	VET	based	on	institutiona-

lised	VET	research	(BIBB)

n	enter into a training contract
• starting point for dual VeT

•	 Similar to work contract
•	 Legal basis for in-company training in Dual VET

•	 Provided and registered by chambers
•	 Regulates

-	 Duration	of	training
-	 Beginning	and	end	of	training
-	 Probation	time
-	 Vacation
-	 Content	of	training
-	 Training	allowance
-	 Termination	of	contract

•	 Signed by youngster and by training company esta-
blishing a training relationship

 ❱ start of work-based learning in dual VeT

n	deliver work-based VeT

• 2 coordinated learning venues (“dual”) for each 
VeT programme

70 % of VeT in company
In-company training
-	 Legal	basis	:	training	contract
-	 Company	which	trains,	pays	trainee	a	"training	allowance"
-	 Company	provides	systematic	training	under	real-life	

working	conditions	(in-company	trainer,	up-to-date	
equipment,	etc.)

30 % of VeT in vocational school
Vocational school education
-	 Legal	basis	:	compulsory	education	law
-	 Local	government	finances	public	vocational	schools	

(facilities,	teachers,	etc.)
-	 Vocational	schools	offer	lessons	in	professional	(2/3)	

and	general	education	(1/3)	subjects	free	of	charge

 ❱ approx. duration of dual VeT : 2 – 3.5 years

• dual VeT training plan for a given occupation (example)

 ❱ In-company VeT and vocational school education 
may instead also take place provided each in separate 
long-term blocks.

n	examine independently
•	 Multi-stakeholder examination board

•	 Examination board
-	 Organised	by	chambers

2 hoW dual VeT Works

In-company training
-	 Follows	in-company	training	standards	(minimum	standards)	

defined	in	«training	regulations»
-	 Step	by	step,	trainees	take	over	duties	and	tasks	 in	the	

workplace,	and	in	the	process	contribute	to	production

Monday ❘  Tuesday ❘  Wednesday

Vocational school education
-	 Follows	vocational	education	standards	defined	in	the	«framework	

curriculum»	for	vocational	subjects	(2/3	of	schooling)
-	 Follows	school	curriculum	for	general	subjects	(1/3	of	schooling)
-	 Classroom-based	learning

Thursday ❘  friday
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-	 Composed	of	representatives	of	:
•	 Employers
•	 Employees
•	 Vocational	school	teachers	(government)

-	 In	general	does	not	include	those	who	trained		
the	trainee

-	 Assesses	and	grades	trainee

•	 Dual VET certificate
-	 Issued	by	chamber
-	 nationally	recognised	by	government

 ❱ Training contract ends  
❱ professional career begins

n	unlock a professional career
• dual VeT : key to many opportunities

n	stakeholders monitor, supervise and support
• Business community, social partners and govern-

ment are all involved in dual VeT
•	 Chambers

-	 Advise	companies	on	VET
-	 Train	in-company	trainers
-	 Assess	and	certify	company	and	trainers	for	in-com-

pany	training	provision
-	 monitor	 in-company	training	 (facilities,	 instruc-

tors,	etc.)
-	 Support	company	in	finding	trainees
-	 Register	training	contracts
-	 Organise	interim	and	final	exams
-	 mediate	disputes	between	trainee	and	company
-	 Organise	events

•	 Social Partners
-	 Labour	unions	and	employer	associations	negotiate	

training	allowance	to	be	paid	to	trainees
-	 Works	Councils	monitor	in-company	training
-	 Are	 involved	in	the	development	of	 in-company	

training	standards
-	 Are	part	of	the	examination	board

•	 Government
-	 Finances,	supervises	and	monitors	public	vocational	

school	system	providing	part-time	VET
-	 Federal	government	conducts	institutionalised	VET	

research	(BIBB)
-	 BIBB	organises	Dual	VET	standard	development

-	 Provides	support	to	unemployed	and	disadvantaged	
to	enter	Dual	VET

-	 Provides	support	for	disabled	people	to	enter	Dual	
VET

-	 Provides	vocational	orientation	and	raises	the	awar-
eness	for	Dual	VET

n	dual VeT standards based on requirements of 
world of work

• Impetuses for updating/development of national 
dual VeT standards by the economy

n	dual VeT standards based on requirements of 
world of work

• demand-driven dual VeT standards guiding VeT 
delivery in both learning venues

occupation (“Beruf”)

•	 In-company training standard (“training regulations”) 
includes
-	 Set	of	competencies	of	occupation	to	be	trained	

(occupational	profile/standard)
-	 How	a	company	must	teach	this	occupation,	as	

minimum	requirements	(training	standard)
-	 What	a	trainee	needs	to	know	in	order	to	pass	the	

exam	(examination	standard)

•	 Vocational education standard (« framework cur-
riculum ») includes
-	 Learning	objectives	and	content	(structured	in	“lear-

ning	fields”)	which	form	the	basis	for	the	schooling	

dual 
VeT

-	Employment	contract	signed	with	former	
training	company

-		Employment	contract	signed	with	new	company	
in	same	occupational	field	anywhere	in	Germany

-		Employment	in	different	occupational	field	
anywhere	in	Germany

labour Market

-	 Initial	tertiary	education	anywhere	in	Germany
-	 Further	vocational	education	anywhere	in	

Germany

further education

coordinated

employers	
identify	new	
tasks	at	the	
workplace	
requiring	

new	occupa-
tional	quali-

fications

social partners 
and government	

negotiate	and	
come	up	with	

new	in-company	
training	standards	

(training	regulation)	
under	guidance	of	

BIBB

development/
updating of 
vocational 

education standard 
VeT in vocational 
school	(framework	

curricula)	in	
coordination	with	

in-company	training	
standard	(training	

regulation)

dual VeT  
standards		
Dual	VET	
standards	

guide	
delivery,	

monitoring,	
supervision	
and	support	
of	Dual	VET	
nationwide

duration: max. 1 year
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in	vocational	subjects	in	the	vocational	school
-	 Vocational	subjects	provide	the	vocational	theory	

needed	for	working	in	a	given	occupation

n	set up comprehensive legal framework

• all aspects of dual VeT framed by system of laws
•	 Youth Employment Protection Act
•	 Trade and Crafts Code
•	 Collective Bargaining Act
•	 Law for the preliminary regulation of rights of 

Chambers of Industry and Trade
•	 Chambers Act
•	 Works Constitution Act

Vocational Training act

•	 Compulsory education law
•	 Regional school laws
•	 Joint agreement on coordination of training regu-

lations and framework curricula

•	 Basic Law for the Federal Republic of Germany - 
Article 12 [Freedom of occupational choice]

n	summary – how dual VeT works

•	 Enter into a training contract

•	 Deliver work-based Dual VET and examine inde-
pendently

•	 Stakeholders support and assure quality of Dual VET 
based on consensus 

•	 Dual VET standards are national, up-to-date and 
demand-driven

•	 Dual VET is framed by systems of law

n	summary – dual VeT: two worlds under one roof

•	 Trainees
-	 Gain	occupational	proficiency	necessary	for	employment	

opportunities	and	gainful	income
-	 Earn	training	allowance	during	training
-	 Learn	 in	real	and	state-of-the-art	work	environment	

(machinery,	work	processes)
-	 Learn	how	to	identify	with	company	and	occupation
-	 Become	capable	and	certified	to	access	different	occu-

pational	and	educational	opportunities

• employers
-	 Gain	highly	competent	employees	meeting	the	needs	

of	the	company	(versus	hiring	externally)
-	 Improve	productivity	as	well	as	quality	of	services	and	

products
-	 Save	recruitment	and	retraining	costs
-	 Realise	high	return	of	investment	in	the	long	run
-	 Are	participating	 in	defining	company-based	training	

content	and	development	of	standards
-	 Supports	Corporate	Social	Responsibility	(CSR)

• government
-	 Reaps	political	rewards	of	positive	economic	and	social	

impact	of	Dual	VET
-	 meets	national	 labour	market	demand	for	qualified	

labour	with	contribution	of	employers	(training)
-	 Has	VET	system	highly	capable	of	modernizing	 itself	

(technological	change)
-	 Able	to	efficiently	steer	VET	system	and	assure	its	quality
-	 Strengthens	formalisation	of	economy	by	regulating	

in-company	training
-	 Gains	early	evidence	for	labour	market	demand/supply

❱ Contributes to national economy/society
•	 Economic performance and competitiveness
•	 Labour-market matching (employers/employees)
•	 Social and economic integration of young people (inclu-

siveness)

•	 Trainees

-	 Finding	Dual	VET	training	place:	number	of	unplaced	
applicants	for	Dual	VET	 (2012:	 15,600,	2014:	20,900);	
number	of	companies	 (esp.	SmE)	providing	Dual	VET	
decreasing	from	24	%	(2009)	to	20.7	%	(2013)

-	 Increasing	demands	at	the	workplace	/	learning	venue	
(foreign	languages,	etc.)

-	 Improving	life-long	learning	opportunities	in	Dual	VET	
(especially	for	older	applicants)

-	 Gaining	access	to	Dual	VET	and	work	through	informally	
acquired	competencies

3  BenefITs of dual VeT
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1	 Cooperation of government, business community 
and social partners

 E.g. examination board, VET standards

2	 Learning within the work process
 E.g. in-company training = 70 %

3	 Acceptance of national standards
 E.g. Dual VET standards, chamber certificate

4	 Qualified VET staff
 E.g. competent trainers and VET teachers

5	 Institutionalised research and advice
 E.g. BIBB National TVET Report, VET standards

•	 Facts and figures
-	 BIBB	TVET	Report	2014	(link)
-	 Federal	Statistical	Office	(link)
-	 BmBF	Data	Portal	(link)

•	 Dual VET standards
-	 BIBB	Brochure	:	Vocational	Training	Regulations	and	the	

Process	Behind	Them	(link)
-	 Example	:	training	regulation	and	framework	curriculum	

for	mechatronics	Fitter	(BIBB)	(link)

•	 Legal documents
-	 Vocational	Training	Act	(link)
-	 Works	Constitution	Act	(link)

•	 Web resources
-	 GOVET
-	 BmBF
-	 BIBB

•	 Contact for further questions
govet@govet.international

5  The BoTToM lIne: 5 VeT QualITy feaTures

6  furTher sourCes

• employers
-	 Finding	young	people	for	Dual	VET:	number	of	vacant	

training	places	rising	from	2009:	17,300	to	2014:	37,100;
-	 Finding	competent	trainees	for	Dual	VET	who	have	the	

skills,	knowledge	and	attitudes	necessary	for	entering	
Dual	VET	(«trainability»)

-	 Including	disabled	people

• government
-	 Dealing	with	future	nationwide	lack	of	skilled	workers	

projected
-	 Dealing	with	demographic	change	leading	to	decrease	

in	number	of	young	people	for	labour	market

-	 Countering	trend	of	more	and	more	young	people	
choosing	university	over	Dual	VET

-	 Dealing	with	strong	regional	disparity	with	regard	to	Dual	
VET	training	place	demand	and	supply

-	 Including	disabled	people

❱ Contributes to national economy/society
•	 People have difficulty entering Dual VET and hence the 

labour market and gainful employment
•	 Difficulty meeting demand of employers for skilled 

workers

*	Sources:	BIBB	Data	Report	(2015),	Federal	Statistical	Office

•	 Long-standing history of Dual VET
•	 Highly developed economic structure translates into 

respective demand for skilled employees on labour 
market

•	 Strong small and medium-sized enterprises (SME)
•	 Interest, commitment and capability of companies to train
•	 Strong and competent representation of employer and 

employee interests (chambers/labour unions)

•	 Broad-based acceptance of VET standards through 
strong involvement of social partners in VET and culture 
of cooperative engagement

•	 Strong regulatory capacity of government
•	 Competent TVET teachers and trainers
•	 General education system makes young people ready 

for VET

4  CondITIons: Why does IT Work In gerMany
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1	 Dual	VET	in	skilled	crafts

2	 Basic	parameters	of	dual	VET

3	 Cooperative	engagement	in	VET

4	 Role	of	chambers	of	skilled	crafts		
in	dual	VET

5	 Role	of	social	partners	in	dual	VET

6	 master	Craftsperson	Qualification

1

1	million	companies

5.4	million	employees

370.000	apprentices	(26	%	of		
all	apprentices	in	Germany)

500	billion	Euro	annual	revenue

dual VeT In skIlled CrafTs

Combining school and work
Dual Vocational Education and Training (VET)  
in the German Skilled Crafts Sector

GERMANy BKU - Bund Katholischer 
Unternehmer e.V.

over 130 occupations in the 
following areas:

•	Building	and	interior	finishing

•	Electrical	and	metalworking

•	Woodcrafts

•	Clothing,	textiles	and	leather	
crafts

•	Food	crafts

•	Health	and	body	care,	chemical	
and	cleaning	sector

•	Graphic	design

agenda	
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n	dual VeT
•	 is	possible	in	about	340	different	training	occupations	

(130	in	skilled	crafts)
•	 requires	a	contract	with	a	company

-	 Duration	of	training/beginning	and	end	of	training/
termination	of	contract

-	 Probation	time/Vacation
-	 Content	of	training
-	 Training	allowance	(average	700	€	p.	m.	differs	due	to	

profession,	year	of	training,	region).

n	dual training takes place in two coordinated learning 
venues
•	 practical	training	in	a	company,	legally	legitimated	by	

the	federal	government	(national	training	standard	!)
•	 theoretical	training	in	a	public	vocational	school,	legally	

legitimated	by	the	federal	states

n	dual training programs have a duration of 2 to 3,5 years
•	 70	%	of	the	program	takes	place	in	the	company
•	 30	%	of	the	program	takes	place	in	the	public	vocational	

school.

n	joint commitment of all relevant stakeholders to 
take and share responsibility for VeT :

•	 Federal Government
-	 regulatory	framework	of	VET	(Vocational	Training	Act,	

Trades	and	Crafts	Code)

•	 Länder/States
-	 governance	of	the	school-based	part	of	the	dual	VET	

system

-	 VET-programs	outside	the	dual	VET	system

•	 Social partners
-	 design	and	implementation	of	dual	VET-programs

•	 Chambers
-	 governance	of	company-based	part	of	the	dual	VET	

system,	including	the	assessment	of	apprentices.

n	The 53 chambers of skilled crafts are :
•	 public	bodies	representing	the	interests	of	the	businesses	

(compulsory	membership)	at	local/regional	level
•	 governed	by	public	law	and	under	supervision	of	local/

regional	governments
•	 competent	 institutions	for	Vocational	Education	and	

Training	(VET)	and	as	such	monitoring	and	supervising	
apprenticeship	training	in	the	companies
-	 approval	of	formal	capacity	of	training	companies
-	 register	of	training	contracts

n	Chambers of skilled are offering guidance and a 
broad range of services to companies and young 
people concerning VeT such as
•	 support	for	companies	in	organizing	in-company	training
•	 matching	of	training	placement
•	 train	the	trainer
•	 transnational	mobility	in	VET
•	 orientation	and	career	guidance

n	guidance ensures
•	 a	high	engagement	of	small	and	medium-sized	and	even	

micro	companies	in	VET
•	 high	quality	within	in-company	training

n	Chambers of skilled Crafts are legally in charge 
of the assessment/examination of apprentices 
from skilled craft companies :
•	 implementation	of	multi-stakeholder	examination	boards	

composed	of	representatives	of	employers,	employees	
and	vocational	teachers

•	 assessment	provides	a	national	qualification	standard
•	 certification	:	examination	certificates	of	the	chambers	

have	a	high	relevance	on	the	labor	market

n	social partners are represented in the VeT-
boards of the chambers, where all relevant 
issues concerning VeT are discussed.

2  BasIC paraMeTers of dual VeT

3  CooperaTIVe engageMenT In VeT

4  role of ChaMBers of skIlled CrafTs In dual VeT
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6  MasTer CrafTsperson QualIfICaTIon

•	 Possible	in	about	100	professions
•	 Contains	four	sections	:

-	 Section	I	masterly	practical	performance	(individually	
for	each	profession)

-	 Section	II	trade	specific	theory	knowledge	(individually	
for	each	profession)

-	 Section	III	economics	and	regulations	(standardized	for	
all	professions)

-	 Section	IV	teaching	and	training	skills	(standardized	for	
all	professions)

•	 In	41	Professions	the	master	Craftsperson	qualification	
is	a	precondition	to	start	and	run	an	own	business.

•	 master	Craftsperson	qualification	is	classified	on	the	
same	level	of	the	EQF	as	the	Bachelor-degree.

n	social partners
•	 are	represented	in	the	governance	structure	of	VET	e.g.

-	 VET-board	of	the	chamber
-	 examination	boards

•	 are	involved	in	all	relevant	VET-committees	on	regional	
and	national	level	(e.g.	BIBB-Hauptausschuss	–	“Parliamant	
of	VET”)

•	 are	members	of	the	“alliance	for	initial	and	further	training”
•	 are	consulted	in	the	process	of	VET-legislation	(“BBiG”–	

Vocational	Training	Act/“HWO”	–	Skilled	Crafts	Act)
•	 negotiate	the	training	allowance
•	 develop	and	update	 in-company	training	standards,	

specified	in	training	regulations	and	curricula.

n	social partners are drivers in the development 
and implementation of training regulations and 
curricula

•	 Training	regulations	and	curricula
-	 contain	a	set	of	knowledge,	skills	and	competencies	

(occupational	profile)	which	a	company	has	to	teach	
the	apprentice(s)

-	 are	developed/designed	by	professional	experts,	nomi-
nated	by	the	social	partners	(ensuring	high	relevance	
for	labor	market)

-	 are	providing	a	federal	standard	(federal	government	
is	in	charge)

-	 are	outcome-oriented	(easily	understood	by	profes-
sional	experts)

-	 provide	a	high	level	of	flexibility	to	enable	appren-
ticeship	training	in	SmEs	as	well	as	global	enterprises

-	 are	closely	linked	to	the	principles	of	the	German	
Qualifications	Framework	(GQF)

•	 Whole	process	of	development	usually	takes	about	
1	–	2	years.

5  role of soCIal parTners In dual VeT
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1	learning in company and school
The	German	“dual	system”	is	an	alternate	training	scheme,	
combining	company-based	and	school-based	learning.	
Apprentices-to-be	are	closing	a	training	contract	with	a	
company	providing	the	practical	training.	The	relevant	
theoretical	knowledge	 is	acquired	at	part-time	public	
vocational	schools.	Apprentices	spend	approximately	70	%	
of	the	learning	time	in	the	company.

2	Training on the basis of state-recognised 
occupations

main	goal	of	dual	training	is	the	acquisition	of	the	relevant	
skills	and	knowledge	in	order	to	practise	the	par-ticular	
occupation	chosen	by	the	apprentice.	 “Dual	system”	 is	
providing	a	wide	range	of	roundabout	340	state-recognized	
occupations,	among	them	130	in	skilled	crafts.	Every	occupa-
tion	is	based	on	a	training	regulation	(Ausbildungsordnung)	
that	defines	the	content	and	the	duration	of	the	training	as	
well	as	basic	parameters	of	the	examination.	The	duration	
of	training	usually	varies	between	3	to	3.5	years.

3	high relevance for the labour market
The	training	regulations	and	curricula	of	the	different	occu-
pations	have	a	nationwide	validity	upon	which	em-ployers	
can	rely	when	recruiting	new	staff.	Regulations	and	curricula	
are	worked	out	and	regularly	modified	by	professional	
experts	nominated	by	the	social	partners,	 taking	 into	
account	changing	occupational	practices,	state-of-the-art	
technologies	as	well	as	economic	and	social	developments.	
This	ensures	a	close	linkage	to	the	current	and	future	needs	
of	the	economy.

4 guidance and support for companies
The	“dual	system”	 is	not	a	fast-selling	 item.	Companies	
need	a	high	degree	of	guidance	and	support	concern-ing	
the	successful	planning,	organization	and	evaluation	of	
apprenticeship	training.	Chambers	offer	a	wide	range	of	
services	which	even	enables	micro	companies	in	participating	
in	dual	training.	They	also	keep	regis-ters	of	apprenticeship	
contracts,	supervise	the	training,	check	the	suitability	of	
companies	and	the	quality	of	trainers.

5 Qualification of trainers
An	important	pillar	for	successful	worked-based	learning	
is	the	quality	of	the	trainers	in	the	companies.	Thus	future	
trainers	have	to	pass	successfully	the	trainer	aptitude	exa-
mination,	where	they	have	to	demonstrate	their	ability	to	
plan,	organize,	conduct	and	assess	training	in	the	company.

6	Inter-company training ensures high quality
In	skilled	crafts	vocational	training	 is	supplemented	by	
so-called	inter-company	training,	provided	by	the	training	
centres	of	the	chambers	or	professional	associations.	As	
“third	learning	environment”	this	kind	of	training	is	focussing	
on	those	learning	outcomes,	which	cannot	be	imparted	
by	all	companies,	especially	the	highly	specialized	ones.	
That	way	inter-company	training	ensures	common	training	
standards	and	makes	a	significant	contribution	to	quality	
assurance	in	worked	based	learning.

7	external examination as a seal of quality
Apprenticeship	training	is	completed	by	a	final	examination,	
conducted	by	the	chambers	as	competent	bodies	on	the	
basis	of	federal	standards.	members	of	the	examination	
committee	are	experienced	practitioners	from	the	com-
panies	as	well	as	teachers	from	vocational	schools.	Thus	
assessment	of	apprentices	is	carried	out	by	external	experts	:	
a	principle	which	guarantees	objectiveness.	Examination	
leads	to	a	chamber	certificate	having	a	high	reputation	on	
the	labour	market	–	and	in	society.

8	promotion of life long learning
Apprenticeship	training	is	not	a	dead	end	street.	Graduates	
have	the	possibility	to	start	courses	of	high-level	further	
vocational	training,	such	as	the	“meister”-qualification	or	
academic	studies.	Another	option	is	so-called	“dual	studies”,	
a	combination	of	apprenticeship	training	and	academic	study.

Key elements of Germany’s 
apprenticeship system
The so-called dual system

GERMANy BKU - Bund Katholischer 
Unternehmer e.V.
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key feaTures of ITs  
MarkeT posITIon
n	The largest german banking 

group
According	to	balance	sheet	totals,	the	
Savings	Banks	Finance	Group	is	one	of	
the	largest	banking	groups	in	Europe.

n	strong position in retail market
The	Savings	Banks	Finance	Group	is	
Germany’s	long-standing	number	one	
in	credit	business,	deposit	business	and	
financing	for	SmEs	–	a	result	achieved	
through	day-to-day	competition.

n	group ratings underpin the 
business model

The	Floor	Ratings	of	A	+	(Fitch)	and	A	
(DBRS)	as	well	as	the	Corporate	Family	
Rating	of	Aa2	(moody’s)	underpin	the	
Savings	Banks’	business	model	and	risk	
management,	as	well	as	the	cooperation	
within	the	group	of	independent	credit	
institutions.

n	savings Banks are not state banks
Savings	Banks	are	predominantly	credit	
institutions	under	public	 law.	Their	
responsible	public	bodies	are	the	muni-
cipalities.

n	savings Banks are not a 
consolidated group

Each	Savings	Bank	is	an	independent	
credit	institution.	Savings	Banks	focus	
on	their	own	business	territories,	with	
cooperation	organised	with	in	the	Group.	
The	Institution	Protection	Scheme	pro-
vides	protection	for	all	Savings	Banks.

n public service obligation and 
social commitment

Savings	Banks	are	public	welfare-oriented	
institutions.	Rather	than	profit	maxi-
misation,	their	aim	is	the	sustainable	
development	of	the	real	economy	with	
in	their	business	territories.

n	structure of the german 
banking market

The	German	banking	industry	is	built	
on	three	pillars	:

•	 Private Commercial Banks
-	 Big	Banks
-	 Regional	Banks
-	 Other	Commercial	Banks
-	 Foreign	Bank	Subsidiaries

•	 Credit Institutions under Public Law
-	 Savings	Banks
-	 Landesbank	Companies
-	 Regional	Building	Societies

•	 Cooperative Banks
-	 Volksbank	Compagnies,	Raiffeisen-

bank	Companies	and	their	Control-
ling	Institutions

All	credit	institutions	in	Germany	are	sub-
ject	to	the	German	Banking	Act	(KWG)	
and	wholly	or	partly	to	CRR*.	Banking	
supervision	is	carried	out	by	BaFin	within	
the	frame	work	of	the	SSm**.

Each	of	the	three	pillars	has	its	own	gua-
rantee	system	and	its	own	business	model.

n	savings Banks and their 
regional associations
•	 413	Savings	Banks	(as	of	15.02.16	:	

409)
•	 € 1,145	Bn.	Total	Assets
•	 233,741	Employees
•	 17,209	Trainees
•	 14,451	BranchOffices	(inc.	self-	

service)
•	 93.8	mil.	Savings,	Current	and	

Security	Accounts

The Savings Banks Finance Group

*	Capital	Requirements	Regulation

**	Single	Supervisory	mechanism

1  oVerVIeW

GERMANy BKU - Bund Katholischer 
Unternehmer e.V.
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1	 The	Free	State	of	Bavaria	and	the	Bavarian	Savings	Banks	Association	hold	
their	share	sthrough	Bayern	LB	Holding	AG.

2	 Purchasing	company	of	S-Finanzgruppe	mbH	&	Co.	KG	89.37%,	associated	
company	of	S-Finanzgruppe	mbH	&	Co.	KG	10.63%.

3	 Trust	company	of	the	security	reserve	of	the	Landesbanken/central	giro	
institutions.

4	 Trust	company	of	the	regional	Savings	Banks	support	fund.

n	landesbanken
•	 7	Landesbank	Groups	(exclu-

ding	Deka-Bank	Deutsche	
Girozentrale)	inc.	LBBH

•	 DekaBank	Deutsche	
Girozentrale	(DekaBank)

•	 € 1.281	Bn.	Total	Assets	(inc.	
DekaBank)

•	 41,013	Employees	(inc.	
DekaBank)

n	landesbanken and their 
responsible public bodies
•	 Landesbank Baden-

Württemberg (LBBW) : Savings	
Banks	Association	of	Baden-
Württemberg	40.534	%,	State	of	
Baden-Württemberg	24.988	%,	
City	of	Stuttgart	18.932	%,	state	
holdings	of	Baden	Württemberg	
GmbH	15.546	%

•	 Bayerische Landesbank 
(BayernLB) 1 :	Free	State	of	
Bayern	75	%,	Bavarian	Savings	
Banks	Association	25	%

•	 Landesbank Berlin AG (LBB) : 
Landesbank	Berlin	Holding	AG	2	
100	%

•	 Bremer Landesbank 
Kreditanstalt Oldenburg – Giro 
Centre : nORD/LB	northern	
German	Landesbank	Giro	Centre	
54.83	%,	Free	Hanseatic	City	of	
Bremen	41.20	%,	Savings	Banks	
Association	of	Lower	Saxony	
3.97	%

•	 HSH Nordbank AG : Free	
Hanseatic	City	of	Hamburg	
43.3	%	(of	which	32.50	%	
indirectly	through	HSH	
Finanzfonds	AöR	–	joint	state	
institution),	State	of	Schleswig-
Holstein	42.08	%	(of	which	
32.50	%	indirectly	through	
HSH	Finanzfonds	AöR	–	joint	

state	institution),	ninetrusts	
(initiated	by	Flowers	&	Co.	
LLC)	9.31	%,	Savings	Banks	and	
Giro	Association	of	Schleswig-
Holstein	5.31	%

•	 Landesbank Hessen-Thüringen 
Girozentrale (Helaba) : Savings	
Banks	and	Giro	Association	
of	Hessen-Thüringen	68.85	%,	
State	of	Hessen	8.10	%,	
Rhenish	Savings	Banks	and	
Giro	Association	4.75	%,	
Savings	Banks	Association	of	
Westphalia-Lippe	4.75	%,	Fides	
Beta	GmbH	3	4.75	%,	Fides	Alpha	
GmbH	4	4.75	%,	Free	State	of	
Thuringia	4.05	%

•	 Norddeutsche Landesbank 
Girozentrale (Nord/LB) :	
State	of	Lower	Saxony	59.13	%,	
Savings	Banks	Association	of	
Lower	Saxony	26.36	%,	State	of	
Saxony-Anhalt	5.57	%,	Savings	
Banks	Investment	Association	of	
Saxony-Anhalt	5.28	%,	Savings	
Banks	Investment	Administration	
Association	of	mecklenburg-
Vorpommern	3.66	%

•	 Landesbank Saar (Saar LB) : 
State	of	Saarland	74.9	%,	
Savings	Banks	Association	of	
Saar	25.1	%

•	 DekaBank :

	 DSGV ö.K. 50 % :
	 Savings	Banks	Association	of	

Baden-Württemberg	7.71	%,	
Rhenish	Savings	Banks	and	
Giro	Association	6.56	%,	
Savings	Banks	Association	of	
Lower	Saxony	6.46	%,	Bavarian	
Savings	Banks	Association	

6.32	%,	Westphalian-Lippish	
Savings	Banks	Association	
6.18	%,	Savings	Banks	and	
Giro	Association	of	Hessen-
Thuringia	5.81	%,	Savings	Banks	
Association	of	Rheinland-
Pfalz	3.21	%,	Savings	Banks	
Association	of	Berlin/
Landesbank	Berlin	1.90	%,	
East	German	Savings	Banks	
Association	1.83	%,	Savings	
Banks	and	Giro	Association	
of	Schleswig-Holstein	1.78	%,	
Savings	Banks	Association	of	
Saar	1.37	%,	Hanseatic	Savings	
Banks	and	Giro	Association	
0.91	%

 Deka Erwerbsgesellschaft mbH 
& Co KG 50 % :

	 Bavarian	Savings	Banks	
Association	8.40	%,	Savings	
Banks	Association	o	fBa-
den-Württemberg	8.14	%,	
East	German	Savings	Banks	
Association	8.00	%,	Rhenish	
Savings	Banks	and	Giro	
Association	7.66	%,	Savings	
Banks	and	Giro	Association	
of	Hessen-Thuringia	5.47	%,	
Savings	Banks	Association	
of	Westphalia-Lippe	3.69	%,	
Savings	Banks	Association	
of	Lower	Saxony	2.04	%,	
Savings	Banks	Association	
of	Rheinland-Pfalz	1.87	%,	
Savings	Banks	Association	
of	Berlin/Landesbank	Berlin	
1.57	%,	Savings	Banks	amd	giro	
Association	of	Schleswig-
Holstein	1.48	%,	Hanseatic	
Savings	Banks	and	Giro	
Association	1.27	%,	Savings	Banks	
Association	of	Saar	0.43	%.
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n	The savings Banks finance group has an 
outstanding market position in lending business

n	The savings Banks finance group has an 
outstanding position in deposit business

n	The savings Banks finance group ensures 
business financing and prevents credit crunches

n	The savings Banks finance group leads the way 
in coverage for retail business

n	The group’s stability is ensured by its public man-
date, operational efficiency and public legal form
•	 The	institutions	of	the	Savings	Banks	Finance	Group	have	

a	public	service	obligation	to	offer	financial	services	to	
the	whole	population	in	their	respective	business	regions	
and	to	provide	loans	to	companies,	especially	SmEs.

•	 The	public	mandate	is	enshrined	in	the	Federal	States’	
Savings	Banks	laws.

•	 The	Savings	Banks’	public	mandate	 is	reflected	 in	 its	
public	welfare-oriented	business	policy.

•	 The	municipal	trusteeship,	ensured	by	its	public	legal	
form,	strengthens	the	Group’s	solidarity.

•	 Increased	efficiency	is	achieved	by	cooperation	with	in	
the	Group.

n	The common basis of the group’s structure 
ensures the success o fits business model

2  sTruCTural CharaCTerIsTICs
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n	savings Banks’ Consolidation 1968 - 2015

n	Consolidation of IT service providers increases 
efficiency and helps to reduce central IT costs

As	a	result	of	consolidation	to	one	IT	service	provider	:
•	 IT	support	for	sales	is	standardised	and	increased	;
•	 Economies	of	scale	and	further	reductions	in	IT	costs	

are	achieved	;
•	 Efficiency	and	integration	levels	within	the	Group	are	

increased	and	faster	roll-out	is	achieved.

n	social Commitment
The	Savings	Banks	Finance	Group	is	:
•	 Germany’s	largest	non-governmental	sponsor	of	art	and	

culture,	and	its	largest	non-governmental	sports	sponsor;
•	 one	of	the	country’s	largest	sponsors	in	the	social	sector	

and
•	 one	of	the	country’s	largest	scholarship	sponsors.

In	their	Credit	Opinion	of	January	2016,	moody’s	reconfir-
med	its	Corporate	Family	Rating	of	Aa2	for	the	Savings	
Banks	Finance	Group.

In	January	2016	Fitch	confirmed	its	rating	for	the	Savings	
Banks	Finance	Group.	This	isa	Group	Rating	ofA	+/F1	+	for	
the	Savings	Banks.

In	April	2016	DBRS	issued	a	Floor	Rating	of	A/R-1	(low)	for	
the	Savings	Banks	Finance	Group.

•	 The Savings Banks Finance Group’s successful business 
model combines
-	 consistently	stable	returns
-	 with	calculable	risks
-	 and	is	strongly	rooted	in	regional	retail	markets

•	 Sound diversification of risks due to the decentralised 
structure of the Group and the use of fully-developed 
risk management instruments.

•	 Good reputation of the “Sparkasse” trade name.
•	 High level of cooperation withint he Savings Banks  

Finance Group.
•	 Institution Protection Scheme of the Savings Banks  

Finance Group.

3  raTIngs of The saVIngs Banks fInanCe group
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n	dual role : Deposit	protection	and	legally	recognised	ins-
titution	protection.

n	key elements of the savings Banks finance group’s 
Institution protection scheme in more detail

1	 Institution	Protection.	Protects	solvency	and	liquidity
2	 Prevention.	A	proactive	approach	reduces	risks
3	 Decentralised	Structure.	Unity	of	liability	and	responsibility
4	 Deposit	Protection.	Statutory	fall-back	solution.

n	The savings Banks finance group’s Institution 
protection scheme safeguards the solvency and 
liquidity of its member institutions

 Protects member institutions’creditors from debt losses 
and payment defaults
•	 Strict	chain	of	liability	taking	into	account	public	body	

responsibility	and	legal	restructuring.
•	 mutual	responsibility	ensures	the	solvency	and	liquidity	

of	member	institutions.
•	 Target	volume	of	0.8	%	of	member	institutions’covered	

deposits.
•	 Internal	risk	monitoring	system	with	comprehensive	

early	warning	indicators	and	intervention	options.
•	 membership	for	all	Savings	Banks,	Landesbanken	and	

regional	building	societies.

n	each case for the Institution protection scheme 
requires its own tailor-made solution

 Intervention measures are decided on a case-by-case 
basis, stimulating risk awareness by member institutions.
•	 Each	intervention	measure	is	based	on	an	individual	case	

decision	by	the	protection	system	:
-	 On-going	support	of	member	 institutions	enables	

early	intervention.
-	 As	there	is	no	“insurance”	for	member	institutions,	the	

responsible	public	bodies	and	institutions	remain	liable.
-	 Risk	awareness	is	stimulated	(“moralhazard”).

•	 Integration	into	local	processes	:	Institution	protection	as	a	
complementary	component	of	the	statutory	requirements
-	 Accountability	and	recovery	according	to	regulatory	

requirements	area	precondition	of	every	support	
measure.

-	 measures	according	to	Bank	Recovery	and	Resolution	
Act	remain	an	option.

•	 Broad	range	of	tools	:	A	variety	of	possible	support	
measures,	such	as	:

-	 Injection	of	equity	capital.
-	 Assumption	of	guarantees	and	sureties.
-	 Fulfillment	of	third-party	claims.

	 Separate	rules	apply	for	deposit	protection
 Since the creation of the Institution Protection Scheme 

in the 1970s, no member institution has ever defaulted 
on its financial obligations.

n	prevention through uniform and close risk 
monitoring with early intervention rights

n	The decentralised structure of the Institution 
protection scheme ensures a unity of liability 
and responsibility

 The protection scheme’s decentralised structure and 
unity of liability (assets) and responsibility (assessment 
and monitoring) ensure a high level of risk mitigation.

n	approved Institute protection scheme also ful-
fills the statutory deposit guarantee function

4  The saVIngs Banks fInanCe group’s InsTITuTIon proTeCTIon sCheMe
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A
lthough Hungary does not belong to the poorest 
countries in the World, poverty, exclusion, 
geographical and social inequalities form part 
of everyday life here as well. Whole social 

groups, villages and suburbs have entered into material 
and moral crisis. Public utilities and services are poorly 
available in these places, community and family cohesion 
has weakened, and hopelessness and everyday survival 
has become a commonplace way of existence. For 
decades the Hungarian Charity Service of the Order of 
Malta (HCSOM) has been present at these localities, in 
the life of the communities living here, devoted to help 
these people, the families and communities. According 
to its mission the organisation strives to help with 
devotion, humility, righteousness, and above all, with 
respect for human dignity. The instruments of helping 
are : good words, attention, deliberate and continuous 
assistance. The helping activities manifest themselves in 
health care, education and housing programmes, social 
work, community development, employment, and the 
development of local economy. The village described 
in this article is Gyulaj/’dj l j/1, a place in Hungary that 
exists in absolute poverty, hopelessness and misery, 
where HCSOM has brought some light, faith and hope 
to the lives of the villagers, helping through social work, 
education and community development.

As part of the complex development programme of 
HCSOM in Gyulaj, this article focuses on the development 
of local economy. However, it is important to stress that 
the individual elements of the development process 
cannot exist without each other, they function in synergy 
and can bear fruit only when applied together.

n	past and present
Gyulaj	lies	in	Southern	Hungary,	in	Tolna	County,	60	kilo-
metres	south	of	Lake	Balaton.	The	landscape	is	picturesque,	
full	of	forests	and	lakes,	hills	and	valleys,	with	excellent	
quality	soils	suitable	for	agriculture.	Before	World	War	II,	
Gyulaj	boasted	3000	inhabitants	–	it	was	a	village	flourishing	
having	income	from	agriculture,	making	high	standard	of	
living	possible	for	its	multi-ethnic	community.	Today	it	has	
a	mere	1000	people	living	here,	most	of	them	Gipsies,	the	
majority	of	them	living	in	deep	poverty.	Until	1990	there	
was	a	ban	on	building	new	houses	in	the	village,	while	the	
neighbouring	towns	offered	many	possibilities	of	employ-
ment	–	mostly	in	the	industry	–	also	for	the	young	people	of	
Gyulaj.	This	resulted	in	large-scale	migration	;	whoever	could	
moved	out	from	the	village.	The	houses	lost	their	value,	
and	the	empty	houses	were	bought	increasingly	from	cheap	
loans	by	the	poor	Gipsy	families	of	the	neighbourhood.	
Apart	for	some	rare	exceptions,	even	today	local	houses	
are	only	bought	by	the	younger	generation	of	the	Gyulaj	
Gipsies.	They	do	not	leave	the	village,	even	though	–	until	
the	start	of	the	local	development	in	recent	years	–	there	
have	been	no	possibilities	of	employment	in	the	village,	
because	they	like	Gyulaj,	 they	like	to	 live	among	their	
parents,	grandparents	and	relatives.	The	forests	of	Gyulaj	
are	owned	by	the	state,	the	headquarters	of	the	forest	
management	company	is	in	Tamási,	a	nearby	town.	It	is	a	
large	company,	managing	thousands	of	acres	of	forests,	and	
offers	hunting	grounds	owing	to	its	world	famous	fallow	
deer	population.	The	village	of	Gyulaj	does	not	see	any	
profit	from	this	:	the	forest	is	separated	by	barbed	wire	from	
the	village,	and	only	a	couple	of	villagers	are	employed	by	
the	forest	management	company.	The	village	also	has	3500	
acres	of	good	quality	plough	land,	but	 it	 is	not	capable	
to	support	the	village	under	the	present	agricultural	and	
economic	conditions.	All	of	the	land	is	in	one	hand,	and	
the	owner	applies	only	large-scale	monoculture	agro-tech-
nology	:	wheat,	sunflower	and	oilseed	rapeseed	are	grown	
in	huge	fields,	with	huge	machines,	with	the	application	of	

As the Catholic Social Teaching 
comes to life and becomes 
lighthouse on inclusive economy
The Maltese Development Programme in poorest village, in Hungary

HUNGARy Kerme Hungary

1.	 Pronunciation	indicated	by	means	of	the	International	Phonetic	Alphabet,	
see:	https://en.wikipedia.org/wiki/Help:IPA_for_English
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lots	of	synthetic	fertilisers	and	pesticides.	Human	work	is	
not	really	needed	here,	especially	not	that	of	the	unskilled,	
untrained,	poor	work	force	of	Gyulaj.	Therefore	the	local	
economy	of	Gyulaj	is	not	capable	of	supporting	the	village	;	
the	economic	model	of	the	two	large	companies	who	own	
a	vast	majority	of	the	area	of	the	village	does	not	include	
elements	that	would	make	the	employment	and	prosperity	
of	the	local	inhabitants	possible.

The	1990’s	had	brought	 immense	unemployment	to	the	
community.	Parallel	to	this,	the	school	achievements	of	
the	pupils	got	worse	and	worse,	the	number	of	children	
who	acquired	a	vocation	decreased	and	after	a	time,	more	
and	more	of	them	dropped	out	of	primary	school	before	
finishing	it.	The	qualification	level	and	ability	to	work	of	the	
residents	of	Gyulaj	declined,	the	unemployment	rate	settled	
after	reaching	a	peak,	and	poverty	deepened	:	this	vicious	
cycle	was	that	determined	the	fate	of	the	whole	village	up	
until	recently.	According	to	the	data	of	the	latest	census	2,	
Gyulaj	has	become	one	of	Hungary’s	poorest	settlements.

n	social work, community economy
In	order	to	 improve	the	situation,	 intervention	became	
essential	 in	 several	fields	:	 social	assistance,	 spiritual	
reinforcement,	the	development	of	the	instruments	and	
attitude	of	the	education	system,	large-scale	employment,	
the	development	of	local	economy,	and	specifically	the	
initiation	of	a	social	economy	programme.	The	complex	
development	programme	comprising	the	above	elements	
started	 in	2009-2010,	and	today	 its	effects	and	results	
are	visible.

In	the	beginning	the	development	programme	in	Gyulaj	
was	lead	by	the	local	government,	which	still	today	plays	a	
determinative	role	in	the	development	process.	The	village	
was	lead	by	a	mayor	who	had	enough	of	drifting,	impove-
rishment,	insecurity,	the	weakening	of	public	institutions,	
and	wanted	change.	She	mobilized	all	resources	of	the	local	
government,	and	also	sought	help	from	others.	Thanks	to	
her	calling,	HCSOm	started	their	work	in	Gyulaj	in	2010,	
recognising	the	neediness	and	poverty	of	the	village.

Between	2008	and	2010	unemployment	peaked	in	Gyulaj	:	
out	of	600	active	aged	citizens	200	had	no	job,	didn’t	go	
to	school,	but	lived	from	state	benefits	and	aid.	One	of	
the	most	urgent	tasks	was	therefore	to	provide	some	sort	
of	work	for	the	unemployed.	By	2009	the	Government	of	
Hungary	also	recognised	this	growing	problem	at	natio-
nal	 level,	and	started	increasing	the	financing	of	public	
employment	available	for	local	governments.	By	2010,	this	
programme	became	a	widespread	and	important	instrument	
in	the	hands	of	local	governments.	Gyulaj	made	use	of	this	
possibility,	and	organised	public	employment	in	the	village	
in	a	growing	extent,	focusing	on	activities	that	involved	real	

work	and	produced	values	for	the	village.	This	was	beneficial	
for	the	village,	since	the	streets,	public	spaces	and	public	
institutions	became	prettier,	and	it	was	beneficial	for	the	
villagers	too,	since	they	earned	some	–	a	little	–	income	
by	doing	meaningful	work.	From	the	beginning,	one	key	
element	of	public	employment	in	Gyulaj	was	agriculture,	
open	field	horticulture,	growing	of	herbs	and	animal	keeping.	
Since	the	company	that	owns	the	land	of	Gyulaj	does	not	
sell	any	land,	the	local	government	performs	its	agricultural	
activities	in	inner	enclosed	gardens.

The	original	goal	was	to	supply	the	public	kitchen	of	the	local	
government	with	enough	vegetables,	where	220	portions	of	
cooked	food	is	produced	every	day	for	local	kindergarten	
children,	school	pupils,	and	the	elderly.	In	2010	the	local	
government	was	nearing	bankruptcy,	and	so	they	didn’t	want	
to	pay	for	something	they	could	provide	themselves,	namely	
these	meals.	This	goal	was	reached	within	a	few	years,	and	
by	that	time	it	was	clear	that	this	kind	of	economic	activity	
had	a	wider	perspective	and	effect.	It	became	evident	that	
the	productive	system	is	capable	of	growing	a	much	larger	
quantities	of	vegetables,	and	at	the	same	time,	the	parti-
cipating	workers	became	fond	of	this	sort	of	work.	They	
liked	working	in	the	fields,	they	took	home	their	acquired	
knowledge,	and	tried	gardening	at	home,	which	so	far	was	
not	really	typical	among	the	Gipsy	community.	By	year	2012,	
public	employment	became	the	largest	programme	of	the	
village	that	gave	employment	for	100-110	people.

During	this	period,	social	work	was	started	in	the	village	
under	the	supervision	of	the	HCSOm,	beginning	with	
smaller	projects	and	local	actions,	and	continuing	with	
a	wide	and	continuous	presence.	Up	until	then,	a	great	
amount	of	social	problems	have	piled	up	in	Gyulaj,	many	
citizens	and	families	were	in	a	grave	situation.	They	were	
living	in	very	poor	quality	houses,	they	had	accumulated	
serious	debts	from	bank	loans	and	unpaid	public	utility	bills,	
and	for	many	families	providing	everyday	meals,	washing,	
heating	and	clothing	proved	to	be	an	impossible	mission.	
Regular	charity	actions	and	crisis	intervention	became	as	
important	in	Gyulaj	as	establishing	workplaces.	It	was	an	
important	recognition	that	the	economical	developments	
cannot	be	continued	without	social	work	and	community	
development,	because	the	villagers’	ability	to	work	will	
not	 improve	after	a	time	without	 improving	their	social	
status	and	solving	their	family	problems.	This	also	works	
the	other	way	round	:	the	results	of	social	work	are	only	
temporary,	if	the	family	has	no	income,	so	the	development	
of	economy	should	accompany	social	work.

The	local	government	of	the	community	together	with	
HCSOm	decided	on	significant	developments	in	both	fields,	
so	they	applied	for	funding	to	European	programmes	with	
two	project	proposals	in	2012.	One	project	idea	focused	
on	community	building,	social	work	and	special	education,	
whereas	the	other	one	was	targeted	at	the	development	of	
local	economy,	with	the	establishment	of	a	Plant	Area	com-
prising	a	Vegetable	Processing	Workshop,	setting	up	training	
courses,	and	the	financing	of	acquisition	of	work	experience.2.	 2011.
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Both	project	applications	had	been	selected	for	funding,	
so	the	Community	House	could	be	built	 in	Gyulaj,	from	
thereon	housing	everyday	social	work,	social	assistance	
and	counselling.	Almost	100	villagers	had	the	possibility	
to	participate	 in	vocational	trainings	and	courses,	and	
after	decades	of	neglect,	the	children	and	their	families	
could	once	again	go	on	excursions	and	camping…	The	
development	of	the	Plant	Area	could	also	be	started,	and	
the	Vegetable	Processing	Workshop	was	built.	The	local	
government	could	involve	further	funding	sources	in	the	
development,	so	the	Plant	Area	could	be	furnished	with	an	
additional	meat	Processing	Butchery	and	Shop,	to	process	
the	locally	reared	pigs.

n	local development strategy
The	development	process	took	another	direction	from	this	
point	:	a	Local	Development	Strategy	has	been	elaborated	
based	on	these	interdependent	elements.

The	HCSOm	keeps	on	operating	the	local	Community	House	
since	2013,	where	one	or	more	social	workers	welcome	the	
“clients”,	trying	to	help	in	their	various	problems.	Individual	
and	group/family	assistance	also	takes	place	outside	the	
walls	of	the	Community	House.	The	social	workers	visit	
the	families	in	their	homes,	aiming	to	help	the	individuals	
to	stay	 in	their	 job	or	 in	the	school,	and	not	drop	out.	
The	development	of	the	community	is	done	by	means	of	
organising	activities	(dance	group,	embroidery	club,	games	
room,	board	games),	helping	the	schoolchildren	in	their	
studies,	or	organising	events	of	the	baby-mother	club.	With	
funding	from	HCSOm	and	the	Government	of	Hungary,	
a	futsal	court	with	artificial	grass	was	constructed	in	the	
village,	so	it	can	be	used	for	futsal	and	football	trainings	and	
also	the	PE	classes	of	the	school.	The	village	has	revived	its	
adult	and	youth	football	teams,	which	helps	a	lot	–	among	
other	things	–	in	rebuilding	the	self-esteem	of	the	people	
of	Gyulaj.	This	world	class	field	in	itself	has	improved	the	
atmosphere	of	the	community,	but	since	the	young	football	
players	can	dress	up	in	uniform	shirts	and	equipment,	and	
appear	at	various	tournaments	and	championships,	they	
look	at	themselves	and	each	other	with	a	different	eye…	
A	maltese	programme	running	in	the	Community	House	
called	“Szimfónia	Programme”	employs	music	pedagogy	
and	musical	development	as	a	tool	for	integration,	which	
enhances	listening	and	paying	attention	to	each	other,	the	
ability	of	working	together,	and	nurtures	self-confidence	
in	the	schoolchildren.

The	HCSOm	invests	significant	resources	in	the	education	
of	children,	realising	the	fact	that	it	is	of	crucial	importance	
under	what	circumstances	and	standards	the	children	
study,	what	vocation	they	acquire,	what	competences	
they	develop.	In	order	to	lay	down	the	base	of	long-term	
development	in	education,	HCSOm	took	over	the	operation	
of	the	local	school	and	kindergarten	from	the	state	in	2015.

The	individual	economic	activities	were	combined	into	a	
Local	Development	Strategy.	Large	amounts	of	vegetables	

are	grown	in	the	framework	of	the	public	employment	
programme	of	the	local	government,	and	pigs	are	reared	
in	extensive	numbers.	After	the	opening	of	the	Vegetable	
Processing	Workshop	and	the	meat	Processing	Butchery	and	
Shop	in	2015,	the	local	government	could	be	considered	as	
a	producer	of	commodities	:	all	the	produce	grown	by	the	
public	workers	will	be	transformed	locally	to	make	products.	
To	coordinate	the	production	procedures,	the	local	govern-
ment	and	the	HCSOm	founded	a	new	organisation	capable	
of	developing	the	local	economy	and	the	community	at	
the	same	time,	named	“Hetedhét	Határ	Social	Cooperative”,	
whose	members	consisted	of	Gyulaj	inhabitants,	the	local	
government	and	the	HCSOm,	and	experts	who	were	com-
mitted	to	the	development	of	the	cooperative	and	the	
village.	The	scheme	of	operation	of	the	social	cooperative	
is	the	following	:	 it	processes	the	locally	grown	produce	
and	livestock	into	products,	urging	the	villagers	to	keep	on	
growing	and	supplying	the	produce,	by	providing	a	steady	
market	for	their	vegetables,	fruit	and	pork.

The	aim	is	to	help	the	founding	and	strengthening	of	a	num-
ber	of	family	businesses	in	Gyulaj,	and	to	let	the	members	
of	the	community	have	some	extra	income	by	producing	
raw	material	for	the	Vegetable	Workshop	and	the	Butchery.	
Parallel	to	this,	the	cooperative	founded	a	number	of	work	
places,	thus	lessening	unemployment.	The	founding	of	the	
workshops	have	a	secondary	effect	too	:	after	decades	of	
isolation,	the	Gyulaj	citizens	can	see	with	their	own	eyes	
real	economy	in	operation,	how	production,	logistics	and	
processing	is	organised	and	done,	they	can	be	employed	here,	
they	can	make	business	by	selling	their	produce.	This	type	
of	relation	was	completely	missing	from	their	lives,	it	was	
unthinkable	that	a	Gyulaj	inhabitant	was	told	:	“grow	produce,	
so	I	can	buy	it	from	you”.	market	economy	was	something	
missing	from	their	sight	and	experience	:	two	generations	
have	grown	up	here	without	the	slightest	knowledge	of	the	
economy	that	surrounded	them.	In	order	to	facilitate	that	
this	recognition	would	become	real	knowledge,	the	social	
cooperative	founded	and	operates	a	methodological	Centre,	
where	children	and	grownups	can	learn	about	and	unders-
tand	e.g.	preserving	vegetables	:	they	can	put	their	finger	on	
it	by	watching	how	the	work	is	done	in	the	workshops.	The	
school	can	organise	special	maths	and	chemistry	classes	here,	
when	the	pupils,	teachers	and	the	workers	can	calculate	the	
needed	amount	of	salt	or	sugar	for	the	jams	and	pickles.	The	
children	can	have	a	real-life	impression	about	the	vegetables,	
the	tools	and	utensils,	measurement	equipment	and	can	
develop	their	basis	of	economic	skills.

Today	the	social	cooperative	produces	for	the	open	market.	
The	preserved	meat	and	vegetable/fruit	products	leave	
the	boundaries	of	the	village	and	generate	more	revenues,	
under	the	brand	name	“Jovánczai	Hétpecsétes”	3.	The	social	
cooperative	runs	its	own	shops	selling	its	own	products	in	

3.	 See	http://hetpecsetes.hu
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Gyulaj,	Pécs	and	Dombóvár,	and	has	contracts	with	several	
distributors.	The	goods	are	distributed	by	vehicles	–	a	deli-
very	van	and	a	refrigerated	truck	–	that	were	project-funded	
by	the	Global	Fund	for	Forgotten	People	of	the	Order	of	
malta,	the	meat	Workshop	processes	20	pork	sides	(half	
pigs,	about	900	kilograms)	weekly,	and	the	production	
of	the	Vegetable	Workshop	will	 reach	30	tons	 in	2016.	
The	revenues	realised	here	contribute	to	the	sustainable	
operation	of	the	workshops,	but	the	social	cooperative	is	
even	capable	of	financially	assisting	the	operation	of	the	
Community	House	and	the	football	programme.

Finally	we	would	like	to	mention	a	tangible	result	of	unity,	
strengthening	trust	and	synergies.	 In	the	recent	months	
60	job	seekers	from	Gyulaj	could	find	a	position	on	the	
open	market,	in	an	industrial	assembly	plant.	They	work	in	
3	or	4	daily	shifts	in	the	plant	that	is	about	50	kilometres	
away.	They	are	transported	by	the	company	bus,	solving	
the	problem	of	mobility.	Their	earnings	are	3-4	times	that	
of	the	salaries	of	public	employment,	 therefore	these	
positions	are	attractive	and	dropout	rate	is	very	low.	30	
people	relocated	from	public	employment	to	this	company,	
“making	room”	in	the	public	employment	sector	for	those	
villagers	whose	working	abilities	and	capacities	are	not	yet	
ready	for	the	open	market	and	they	need	rehabilitation.

Unemployment	in	Gyulaj	fell	to	half	of	the	former	figures	
since	the	development	programme	is	 in	operation.	This	
could	not	have	been	possible	without	public	employment	
and	the	presence	of	the	HCSOm	in	the	village.

n	Catholic social Teaching in the economy
The case of Gyulaj emphasises the fact that the human 
endeavour is able to change bad structures. It represents 
that human values have preference over the economic, 
social structure, over the economic, social environment. 
In Gyulaj, a humanistic organisation and some brave and 
enthusiastic men and women could bring out the village 
from the deep poverty and hopelessness. Saint John Paul 
II, in his document “Reconciliatio and poenitentia” speaks 
about the phenomenon of “Structures of the sin”, empha-
sising that the final responsibility for the sin rests on the 
individual. However, the sin spreads in structure, the human 
person’s freedom and responsibility are the ultimate factors 
in the sinful acts or they are the key factors in changing the 
structure. So, it is possible to get out from a sinful structure 
based on free and responsible moral decisions. In Gyulaj, 
the “sinful” structure (deep poverty, suffering) was changed 
by the value driven human act.

The other notion from the Church’s Social Teaching that 
can be applied in the case of Gyulaj, is the word of “soli-
darity”, which was introduced by HCSOM and the helpers, 
to the inhabitants of the village. Solidarity means a special 
attention to the poorest, and this was introduced in Gyulaj, 
while executing the social and economic plan.

Pope Benedict XVI., in his encyclical “Caritas in Veritate” 
emphasises, that morality and knowledge should go hand 
in hand, because a pure discipline, without ethics and moral, 
can fail and develop towards a false goal. In Gyulaj we find 
ethical initiatives and execution, but together with a lot of 
knowledge and expertise in the field of economics, social 
work, team building and management, which means that 
the plan executed there can be viable in the present world 
and sustainable for a longer term, as well.

Gyulaj is an excellent example that the principles of the 
Church’s Social Teaching are applicable in the praxis, as well, 
even more, they themselves are necessary for changing a 
bad structure into a good one. The good news are, however, 
that the case of Gyulaj can be spread into other regions of 
Hungary, as well, with the possibility to create more “good” 
structures in the future. This way Gyulaj maintains the 
economist Robert H. Frank’s statement : “Good behaviour is 
contagious”	(Frank,	R.H.	[2004]	:	What Price the Moral High 
Ground ? Ethical Dilemmas in Competitive Environments, 
Princeton University Press, Princeton	and	Oxford.	xii).

MEMBER ASSOCIATIONS
•	 Hungarian	Charity	Service	of	the	Order	of	malta.

•	 Association	of	Hungarian	Christian	Business	Execu-
tives	(Érme)	–	regional	organisation	Érme	Bakony	
Club.

•	 Catholic	Social	Teaching	in	Economy	(KETEG)	–	in	
co-operation	of	Hungarian	Dominican	Female	Order	
and	Érme.
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n	unemployment
In	Italy,	the	unemployment	rate	is	at	11,5	%.	This	level	has	
slightly	reduced	in	respect	of	the	peaks	of	years	2013	and	
2014,	but	 it	will	be	very	difficult	to	return	to	the	Italian	
physiological	rates	of	4-5	%.

On	 the	other	 side,	 the	 ILO	 –	 International	 Labour	
Organization	–	in	 its	recent	global	report	has	estimated	
an	 increase	of	the	number	of	unemployed	in	2016	and	
2017,	even	if	with	a	substantial	settling	of	the	rate	at	5,8	%.	
Globally,	this	means	about	200	million	unemployed.

We	are	therefore	facing	a	structural	crisis	of	the	economical	
model	which	does	not	seem	to	withdraw	;	unfortunately,	
moreover	it	is	suffering	the	effect	of	population	growth.

n	robotics
The	latest	estimates	of	World	Economic	Forum	forecast	a	
reduction	of	workforce	globally	of	5	million	employed,	not	
only	due	to	robotics	but	with	a	significant	contribution	of	it	2.

This	represents	however	a	temporary	effect,	since	the	
unavoidable	technological	progress	opens	at	the	same	
time	the	way	to	new	professions,	services	and	initiatives.

n	Increase of life expectancy
In	a	 recent	 research	published	on	Lancet	magazine	
(December	2012),	which	has	 involved	700	worldwide	
researchers	coordinated	by	Washington	University	3	the	
following	results	have	been	highlighted	:

“In 2010 the global healthy life expectancy at birth was 
of 59,0 years for men and 63,2 for women, compared to 
respectively 54,8 and 58,7 in 1990. The difference between 

life expectancy and healthy life expectancy was of 8,5 years 
for male population and 10,0 years for female population. 
Although life expectancy at birth has increased between 
1990 and 2010 of 4,7 years for males and 5,1 years for 
women, the healthy life expectancy has grown of only 4,2 
years and 4,5 years respectively, showing that the world-
wide population is loosing in disability a greater number of 
healthy years than twenty years before. Although women 
keep losing more years in disability than men, in general the 
gap between genders both in life expectancy and in healthy 
life expectancy keeps enhancing, because the increases for 
women have been greater in both cases.”

The	research,	which	includes	187	countries,	even	if	mostly	
addressed	to	the	analysis	of	causes	of	death	rate	and	
the	trend	of	some	of	these	(cardiovascular	illnesses	and	
infectious	diseases	are	reducing	;	Alzheimer’s	and	diabetes’	
deaths	are	increasing),	supplied	some	significant	informa-
tion	for	economy	:	the	continuous	rise	in	life	expectancy	
with	a	relatively	lower	growth	in	healthy	life	expectancy	
involves	a	greater	request	of	medical	assistance	though	
with	lower	public	funds.

n	loss of Welfare state notion
An	expensive	and	broaden	welfare	is	no	longer	sustainable	
because	the	possibility	to	finance	it	is	progressively	eroding,	
due	to	taxation	on	middle	classes,	which	are	progressively	
earning	lower	incomes.	The	end	of	European	middle	class	
corresponds	to	the	period	in	which	nations	can	no	longer	
assume	to	use	taxation	to	rise	wealth	:	on	one	side	the	
population	count	is	reducing,	on	the	other	the	traditional	
welfare	structure	shows	the	necessity	of	being	updated.

Changes and challenges  
facing the new work
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Logically	not	only	the	social	framework	of	western	nations	
is	changing	but	also	the	mechanism	of	social	protection	is	
becoming	critical.

Furthermore,	western	companies	are	facing	difficulties	in	
providing	labour	protection	to	their	own	workers	and	at	
the	same	time	are	competing	with	emerging	and	developing	
countries’	competitors	that	do	not	undergo	these	costs.	In	
addition	to	this,	the	low	yield	of	stock	market	is	causing	dif-
ficulties	to	health	insurance	companies	that	have	to	reduce	
their	offer	causing	problems	especially	in	those	systems	
based	on	them.

Poverty	has	also	been	considered	a	high	risk	factor	for	both	
organic	and	mental	health	of	entire	populations.

n	Illicit activity spreading
It	is	worth	to	briefly	highlight	this	aspect	that,	in	the	case	
of	Italy,	is	contributing	to	spread	a	deep	sense	of	discoura-
gement	in	citizens	and	a	low	drive	to	change.	Italy	is	rated	
at	69th	place	in	the	Corruption	Perception	Index	with	a	
score	of	42	on	a	scale	between	1	and	100.

n	government-citizens relationship
Still	 referring	to	 Italy,	the	parting	between	citizens	and	
political	world/bureaucracy	keeps	broadening.

An	alarming	and	important	electoral	fragmentation	and	
a	reduction	in	participation	have	distinguished	the	latest	
political	elections,	accompanied	and	ensued	in	the	following	
months	by	a	non-recognition	and	a	rejection	of	political	
parties	and	their	representatives,	strongly	supported	until	
a	short	time	before.

Dissolution	of	town	councils	are	more	and	more	frequent,	
due	also	to	criminal	associations,	and	the	discovering	of	
illegal	cases	in	public	administration	seems	to	be	endless.

All	this	is	not	contributing	to	create	an	atmosphere	of	general	
trustworthiness	to	convince	companies	in	launching	new	
economic	challenges	:	a	sense	of	egoism	and	desperate	
necessity	to	preserve	own	interests	are	predominant.

n	Consumerism and push for craving
Advertisement	is	 inducing	us,	by	transmitting	 images	of	
perfect	but	unrealistic	lives,	to	consume	more	and	more	
unneeded	products.	moreover	it	is	not	only	focusing	on	
selling	products	but	it	 is	promoting	dreams,	lifestyles	to	
pursue	or	imitate,	failing	which	it’s	leaving	a	painful	exclusion	
or	inadequate	feeling.

On	their	side,	economists	ensure	us	that	only	through	an	
increasing	consumption	we	will	build	a	solid	and	winning	
economy.	The	goods,	which	once	could	be	repaired	 if	
broken,	are	today	being	replaced	because	economically	
more	convenient.

Consumerism	might	be	a	phenomenon	inherent	 in	the	
mature	development	of	western	civilization,	being	it	so	scep-
tical,	individualistic,	and	deprived	of	ideals	and	certainties.

neuroscience	has	demonstrated	that	a	person	feeling	lin-
ked	to	compassion,	solidarity,	connection,	i.e.	a	pro-social	
feeling,	is	activating	the	same	cerebral	areas	that	are	tackled	
during	the	purchase	of	a	desired	good	or,	most	generally,	
in	a	situation	of	pleasure.

It	is	not	so	much	the	acquisition/piling	up	of	extrinsic	goods,	
as	much	as	the	self-motivation	as	an	intrinsic	good,	that	
establishes	a	more	long	lasting	well-being	feeling.

n	Concept of “True Costs” for goods
Two	examples	are	taken	 into	consideration	:	 food	and	
clothing.

Examining	the	food	case,	Food Tank NGO,	which	has	a	
variety	of	partnerships	with	associations,	United	nations	
and	companies,	has	issued	a	survey	through	a	recent	publi-
cation	“The	real	cost	of	Food”.

The	report	shows	how	food	can	have,	on	a	large	scale	and	
long-term	period,	a	negative	impact,	the	cost	of	which	is	
not	supported	neither	by	farmers	nor	by	consumers,	but	
rather	by	the	whole	society.	This	impact	is	not	immediately	
visible	and	it	may	be	difficult	to	appreciate	the	negative	
potentiality.	For	example,	an	average	consumer	would	not	
recognize	the	link	between	the	bargain	of	a	cheap	chicken	
and	the	conditions	of	workers	in	poultry	industry,	rather	
than	the	environmental	impact	of	the	avicultural	production	
or	the	increasing	predominance	of	antibiotics	resistance	
caused	by	the	massive	use	of	them	in	avicultural	breeding.

It	 is	not	so	simple	to	calculate	the	social	cost	of	these	

aspects,	but	the	report	of	Food	Tank	 identifies	some	
impressive	figures	:
•	 Overweight	and	obesity	cost	globally	2	trillion	Dollar	in	

sanitary	costs	;
•	 USA	farmers	benefits	and	assurances	cost	20	billion	

Dollars	to	taxpayers	;
•	 Subsidies	in	UE	cost	58	billion	Euro
•	 Resistance	to	antibiotics	costs	10	billion	Pound	sterling	

in	UK	and	55	billion	Dollars	in	US	;
•	 Chemical	substances	present	 in	pesticides	which	are	

dangerous	to	the	endocrine	system	cost	157	billions	Euros	
to	UE

•	 The	low	salaries	paid	by	companies	such	as	mcDonald’s	
cost	153	billion	Dollars	to	American	taxpayers	for	govern-
ment	assistance	programs.

In case of clothing, it	is	worth	mentioning	two	cases	:

•	 The	documentary	“The	true	cost”,	which	was	inspired	by	
the	collapse	of	the	Rana	Plaza	production	centre	at	Dhaka	
in	Bangladesh	on	24th	April	2013,	and	which	opened	our	
eyes	on	the	background	of	the	10	Euro	T-shirts	we	are	

2 soCIal CosTs
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used	to	buy	regularly.	1133	textile	workers	perished	and	
2500	were	injured	during	this	slaughter,	and	they	were	
only	guilty	of	sewing	clothes	of	very	well-known	brands,	
which	we	wear	daily,	for	14	hours	a	day	with	a	23	euro	
monthly	wage.

•	 The	book	Made in Italy – the unknown side of Italian 
Fashion	written	by	Giò	Rosi	in	which	the	author	(using	a	
nickname),	who	has	been	working	for	years	in	this	field,	
has	seen	with	his	eyes	the	miserable	places	where	great	
part	of	our	luxury	is	produced.	And	where	he	witnesses	
how	slavery	still	exists,	in	Chinese	factories	as	well	as	in	
the	heart	of	old	Europe.

Concept of social cost for business strategies
In	the	current	system	each	company	is	free	to	operate	
following	principles	that	mainly	consider	the	economic	
growth	goals,	while	employees	have	been	negotiating	for	
the	last	century	better	working	conditions.	Both	sides	have	
though	lost	the	focus	on	the	medium-long	term	effect	the	
production	activity	would	have	caused	on	social	costs.	
This	is	evidenced	by	the	increase	of	family	problems	and	
generally	speaking	by	the	profound	social	disruption	which	
has	occurred	with	the	rising	of	the	well-being	society.

relational social costs
The	productive	model	developed	in	the	last	century	has	
caused	the	known	scenario	of	the	nuclear	family.	This	event,	
already	intrinsically	adverse	for	the	development	of	future	
generations	has	been	loaded	with	the	employment	of	both	
parents.	The	new	generations	have	had	and	keep	having	only	

one	occasional	parental	reference	presence	with	severe	conse-
quences	for	the	raising	of	their	personality	and	the	develop-
ment	of	their	capacity	to	face	future	stressful	situations.	Only	
now,	the	productive	world	starts	realizing	that	it	is	necessary	
to	supply	their	own	employees	with	an	extra-working	support	
and	an	adequate	equilibrium	work-family.

It	 is	noteworthy	that	 recent	neurophysiology	studies	
highlight	that	the	lack	of	a	parental	presence	dramatically	
shows	to	lead	to	severe	consequences	on	future	generations’	
resilience.	Actually,	a	low	affection	development	causes	
serious	problems	both	on	stress	dealing	and	on	physical	and	
clinical	conditions	of	those	suffering	from	such	conditions	:	
today’s	predominant	lifestyles	do	not	allow	preparing	new	
generations	with	an	adequate	capacity	of	stress	handling	and	
of	facing	difficulties	both	in	social	and	in	professional	life.

The	costs	of	mental	disorders	in	Europe	are	very	high.	most	
recent	surveys	on	psychopathology	show	that	in	Europe	
these	are	the	expenses	 (in	billion	Euro)	:	 113.4	on	mood	
disorders	;	93.9	psychotic	disorders	;	65.7	addictions	;	74.4	
anxiety	disorders	;	27.3	personality	disorders	;	21.2	somato-
form	disorders	;	0.8	eating	disorders	(Olesen	et.	Al.,	2012).

In	WHO	Action	Plan	2013-2020	the	following	emerged	for	
mental	health	:	the	exposition	to	stressful	events	in	young	
age	is	an	ascertained	risk	factor	for	the	onset	of	mental	
disorders	that	could	be	anticipated.	moreover,	vulnerable	
groups	can	 involve	:	 family	members	 living	 in	poverty,	
people	with	chronic	illness,	babies	and	children	exposed	
to	abuses	and	neglected,	 teenagers	exposed	to	drugs,	
minorities,	elderly	people,	people	undergoing	human	rights	
discrimination	and	violation,	i.e.	lesbians,	gays,	bisexual	or	
transsexuals,	prisoners	and	people	exposed	to	conflicts,	
natural	disasters	or	other	humanitarian	emergencies.

n	new occupations
In	opposition	to	the	lack	of	traditional	jobs,	new	job	types	
are	evolving,	which	were	unimaginable	until	a	few	years	ago	
and	still	today	look	more	like	science-fiction.

These	are	some	provocative	examples	picked	out	from	
recent	press	articles	published	on	this	subject	:

•	 space	pilot,	space	tour	guide,	planet	architect
•	 vertical	farmer
•	 body	spare	part	builder

It would be necessary to focus the attention to the enhan-
cement of all professions, which have the responsibility 
of human capital, and to future workforce preparation.

In	the	meantime	there	is	the	need	to	improve	all	those	jobs	
involving	the	lifelong	people	care	and	a	good	build-up	and	
support	of	new	generations	skills	or	in	other	words	all	the	
services	to	individuals	and	to	families,	 i.e.	nurses,	social	
assistants,	sanitary	and	assistance	operators.	It	would	be	
better	to	focus	on	professions	where	personal	relationship	
is	important	and	not	replaceable	by	automation.	Presently,	

investments	are	not	focusing	on	relationship,	being	 it	
considered	not	profitable	while	it	is	instead	instrumental	
to	organic	and	mental	well-being.

Business welfare/Csr
The	two	topics	are	only	apparently	different.

In	the	last	few	years	companies	have	clearly	developed	
a	trend	to	compensate	public	deficiencies	by	introducing	
policies	of	Social	Responsibility	and	Business	Welfare.

It	is	still	unclear	if	the	aim	is	really	the	Common	Good	or	
rather	it	is	intended	as	a	promotional	goal	and	an	easy	way	
to	achieve	a	mark	of	good	“corporate	citizens”.

Incidentally	it	is	worth	mentioning	the	“cause	related	mar-
keting”,	a	partnership	between	a	business	company	and	a	
non-profit	organization,	having	the	mission	to	promote	an	
image,	a	product,	a	service,	gaining	mutual	benefits.	We	are	
still	going	round	the	concept	of	maximising	profit	using	a	
socially	correct	action	only	as	an	appearance.
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The	model	is	based	on	how	human	beings	should	develop	
as	the	main	religions	have	described,	that	is	a	model	for	
the	complete	man	fulfilment	in	all	his	talents.	Today	that	
model	is	evidence	based,	i.e.	based	on	evidence	given	by	
neurophysiology	about	the	best	developing	of	human	beings.	
Today	it	is	clear	also	to	economists,	but	unfortunately	not	
to	enterprises,	that	the	motivational	reward	is	adequate	
only	for	mechanical	 jobs,	but	not	for	sophisticated	and	
complex	behaviours.	The	present	economical	system	is	
based	on	this	misunderstanding	and	this	 is	the	point	on	
which,	sometimes	criminally,	true	cost	is	hinged.

The	real	motivation	comes	out	from	the	ambition	to	keep	
improving	ourselves	in	something	important	for	us,	from	
the	drive	to	pursue	what	we	do	and	from	the	necessity	to	
lead	our	lives.

Cases	like	Google	where	people	spend	20	%	of	their	free	
time	thinking	limitlessly	or	like	Wikipedia,	which	has	over-
taken	Encarta,	microsoft’s	encyclopaedia,	where	a	range	of	
technicians	and	a	quantity	of	billions	had	been	invested,	
have	demonstrated	that	it	is	not	a	reward	or	a	bonus	to	
enhance	motivation	but	it	is	rather	an	interior	motivation.

n	ecologic economy or economy of Common good
The	capitalistic	economy	has	favoured	some	values	such	as	
profit,	shareholders	value	and,	only	marginally	and	recently,	
stakeholders	value.	It	is	therefore	a	matter	of	redefining	the	
stakeholder	value	and	broaden	its	meaning	in	order	for	it	
to	become	Common	Good.

Companies	should	be	measured	on	how	much	richness	
they	are	capable	to	produce	in	terms	of	support	to	the	
community	in	a	wide	meaning	and	not	only	with	directly	
involved	users.

Essentially,	companies	are	no	longer	to	be	considered	as	isolated	
systems	using	primary	goods	and	facilities	at	an	apparently	low	
cost,	selling	their	own	products	on	market,	but	rather	as	pieces	
of	a	more	complex	system,	which	should	be	protected	and	
defended	by	all	the	members	of	the	system	itself.

The	concept	must	be	shared	with	deep	belief	by	businessmen	
and	this	might	require	some	time	to	develop	a	change	of	
culture.	In	the	meantime,	a	rewarding	system,	e.g.	in	terms	
of	tax	benefits,	can	be	started	acknowledging	what	each	
company	does	in	favour	of	society	by	means	of	attitudes	
and	initiatives	not	harmful	but	pro-active	towards	Common	
Good	:	actions	focused	on	the	reduction	of	social	costs.	
These	should	be	promoted	towards	not	only	company’s	
employees,	but	rather	involving	the	whole	community.

As	not	all	companies	will	be	able	to	support	these	expen-
sive	extraordinary	policies,	 it	 is	 important	to	identify,	as	
said	before,	a	range	of	priorities	which	will	consider	some	
factors,	such	as	:

•	 measurable	behaviour	suited	to	favour,	 in	addition	to	
employees	and	their	families’	well-being,	also	the	com-
munity	where	they	operate

•	 recruitment	of	disabled	and	disadvantaged	 (invalid,	
ex-prisoners,	etc.)

•	 support	to	social	assistance	schemes

as	well	as	other	widespread	issues,	such	as	:

•	 control	of	sub-suppliers
•	 energy	saving
•	 raw	material	saving
•	 plans	for	environmental	and	natural	resources	protection	;

There	is	though	a	great	barrier	:	visiting	the	most	important	
multinational	companies	websites,	they	all	appear	as	the	
perfect	image	of	Common	Good	creators	:	where’s	the	trick	?	
The	trick	might	be	hidden	in	the	fact	that	companies	mostly	
promote	information	that	positively	affects	public	opinion	
but	avoid	showing	their	potentially	negative	behaviour.	A	
control	and	measurement	system	of	website	contents	does	
not	exist.	Furthermore,	companies	decide	on	their	own.

n	leadership
Clearly,	a	deep	transformation	process	 is	required	to	all	
industry	 leaders	and	managers	who	will	no	 longer	be	
tried	on	their	economic	results	but	also	on	the	way	their	
choices	and	decisions	will	affect	society.	new	managers	
will	be	required	to	conceptualize	new	needs	in	terms	of	
new	occupations,	new	ways	of	working	and	most	of	all	a	
new	rationale	for	complex	systems.	We	are	speaking	of	
meta-professions	that	will	design	new	professions.

n	a new way to prepare the Balance sheet
A	confluence	between	Balance	Sheet,	as	considered	until	
today,	and	a	Sustainability	report	is	considered	as	a	sound	
hypothesis.

It	might	be	necessary	to	assign	an	economic	value	to	the	
activities	connected	to	a	real	sustainability,	measured	with	
universally	valid	criteria,	removing	all	activities	directly	or	
indirectly	related	to	own	business	and	which	are	presented	
as	a	social	activity.

AN ExAMPLE
Company X wants to establish a plant in town Y and in 
order to obtain permissions it undertakes the building of a 
gymnasium. The company will include the gym amongst the 
social activities, but has somebody verified which production 
processes will be applied in the new plant and if the company 
is behaving in a socially correct manner ? Or is it more likely 
that the gymnasium is a further façade activity but a real 
social interest is not there ?

n	The compassionate company
A	new	paradigm	change	is	necessary	which	allows	companies	
to	start	considering	that	the	research	of	production	boost	
is	driving	to	a	potential	standstill	:	reducing	job	demand	in	
favour	of	automation	increase	and	with	machinery	repla-
cing	human	labour	also	in	service	industry	(consider	home	
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banking	case),	for	whom	services	and	goods	will	be	produced	
in	a	future	perspective	–	planning,	if	most	of	consumers	
are	not	provided	with	economic	funds	?

A	new	model	of	company	is	required	:	the	compassionate	
company	supported	by	compassionate	consumers.

Compassionate	 is	not	 intended	as	charitable	or	welfare	
related,	but	as	a	consciousness	that	the	ongoing	revolution,	
disengaging	man	from	the	necessity	to	work,	has	the	obli-
gation	to	redistribute	the	acquired	wealth	to	the	benefit	
of	everybody.	not	only	for	a	superior	sense	of	justice,	but	
especially	because	society	itself	is	requiring,	for	the	sake	
of	environmental	rationality,	well	performing	members.

If	these	are	not	performing	well	enough,	the	society,	which	
is	a	sum	of	members,	will	bear	the	consequences.

Accordingly,	 it	 is	within	the	interest	of	 industry	leaders	
to	find	an	earning	compensation	formula	for	lost	jobs,	to	
allow	them	to	carry	on	with	other	activities.

The	solutions	might	be	the	ones	previously	expressed	in	
this	document	but	also	for	example,	a	limitation	of	business	
profits,	which	can,	over	a	certain	threshold,	be	redistributed	
to	to	the	society.

According	to	the	press,	a	petition	has	been	recently	launched	
in	France	requiring	the	Government	a	 law	which	could	
reduce	the	gap	between	the	maximum	and	the	minimum	
salary	in	a	company	that	now	reaches	a	ratio	of	up	to	240	
times	:	in	old	Olivetti	the	statutory	rule	was	that	the	ratio	
could	not	exceed	10	times	and	in	Banca	Etica	of	Padova	
the	ratio	cannot	exceed	6	times.

The	Italian	2016	stability	law	has	 introduced	the	benefit 
companies	concept	that	follows	what	has	already	been	
established	in	some	American	States,	while	it	is	not	so	diffuse	
in	Europe,	where	only	a	mild	form	of	Bcorporate	is	present.

Why	not	push	to	the	generalization	of	this	form	of	society	
which	integrates	social	goals	 in	business	model,	overco-
ming	philanthropic	and	charitable	aspects	but	engaging	
the	enterprise	 itself	and	its	management	with	a	strong	
commitment,	hence	making	 it	not	dependant	from	any	
possible	sensitivity	of	each	individual	manager	?	By	the	
way,	presently	the	Benefit	Companies	are	not	regulated	
by	any	taxation	relief.

UCID	and	UnIAPAC	could	be	the	ministers	of	this	new	
culture	and	UCID/UnIAPAC	managers	should	be	its	apostles.

All	in	all,	it	is	strongly	requested	the	capacity	of	generating	and	
spreading	around	social	capital,	by	gathering	persons	ready	to	
engage	themselves	into	economic	projects	with	social	impact,	
as	it	happened	after	the	publication	of	the	encyclical	Rerum	
novarum.	Beyond	the	historical	reasons	which	would	justify	this	
kind	of	initiatives,	they	will	increase	the	resilience	of	the	whole	
social	fabric.	The	latter	is	in	fact	facing	the	growing	impact	of	
serious	phenomena	of	people	alienationand	disintegration.

In	other	words	it	is	important	to	realize	that	democracy	is	
needed	by	the	entire	society,	not	only	through	the	the	growth	
of	widespread	individual	initiatives,	but	still	more	through	
collective	initiatives,	no	matter	of	their	juridical	form	(either	
partnership	firms,	companies,	syndicates,	cooperatives	etc.).

Indeed,	the	very	quick	evolution	of	the	society,	the	huge	
flows	of	people	between	the	continents,	the	presence	of	
not	censused	companies	together	with	the	destruction	
or	transformation	of	the	existing	ones,	the	technological	
innovation	in	itself	(outsourcing	and	off	-	shoring)	do	spread	
around	the	feeling	that	it	is	nowadays	impossible	to	know	
the	reality	in	all	its	shades	and	trends,	thus	avoiding	any	
attempt	to	watch	at	the	society	in	a	structural	way,	as	to	
ease	rational	and	agreed	choices	and	decisions.

That	is	why	its	development	reflects	mainly	a	“journalistic”	
and	short	term	orientation,	based	on	emotions,	which	shifts	
from	superficial	enthusiasms	to	pessimistic	attitudes,	with	
the	consequence,	as	above	pointed	out,	of	not	understan-
ding	the	reality	as	it	is.

nevertheless	by	watching	carefully	at	the	present	social	
changes	(and	taking	advantage	of	the	updated	new	instruments)	
we	would	be	allowed	not	only	for	less	emotional	attitudes	
(the	main	objective),	but	also	for	catching	the	opportunity	

of	launching	collaborating	processes	among	people,	who	are	
nowadays	so	culturally	diversified	that	it	would	have	seemed	
very	difficult	to	reconcile	them	together	(in	fact,	the	differences	
in	culture,	race,	social	class,	religion,	professional	skills	would	
appear	more	suitable	to	divide	people	than	to	represent	a	
specificity	for	a	social	and	cultural	wealth).

Therefore	beyond	the	promotion	of	measures	concerning	
the	main	mechanisms	for	the	society	and	the	economy	
governance,	Christian	business	leaders	should	act	with	the	
purpose	of	replacing	the	economical	subjectivity	at	the	
centre,	together	with	a	strong	consciousness	of	the	value	
of	reciprocal	collaboration.

Compassionate	and	mercy	economy	does	not	only	mean	
only,	even	etymologically,	to	be	directed	to	people	 in	
difficulty	–	what	 is	 in	any	case	very	 important	–,	but	 it	
concerns	as	well	partnership	and	collaboration	processes	
with	people	whose	value	and	different	perspectives	are	
recognized	as	really	interesting	to	be	caught.

A	society	 in	which	coexist,	side	by	side,	big	economic	
organizations	 (in	manufacturing,	 in	business	control	and	
in	finance)	and	millions	of	artisans,	small	size	companies,	
mutuals	and	cooperatives,	is	surely	more	capable	to	live	
actively	and	in	economic	security	–	even	facing	the	present	
deep	changes	–	than	within	a	centralized	model.	Indeed	
the	latter	reduce	the	leading	character	of	people	and	the	
consciousness	of	their	mutual	interrelationships,	justified	by	
the	Christian	joy	of	sharing	our	brotherhood	in	Christ	towar-
ds	God.	It	is	thus	of	the	greatest	importance	to	study	and	
support	all	the	possible	ways	of	social	capital	enrichment	
and	of	a	real	unit	in	facing	the	threats	and	opportunities	
of	the	social	and	political	scenario.

5 ConClusIons



EUROPE

46

T
he increasing instability of the economy has heavy, 
unavoidable repercussions on the less secure jobs. 
Thus, there’s a need for employment policies that 
focus on employability and on actually enabling 

the potential employees, growing past the old paradigms 
of indefinitely safeguarding jobs with passive policies.

A system that has proved very effective so far is the Dote 
Unica Lavoro program, set up by the Lombardy Region, 
and focused on supporting the reintroduction into the 
workforce of those who seek a job.

n	how does it work ?
Those	who	are	unemployed	and	are	willing	to	find	a	job	can	
turn	to	a	qualified	employment	services	operator,	either	
public	or	private,	recognized	by	the	Lombardy	Region.

Based	on	the	subject’s	situation,	the	system	will	automatical-
ly	assign	him	to	one	of	the	different	degrees	of	intervention	
provided	by	the	program.	The	criteria	are	:	time	passed	since	
the	last	academic	certificate/time	spent	unemployed,	age,	
level	of	education	and	gender.	Within	the	boundaries	of	the	
funds	assigned	to	him	or	her,	the	job	seeker,	guided	by	his	
operator	of	choice,	selects	what	services	are	most	useful	
given	the	current	situation,	such	as	competence	assessment,	
scouting	for	open	jobs,	review	of	his	or	her	resumé,	and	
even	professional	training	if	needed.

All	of	the	Dote	Unica	Lavoro	services	are	free	for	the	
beneficiary,	as	their	expenses	are	covered	by	the	funds	
granted	by	the	European	Social	Fund	to	the	Lombardy	
Region,	and	remitted	to	the	operator	in	charge	of	handling	
the	beneficiary,	based	on	the	services	provided	and	on	the	
goals	reached,	which	cannot	be	shorter	than	6	months	of	
subordinate	employment,	including	staff	leasing	agreements,	
or	even	entrepreneurships.

n	uCId and the cooperation with the diocese of 
Milan’s “famiglia-lavoro” fund

The	“Famiglia-lavoro”	(Family-job)	Fund	was	established	in	
2009	by	Cardinal	Tettamanzi,	with	the	aim	of	helping	the	
many	families	in	need	after	the	unemployment	rate	sky-
rocketed	as	a	consequence	of	the	financial	and	economic	
crisis	that	began	in	late	2008.

After	a	first	phase,	where	the	interventions	were	mainly	
targeted	at	the	immediate	needs	of	those	families	who	
suddenly	found	themselves	in	dire	straits,	especially	with	
dependent	minors,	the	Fund	is	now	evolving	under	the	
guidance	of	Cardinal	Scola,	and	taking	into	account	the	
progressive	 improvement	of	the	economy	and	the	 job	
market.	The	main	aim	is	to	be	more	proactive	in	helping	
and	guiding	the	jobless	while	they	re-enter	the	workforce.

Given	these	circumstances,	and	following	talks	with	UCID	
milan,	the	Fund	has	started	an	experimental	cooperation	
with	Gi	Group,	the	employment	services	agency	recognized	
by	the	Lombardy	Region,	which	has	the	ability	to	provide	
the	aforementioned	services	needed	to	actualize	the	Dote	
Unica	Lavoro	regional	program.

This	experimentation	is	scheduled	to	take	place	between	
September	and	December	2016,	and	will	 involve	about	
twenty	beneficiaries	assisted	by	the	“Famiglia-lavoro”	
Fund	and	deemed	ready	to	rejoin	the	workforce,	so	that	
an	adequate	modus	operandi	can	be	found	along	the	way	
and	that	this	collaboration,	with	its	righteous	premises,	can	
take	off	in	full	in	2017.

Project between Milan Diocese  
and Gi Group to fight  
against unemployment

ITALy Union Cristiana Imprenditori Dirigenti
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young Professional  
Exchange - yPE

SWITZERLAND VCU (Vereinigung Christlicher 
Unternehmer)

n	Introduction
Discussing	the	different	projects	of	
Uniapac	 within	 the	 Swiss	 organi-
sation	VCU	(Vereinigung	Christlicher	
Unternehmer)	–	we	realized	that	most	
of	the	Uniapac	activities	have	rather	
a	the-oretical	background.	Producing	
papers	is	nice	–	but	as	we	said	already	
during	the	Uniapac	meeting	in	Zürich	2014.

“More doing and less talking”
should	be	our	guideline.

What	is	missing	are	practical	projects	
supporting	directly	the	international	
cooperation	be-tween	the	different	
national	organisations	and	their	members.

The	goal	of	the	project	“Young	Profes-
sional	Exchange	-	YPE”	is	therefore	to	:
•	 establish	a	reinforced	cooperation	

between	the	different	national	orga-
nisations	and	their	members,

•	 to	approach	young	future	entrepre-
neurs	to	widen	their	horizon	with	
international	experience	and	contacts.

One	of	the	Swiss	advantages	is	our	small	
country.	This	sounds	strange	–	but	it	
forces	our	young	entrepreneurs	auto-
matically	to	cooperate	on	international	
level.	And	we	think	this	is	one	of	the	
major	elements	of	success	of	the	Swiss	
economy,	their	international	orientation.

n	objectives
•	 member	benefit	for	Uniapac-/VCU-

members	and	their	children/friends	
below	30,

•	 Start-up	support	for	future	executives,
•	 Promotion	of	professional	know-how	

and	cultural	competencies	within	the	
Uniapac	organisation	national	and	
international,

•	 Platform	for	 international	contacts	
and	exchange	of	relationship	between	

young	man-agers	and	Uniapac-/VCU-
members,

•	 Start-up	for	recruitment	of	future	
new	Uniapac-/VCU-members,

•	 Practical	task	resp.	project	for	Uniapac.

n	frame Conditions
For the Applicant
• Applicant	or	nearby	acquaintances/

relatives	 (e.g.	parents)	are	member	
VCU	or	Uniapac,

• Age	<	30	Years,
• Completed	Professional	Training,	

matriculation	examination	or	aca-
demic	studies,

• Is	already	or	will	be	in	the	near	future	
active	 in	a	responsible	managerial	
function,

• Submission	of	a	letter	of	recommen-
dation	of	an	 independent	VCU	or	
Uniapac	member.

For The Entrepreneur
• Entrepreneur	 is	member	VCU	or	

Uniapac	or	friend	of	a	member,
• Summary	of	the	profile	of	the	com-

pany	is	on	hand,
• Working	place	and	–	team	has	an	

international	orientation,	i.e.	generally	
the	working	language	is	English	or	the	
applicant	has	a	basic	knowledge	of	
the	national	language,

• Profile/Description	of	 the	 Job	 is	
on	hand	(e.g.	similar	to	the	Stagiare	
program	of	the	Swiss	Government	
–	www.bfm.admin.ch).

General Frame Conditions
• Period	of	the	Exchange	is	normally	

fixed	and	is	generally	between	1	mon-
th	and	at	maximum	1	year.

• normally	there	is	no	compensation	
paid	 for	 the	achievement	during	
the	exchange	–	however	there	is	a	

possibility	to	support	the	expenses	
concerning	accommodation	and	cost	
of	living	in	the	form	of	payment	in	
kind	or	financially.

• In	case	of	expanded	stay	the	national	
host	organisation	nominates	an	advi-
sor,	who	helps	to	organise	accommo-
dation,	contacts	for	language	training,	
cultural	and	sports	events,	social	
integration.	Generally	the	applicant	
participates	 in	the	program	of	the	
local	Uniapac-/VCU-group.	The	
advisor	supports	the	applicant	for	
all	kind	of	problems.

n	organisation of the project 
and project Introduction

Project-Lead
• VCU	 Schweiz,	 Project	 Leader	

=	Uniapac	Deputy	 together	with	
the	VCU	office.

Project Participants
• during	Phase	1	(1.-	3.	Year)	–	neighbou-

ring	Countries	of	Switzerland
• during	Phase	2	(4.-	5.	Year)	–	Countries	

in	Europe
• during	Phase	3	(from	Year	6	onwards)	

–	world-wide.

Task of the Country Organisation
• Establish	of	a	list	of	Entrepreneurs/

Companies	with	job	description,
• nomination	of	an	Advisor	for	the	

YPE	project.

Project Introduction
• Decision	VCU/Decisions	of	 the	

Uniapac	–	Country	Organisations	
addressed,

• Announcement	to	the	members	by	
mail	/	Email,	etc.	

• Kick-off	meeting	starts	only	with	a	
minimum	number	of	national	orga-
ni-sations	interested	and	a	minimum	
number	of	exchange	places	confirmed.
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n	In search of inclusive sustainability

Until	the	seventies	of	the	past	(last)	century,	the	phenome-
non	of	exclusion	was	not	a	central	concern	in	the	developed	
world,	characterized	by	fairly	homogeneous	societies,	with	
strong	(high)	upward	mobility.	This	did	not	prevent	a	large	
part	of	humanity	living	in	extreme	poverty.

The	(T)	technological	revolution	and	the	massive	entry	of	
China	into	the	world	economy,	among	other	phenomena,	
generated	an	important	change	in	the	world.	While	masses	
of	the	underdeveloped	world	and	the	best	prepared	layers	
of	the	developed	world	saw	significant	improvement	to	their	
income,	consumption	and	saving	possibilities,	 important	
parts	of	the	middle	and	lower	classes	of	the	developed	
world	experienced	stagnation	and	eventually	exclusion.

Currently,	the	advancement	of	technology,	globalization	
of	organizations	and	information	are	causing	a	dramatic	
transformation	in	labour	and	employment,	with	contras-
ting	effects	on	economies	and	societies	around	the	world.	
Globalization	has	led	to	a	decrease	in	the	total	number	
of	people	living	in	absolute	poverty,	but	also	to	growing	
inequality,	globally	and	nationally.

The	role	of	the	private	sector	in	social	and	global	economic	
development	is	crucial	in	promoting	full	and	productive	
employment,	as	well	as	joining	efforts	to	reduce	poverty.	
We	believe	that	the	most	effective	route	out	of	poverty	
is	the	promotion	of	decent	work,	encouraging	entrepre-
neurship	and	innovation.

n	The unsolved tension between social inclusion 
and productivity as a limitation to development

Sustainable	development	presents	major	challenges	today	
for	Argentina	and	also	for	the	rest	of	Latin	America.	In	the	
economic	and	social	field,	the	key	challenge	is	to	achieve	
a	growing	productivity	together	with	just	social	inclusion.

Work	represents	a	fundamental	dimension	of	human	exis-
tence	:	it	is	a	right	and	a	duty	for	any	human	being.	It	is	a	
source	of	dignity,	enabling	people	to	acquire	the	material	
resources	needed	for	a	decent	life.	Through	work,	man	
develops	his	skills,	apply	their	 intelligence	and	will.	On	

the	social	level,	work	is	a	moral	obligation	which	allows	
each	person	to	contribute	to	the	common	good.	In	it	he	
is	able	to	express	and	enjoy	their	dignity.	As	St.	John	Paul	II	
emphasized	:	“Human work is a key, probably the essential 
key, to the whole social issue, if we truly try to see it from 
the point of view of good of man 1”. 

Today,	the	challenge	is	how	the	economy	can	extend	the	
benefits,	reversing	inequalities	and	exclusion.	The	Social	
Catholic	Doctrine	(SCD)	(of	the	Church	(SDC))	is	not	contrary	
to	a	market	economy,	if	it	is	oriented	towards	the	common	
good	–	not	just	total	good	or	wealth	–	and	is	developed	in	
a	framework	of	inclusion	stability,	transparency	and	demo-
cratic	institutions	(processes).	This	implies	an	economy	that	
cannot	be	separated	from	its	ethical	and	political	foundation.

Even	with	the	best	governance	and	visionary	leadership,	
if	there	is	no	inclusive	development	allowing	people	to	
cooperate	with	each	other,	these	institutions	might	fail	
(will	not	work	well).	It	is	accepted	that	the	most	effective	
route	towards	 inclusive	solidarity	 is	the	promotion	of	
decent	work	for	all	workers	in	all	sectors	of	the	economy,	
including	the	informal	economy.

no	country	in	the	region	has	managed	to	generate	a	large	
number	of	(enough)	of	economic	activities	that	at	the	same	
time	are	highly	productive,	internationally	competitive	and	
not	related	to	(dependent	on)	natural	resources.	Only	a	
few	have	been	able	to	make	good	progress	on	this	path.	
The	independence	of	these	resources	is	not	an	ideological	
question	:	even	considering	their	value	chains,	they	are	
insufficient	to	generate	enough	jobs.

n	  economic populism : inclusive and sustainable ?
This	phenomenon	has	resulted	in	the	emergence	and	growth	
of	populist	leaders	and	movements	 in	many	developed	
countries,	which	exploit	the	discontent	of	the	people	who	
feel	excluded	from	the	“mainstream”.

Inclusive economy 
Inclusive productivity for a sustainable economy

ARGENTINA Asociación cristiana de dirigentes  
de empresa

1.	 		Juan	Pablo	II,	Laborem	exercens,	Libreria	Editrice	Vaticana,	1981.
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many	Latin	American	countries,	Argentina	as	a	 leader,	
attempted	to	circumvent	this	conflict	by	resorting	to	
economic	populism.	The	future	was	sacrificed	maximizing	
present	welfare,	either	by	taking	advantage	of	a	bonanza	
of	natural	resources,	or	by	resorting	to	borrowing	and/or	
inflation	to	finance	consumption.

We	must	celebrate	that	several	countries	 in	the	region	
overcome	this	economic	populism.	But	even	countries	
that	had	not	fallen	into	that	trap,	as	Chile	or	Bolivia,	more	
recently	encounter	difficulties	without	having	been	able	
to	generate	a	sufficient	basis	for	development.

Distortions	in	relative	prices	–	via	tariffs	or	the	currency	
exchange	rate	–	have	been	a	constant	in	these	populist	expe-
riments,	and	therefore	their	end,	as	the	recent	of	Argentina,	
are	inevitable	and	costly.	(In	this	case,	they	have)	There	has	
also	been	notorious	violent	swings	in	the	exchange	rate	and	
wages	in	foreign	currency.	Frequent	policies	of	drastic	and	
simultaneous	exchange	rate,	monetary	and	fiscal	imbalance	
adjustments,	could	not	(never)	be	sustained	over	time	in	
a	democracy	due	to	the	foreseeable	social	and	political	
reactions	to	the	negative	impacts	on	levels	of	economic	
activity,	employment	and	poverty.	This	led	most	often	to	
policy	reversals.

For	various	reasons	(,)	and	according	to	the	history	and	
idiosyncrasies	of	each	country,	the	proposals	for	pro-market	
policies	or	drastic	adjustments	are	very	difficult	to	apply	
today.	Instead,	maintaining	employment	levels	appears	as	
an	essential	goal	from	which	to	build	a	social	 inclusion	
policy	focused	on	achieving	full	employment	 in	formal	
and	increasing	quality	jobs.

The	alternative	paths,	such	as	inclusive	productivity,	are	not	
easy	by	any	means	((as)	is	not	either).	Anyway,	we	they	have	
to	be	tried,	because	despite	being	the	approach	chosen	by	
the	vast	majority	of	developed	countries,	in	the	best	case	
they	have	not	been	attempted	in	a	very	long	time.

As	evidenced	in	the	following	list	of	policies	that	could	
be	part	of	such	an	effort,	this	is	a	complex	undertaking.

n	Inclusive productivity, in order to steadily 
reduce poverty and exclusion

We	hope	to	encourage	reflection	and	discussion	on	the	
mechanisms	that	we	can	build	together	to	help	achieve	an	
inclusive	and	sustainable	economy	that	develops	human	
dignity	;	which	integrates	the	excluded	and	the	poor	to	gene-
ral	prosperity	by	using	subsidiarity,	through	the	joint	efforts	
of	governments,	civil	society	and	the	business	community.

Just	over	30	years	ago,	 in	 1985,	then	Cardinal	Ratzinger	
warned	about	“moralism”	at	a	conference	titled	“Church	
and	Economy	in	Dialogue”	:	“Today we need a maximum 
of specialized economic understanding and a maximum 
of ethics so that specialized economic understanding 
can be of service to the right objectives. Only in this way 
their “knowledge” will be politically viable and socially 
acceptable.”

Pope	Francis	in	Evangelii	Gaudium,	recalled	that	«	we	are	
not	talking	simply	about	ensuring	food	or	“a	decent	living”	
for	all	people,	but	also	about	 its	«	general	welfare	and	
prosperity.	“This means education, access to health care and 
especially employment, because it is through free, creative, 
participatory work and supporting each other that human 
beings express and enhance the dignity of their lives 2.”

Labor relations and employment

• Formalization :	through	reductions	in	labour	taxing	for	the	
first	job	and/or	in	the	neediest	areas.

• Labour reform : this	is	not	to	promote	a	simplistic	labour	
reform,	but	to	foster	practices	that	manage	to	internalise	
until	 it	 is	a	habit	the	issue	of	productivity,	both	in	the	
private	sector	and	the	public	(see	below).	This	should	be	
generated	more	from	companies	than	from	a	law,	whose	
only	announcement	could	derail	the	whole	process.

• Disaggregation : achieve	from	union	negotiations	a	greater	
disaggregation,	all	the	way	to	enterprise	level,	of	the	issues	
that	directly	affect	productivity,	from	absenteeism	to	
quality	circles	3	and	similar	practices,	through	different	
variants	of	flexi-time	work,	the	workplace,	etc.	Productivity	
incentives	should	be	part	of	this	policy.

• Technological change : risks	to	employment	arising	from	
technological	changes	in	many	sectors	should	not	be	
excluded,	as	they	are	the	most	decisive	factor	in	falling	
employment	levels.

Productivity in the public sector

• More jobs :	 in	Argentina,	 the	 (large)	 increase	 in	public	
employment	in	the	last	12	years	was	close	to	75	%	:	from	
2	to	3.5	million	jobs,	much	of	it	generated	as	a	“political	
award”	rather	than	actual	need.	This	meant	an	additional	
burden	for	the	rest	of	society	who	must	pay	taxes	to	
support	this	structure.

• Productivity :	although	there	are	no	detailed	studies,	 it	
appears	that	employment	was	not	in	line	with	the	increased	
production,	resulting	in	a	significant	drop	in	productivity.	
So	there	is	a	great	opportunity	to	increase	productivity	
in	the	public	sector,	at	all	levels	of	government.

• Measurements :	this	can	be	achieved	both	by	reducing	
absenteeism	–	enabled	by	the	actual	legal	frameworks	–	
and	by	technological	improvements	(training	programs)	
and	staff	turnover	among	or	between	sectors.

Education

• Linking : substantial	increase	in	linkages	between	education	
and	the	world	of	work	and	enterprise.

2.	 Francisco,	Evangelii	Gaudium,	noviembre	de	2013,	§	192.

3.	 https://es.wikipedia.org/wiki/C%C3%ADrculo_de_calidad
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• Teaching of Labour skills :	in	secondary	education,	beginning	
with	the	neediest	areas.

• Model Tertiary Technological Institutes :	at	 least	one	per	
province	targeted	and	specialized	on	necessary	local	
production	skills.

Social policies

• Single register of beneficiaries : for	social	programs,	over-
coming	all	kinds	of	patronage	and	clientelism.

• Local integration : development	and	implementation	of	
frameworks	of	locally	integrated	social	policies,	with	the	
participation	of	the	nation,	the	provinces,	municipalities	
and	civil	society.

• Monetary stability :	based	on	a	sound	fiscal	solvency,	a	
condition	which	is	presented	by	populism	as	an	excuse	
to	deny	the	masses	their	“rights”	to	consume	without	
effort.	It	is	a	necessary	condition	for	credit	growth	and	
to	achieve	competitive	prices	as	well	as	to	allow	saving	
to	low-income	sectors.

Entrepreneurs and investment

• Investment :	 if	we	talk	about	productivity,	the	role	of	
investment	is	key,	as	it	should	significantly	increase	capital	
per	hired	person.

• Business and investment climate : Government	must	strive	to	
create	the	right	conditions	for	investment,	for	example,	
eliminating	distortionary	taxes	that	directly	affect	costs	or	
the	price	of	products,	and	reducing	bureaucratic	weight.

• Leadership :	entrepreneurs	and	the	organizations	that	
nucleate	them	must	assume	their	role	regarding	invest-
ment	and	the	creation	of	a	suitable	climate	for	investment.

• Entrepreneurism : it	must	be	developed	from	basic	educa-
tion,	to	vocational	training,	colleges	and	universities.

n	  our commitment
As business leaders, we must propose ourselves to :

• Continue our efforts to ensure that	justice,	solidarity,	respect	
for	human	dignity	and	the	common	good,	values	that	
inspire	us,	are	incorporated	into	the	daily	practices	of	
our	companies.

• Seriously discuss how to create opportunities	for	more	people	
to	participate	and	benefit	from	the	economy	;	to	improve	
the	lives	of	low-income	groups	through	participation	not	
only	as	consumers	but	also	as	producers.

• Promote the use of skills	and	underutilized	talents,	over-
coming	barriers	that	prevent	them	from	contributing	to	
the	economy	and	improve	their	living	conditions.	Also	
create	an	economy	that	respects	social	needs	of	local	
communities	and	the	natural	environment.

• Create a work environment based	on	reciprocity	between	
solidarity	and	subsidiarity,	where	people	can	be	their	
own	agents	to	achieve	a	better	quality	of	life.

• Clear the way for new sources of productive employment and	
translate	economic	growth	in	progress	to	improve	living	
standards	and	lead	to	a	more	comprehensive	prosperity.

• Find the best possible framework	that	encourages	investment	
and	work,	without	stifling	the	initiative	with	tax	burdens	
and	inflation,	working	together	with	unions,	legislators	
and	jurists.

• Boost competition	and	a	legal	and	regulatory	framework	
that	protects	the	consumer	and	the	environment	wit-
hout	creating	unnecessary	barriers	to	competition	and	
innovation.

• Recognize that the most effective and sustainable route out	
of	poverty	is	productive	work,	fairly	remunerated.	And	
identify	the	most	effective	for	businesses	to	generate	
improvements	in	the	issues	that	affect	the	lives	of	people	
and	make	this,	indeed,	happen.
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BRAZIL ADCE (Association of Christian  
Business Leaders)

M
embers	of	ADCE	(Association	of	Christian	Business	
Leaders)	support	the	implementation	of	the	first	
unit	of	the	Pescar	Project	in	a	parish	in	Rio	Grande	
do	Sul	–	Brazil.

The	St.	Joseph	Parish	from	Caxias	do	Sul/RS,	developed	
a	unique	and	pioneering	experience	 in	the	Dioceses	of	
Brazil.	Four	years	ago,	the	community	 joined	the	Pescar	
Social	Program,	maintaining	a	free	space	to	young	people	
in	socially	vulnerable	for	personal	and	professional	training.	
The	project	has	trained	more	than	one	hundred	teenagers	
as	aids	mechanical	production.

members	of	the	Association	of	Christian	Business	Leaders	
–	ADCE	of	Caxias	do	Sul	saw	in	partnership	with	the	Pescar	
Project	Foundation,	a	social	service	organization	with	
national	and	 international	operations,	the	opportunity	
to	integrate	a	socially	responsible	collaborative	network,	
expanding	the	horizons	of	adolescents	aged	16	and	19	and	
contributing	to	enter	to	the	labor	market.

This	design	model	can	be	implemented	in	other	parishes.

The	experience	can	be	multiplied	 in	every	diocese.	 In	
Caxias	do	Sul/RS,	it	started	in	the	premises	of	St.	Joseph	
Parish	with	the	participation	of	fifteen	companies.	Termed	
maintainers,	they	contribute	monthly	with	a	value	agreed	
between	the	parties	concerned,	in	the	form	of	donation.

Since	deploying,	the	average	monthly	donation	of	each	
company	has	been	a	minimum	wage.	The	unit	also	has	five	
supporting	companies	responsible	for	investment	in	unit	
structure,	such	as	the	purchase	of	tables	and	chairs,	walls	
to	the	living	room,	bathrooms,	locker	rooms	and	refectory

Thirteen	of	the	sponsors	and	supporting	companies	are	
part	of	the	ADCE	of	Caxias	do	Sul,	as	well	as	the	Director	
of	the	articulator	and	the	unity	of	teachers	who	are	also	
members	of	ADCE.

n	  Methodology
The	course,	Professional	Initiation	in	mechanical	Production	
has	a	workload	of	800	hours.	Sixty	percent	of	the	course	
is	designed	on	personal	development	and	citizenship.	To	
complete,	the	others	forty	percent,	on	issues	related	to	
training	on	the	technical	side.

The	project	provides	40	students	per	year.	To	enroll	teena-
gers	need	to	be	studying	from	the	7th	year	of	elementary	
school,	have	family	income	of	up	to	half	the	minimum	wage	
per	person	and	must	be	willing	to	participate	of	the	course.

Teachers	conduct	individual	interviews	and	have	a	moment	
intended	to	meet	family	and	community	reality	of	the	
teenager	and	compromise	the	family,	creating	the	first	link	
with	the	beneficiaries.

In	the	course	they	have	lunch,	receive	free	uniforms,	all	
the	necessary	materials,	certification	of	Pescar	Project	
Foundation	and	the	SEnAI,	and	half	the	minimum	wage	
as	shareholders	of	the	young	apprentice	program	through	
partnership	with	other	companies.	In	addition,	they	partici-
pate	in	the	community	activities,	developing	solidarity	spirit

Family	members	participate	in	the	course	of	the	Parent	
School	of	Brazil,	which	provides	a	line,	with	what	is	offered	
to	teenagers	in	the	course,	thus	stimulating	the	support	
and	the	necessary	understanding	for	the	development	
of	the	classes.

The	Pescar	Project	unit	Parish	St.	Joseph	serves	40	young	
people	a	year,	and	has	received	over	a	hundred	families,	
bringing	hope	and	sure	that	better	days	will	come.

Bishop	of	the	
Diocese	of	Caxias	
do	Sul,	Bishop	
Alessandro	
Carmelo	Ruffinoni,	
accompanied		
the	inauguration		
of	the	Unit.

The attitude of the Parish  
St joseph transforms lives
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n	  Testimonies
According	to	the	Priest	Jadir	Dagnese,	the	Church	has	shaped	
Western	civilization	in	all	its	fields	:	art,	music,	architecture,	
law,	economics,	morality,	science,	 letters,	 languages,	etc.	
nevertheless,	the	most	outstanding	point	was	the	charity.	
It	would	be	impossible	to	write	a	complete	history	of	the	
Church	charity,	since	Jesus	taught	his	disciples	“to love your 
neighbor as yourself”.	 “The Pescar project of St. Joseph 
Parish is the extension of this term of Jesus being carried 
out in the XXI century. I am happy to see and participate 
of the transformation of adolescents that is thanks to the 
generous hearts of many people”.

“What made me give up 
going the wrong way, 
went to the Pescar project 
as the basis of everything. 
Today, what I have in my life, if I can help my mother pay 
the land, fight, fight and chase my dreams, was the Pescar 
Project, which provided.
I always say that the maintainers and developers do not 
know the difference they make in our lives. Because of 
the salary that helps us, also contributes to the family. I 
have no way to compare who I was for what I am today. 
Everything changed with the project.”

Júlia Carolina da Silva

For	 the	entrepreneur	Agenor	
Fortuna	de	Carvalho,	director	of	
the	Unit	and	member	of	ADCE	
since	 1996,	 with	 the	 course,	
teenagers	 are	 targeted	 to	 be	
good	people	with	ability	and	
security	to	pursue	their	goals	:

“These teens are accustomed to the violation of rules in 
their day to day and are not charged for it. Into the Pescar 
project, every action has a consequence, and through many 
examples they receive there, them realize that the correct 
and fair brings people well the great achievements”.

n	  numbers of pescar projects
• 98	PES	Project	Units	in	Brazil

• 11	states	:	RS	,	SC	,	PR,	SP,	RJ	,	mG,	GO	,	TO,	PA	,	
EC	,	PE

• 27	Units	PES	Project	Abroad:

• Argentina	,	Paraguay,	Angola	and	Peru

• Formed	Adolescents:	27,138

• Attended	Adolescents:	2,150

• Volunteers:	2,597

• Average	frequency	in	the	courses	:	94.9	%

• 91	%	of	young	people	have	completed	courses

• 92.1	%	of	Employability
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n	Breaking road barriers to inclusion

While	the	participation	of	women	in	the	Chilean	labor	
market	has	steadily	increased	over	recent	years	(in	1990	it	
reached	32.5	%	and	in	2014	it	reached	48.4	%	1),	Chile	conti-
nues	to	be	below	other	Latin	American	countries,	which	in	
2013	had	a	54	%	female	insertion	(InE,	2015),	while	in	the	
countries	from	the	Organization	for	Economic	Cooperation	
and	Development	was	at	63.8	%	(OECD,	2011).	On	the	other	
hand,	the	highest	level	of	female	participation	is	observed	in	
the	netherlands,	which	in	2013	reached	79.9	%	(OECD,	2014)	2.	

“To understand the low participation of women in the 
workforce, you must first understand how we organize 
ourselves as families and as a society. In Chile, a significant 
percentage of women are not in the workforce because 
they do not have someone to leave their dependent with” 3.	

Along	with	this,	 in	Chile	there	are	still	significant	salary	
differences	between	men	and	women	in	positions	with	
equal	 roles	and	responsibilities.	When	comparing	the	
average	income	of	both	genders	with	primary	education,	
they	receive	42	%	less	than	their	male	counterparts,	while	
graduate	professionals	receive	on	average	36.8	%	less	than	
men	with	the	same	level	of	education	4.	

In	addition,	a	significant	gap	remains	in	the	participation	
of	women	in	executive	and	senior	management	positions.	
The	percentage	of	women	that	are	on	a	board	of	directors	
represents	only	3	%	of	active	women	versus	97	%	of	male	
managers	(Tokman,	2011)	5.	Differentiating	this	by	productive	
sectors,	shows	that	in	Chile	the	majority	of	women	on	a	
board	of	director	is	concentrated	in	financial	companies	
(52	%),	services	(12	%),	manufacturing	(11	%),	trade	and	dis-
tribution	(11	%)	and	other	companies	(5	%)	(Tokman,	2011)	5.	

n	useC interest

For	the	Association	of	Christian	Business	Executives	and	
Entrepreneurs	(USEC),	presenting	this	 issue	in	the	public	
arena	is	important	because	it	responds	to	its	mission,	which	
is	“to contribute to the human development of society, 
encouraging entrepreneurs, executives and businessmen, 
to be guided by the Social Doctrine of the Church and be 

committed to personal improvement, their organizations 
and the business world »,	and	its	vision,	which	seeks	to	
« illuminate business awareness so its leaders promote a 
more humane, just and solidary society”.

This	was	also	raised	by	Pope	Francis	in	his	Encyclical	Laudato	
Si’	:	“Business activity, which is a noble vocation oriented to 
produce wealth and a better world for all, can be a very 
fruitful way to promote the areas where their ventures are 
established, especially if you understand that creating jobs is 
an inescapable part of its common good” 6. Pope	John	Paul	
II	supports	this	doctrine	as	well	in	his	Encyclical	Centesimus	
Annus,	referring	to	the	responsibility	of	a	company	as	an	
actor	in	the	labor	market	:	“A company cannot be consi-
dered only as a ‘society of capital goods’; it is at the same 
time, a ‘society of people’, in which they become part by 
diverse ways and with specific responsibilities, contributing 
with the necessary capital for their activity and those who 
collaborate with their work” 7.	

Finally,	an	increased	participation	of	women	in	the	work	
place,	not	only	benefits	themselves	in	terms	of	their	overall	
development	in	the	professional	and	personal	field,	but	
it	also	responds	to	the	challenge	posed	by	the	concept	
of	an	 inclusive	economy.	 It	also	promotes	sustainable	
and	equitable	economic	growth	in	a	responsible	manner,	
through	the	promotion	of	decent	work,	social	cohesion	and	
environmental	protection,	where	prosperity	is	founded	on	
human	dignity	and	the	search	for	common	good	8.

n	proposed initiatives

To	disseminate	and	promote	awareness	about	the	impor-
tance	of	promoting	the	employment	of	women	in	Chile,	
through	concrete	actions	such	as	:	

• Cycles “Coffee with” :	monthly	meetings	in	which	a	per-
son	of	a	political,	economic	or	social	sphere	addresses	
contingency	 issues	with	a	value-based	approach,	and	
shares	a	conversation	with	the	audience.	In	the	second	
half	of	2016,	USEC	has	organized	two	“Coffee	with”	
sessions	related	to	the	subject	matter	contained	herein.	
One	with	monica	Reyes,	founder	of	Women’s	Leadership	
makers,	and	one	with	maria	Jose	Bosch,	academic	director	

CHILE USEC (Decidir En Conciencia) 
Labor inclusion in chilean women

Breaking road barriers  
to inclusion  
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of	the	Center	for	Work	and	Family	Security	Group,	from	
the	ESE	Business	School	of	University	of	los	Andes.

• Opinion Columns : written	by	different	USEC	spokesmen,	
including	 its	 Executive	Director	 and	 some	Board	
members,	in	order	to	support	this	topic	and	contribute	
to	 its	visibility	 in	Chilean	society.	Specifically,	 in	the	
business	world	and	 its	 leaders	who	are	called	upon	
to	 increase	the	participation	of	women	 in	the	wor-
king	world,	 leveling	wages	between	male	and	female	
employees	by	encouraging	policies	of	labor	flexibility	
and	adaptability,	among	other	things.

n	Women´s labor market impact

Female	participation	in	the	labor	market	is	very	positive.	
“It has been demonstrated that balanced teams, composed 
of men and women are more productive, make better and 
more effective decisions. In addition, there are certain skills 
from female leadership, such as, empathy and how women 
handle interpersonal relationships, how to integrate people 
in decision-making and the ability to consider different 
fronts when deciding, all of which are very valuable within 
the company. They have a lot to offer and the male-female 
complement is something that has to be represented in 
the working world, because we are different and bring 
different views, which are complementary and enrich the 
discussion of any team,” says Francisca Valdes, executive	
director	of	Women	Entrepreneurs	and	director	of	USEC.

Maria Jose Bosch, meanwhile,	agrees	:	“In Chile, like in the 
rest of the world, the massive incorporation of women 
into the working world has led to a fundamental change 
in the company and how they work in them. This change 
is very rewarding, but also challenging, since it requires 
finding new forms of organization, work, and adapting the 
roles that men and women play in society” 9.	

Also,	“there is evidence that female participation in senior 
management is beneficial for the company. McKinsey stu-
died the case of Latin America in 2013, evaluating 345 listed 
companies in six countries. The results showed that those 
companies with one or more women on their executive 
committees obtained 44 % higher capital gains as well as 
47 % higher interest and tax margins than companies with 
committees composed of only men » 10.	

In	turn,	Alvaro Pezoa, professor	of	the	chair	of	Ethics	and	
Corporate	Responsibility	at	the	ESE	Business	School,	said	
that	the	contributions	of	women	in	the	workplace	are	
essential,	especially	because	 “they bring harmony and 
cooperation in teamwork, have greater inclusiveness, 
promote respect and care at work, they are responsible, 
committed, have a spirit of service, are generous, suppor-
tive and intuitive”.

Outside	the	company,	the	impact	of	female	labor	force	
participation	is	significant	because	the	economic	contri-
bution	of	men	and	women	is	very	necessary	for	econo-
mic	growth	and	social	development.	“The generational 

change over increasing initiatives of companies that 
want to promote the participation of women in its senior 
management, developing policies that enable families to 
reconcile their professional and work life without having 
to choose between the two, will accelerate the necessary 
changes, allowing more women to participate in positions 
of power, thus contributing to the growth and diversity of 
vision of our country”, said	maria	Jose	Bosch	11.	

n	participation of public authorities and civil 
society

In	Chile,	there	is	more	awareness	every	day	of	the	urgency	
to	overcome	the	wage	gap	and	participation	of	women	in	
the	labor	market.	The	State	“has made important decisions 
to improve the provision of childcare and extend the period 
of maternity leave. Such measures, which have already 
proven effective in other OECD countries, can promote the 
incorporation of more women into the labor market” 12.	In	
public	administration	there	has	also	been	a	concern	in	this	
regard.	Thus,	in	2015,	female	representation	on	the	boards	
of	public	enterprise	systems	was	29.3	%	13.	However,	these	
efforts	still	appear	to	be	insufficient	and	it	is	imperative	that	
the	Chilean	government	takes	a	more	active	role	in	promoting	
measures	to	promote	women’s	employment	in	the	country.

There	have	also	been	broad	discussions	about	the	need	to	
enact	a	Quota	Act	“a set of governing laws to encourage 
a more equitable gender distribution level in the elected 
positions at the state or enterprise level in order to obtain 
a greater presence of women in these positions” 14.	Although	
this	is	a	positive	tool	which	can	act	as	a	catalyst	to	ensure	
the	effective	integration	of	women	on	boards	and	in	political	
office,	it	should	be	viewed	as	a	temporary	mechanism,	so	
that	it	does	not	become	a	forced	measure	to	ensure	female	
representation	because	of	a	single	matter	of	gender	and	
not	a	matter	of	merits	and	abilities.

On	the	other	hand,	there	are	various	civil	society	orga-
nizations	aimed	at	examining	this	 issue	in	order	to	raise	
awareness	among	women	about	their	abilities	and	demands	;	
and	among	leaders	with	respect	to	the	female	gender	in	
the	labor	market.	These	include	:

• Community Women  :	an	 independent	organization	that	
promotes	the	rights	of	women,	to	achieve	greater	equity	
in	education,	in	labor	and	in	politics	15.	

• Red MAD :	a	network	of	professional	women	committed	
to	bringing	value	to	public	and	private	organizations,	
incorporating	female	talent	to	high	positions	16.	

• Women Entrepreneurs  :	a	network	supporting	women	
in	business	management,	to	promote	the	inclusion	of	
businesswomen,	professionals	and	entrepreneurs	in	the	
business	world	17.	

• There are Women : an	organization	that	promotes	the	
visibility	of	women	through	their	opinion	as	leadership	
dimension	18.
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• Women’s Leadership Makers :	an	organization	that	seeks	to	
create	learning	and	professional	growth	opportunities,	
and	strengthen	the	network	of	contacts	of	executives	19.	

• Women’s Lobby : an	initiative	of	the	Center	for	Work	and	
Family	Security	Group	from	the	ESE	Business	School	
oriented	to	training	female	managers	20.	

n	a reality in development

Although	the	 insertion	of	Chilean	women	in	the	labor	
market	has	evolved	over	the	years,	there	are	still	some	
obvious	barriers	-	basically	salary	differences	compared	to	
men,	lack	of	presence	in	executive	and	senior	management	
as	well	as	a	lack	of	strategies	to	better	reconcile	work	and	
family-	that	need	to	be	changed	to	continue	advancing.

“We need flexibility, adaptability and job responsibility, 
greater incorporation into the formal working world, per-
manence over time, representation in decision-making at 
all levels. It is urgent to achieve greater family, social and 
economic balance. In this respect, companies have a key 
role in generating new and better practices to achieve this 
goal,” says	Monica Reyes,	founder	of	Women’s	Leadership	
makers	and	director	of	PwC	Clients	&	markets	Chile.

n	opportunities and risks

The	main	opportunity	represented	by	our	initiative	is	to	
position	USEC	as	an	intermediate	actor	capable	of	influen-
cing	the	business	world,	their	leaders	and	executives	to	get	
them	to	open	up	spaces	for	women	in	senior	management,	
to	be	aware	of	their	significant	contributions	in	the	labor	
market	and	in	team	work,	and	to	strive	to	develop	strategies	
to	harmonize	work	and	family	size	better.	However,	there	
is	a	risk	that	our	work	will	be	perceived	by	the	community	
as	a	mere	gender	struggle,	when	it	is	not.

n	Conclusions

To finalize this document, we can conclude that :

• The	female	labor	force	participation	in	Chile	has	increased	
in	recent	years,	but	is	still	below	other	Latin	American	
countries.

• A	significant	percentage	of	women	are	not	incorporated	
into	the	workforce,	because	they	do	not	have	someone	
to	leave	the	people	dependent	on	them	with	(children,	
elderly,	etc.).

• 	In	Chile	there	is	still	a	significant	salary	difference	between	
men	and	women	in	the	same	position.

• Women’s	participation	in	executive	and	senior	manage-
ment	positions	is	still	low.

• A	Quota	Act	could	serve	as	an	accelerator	to	ensure	
greater	employment	for	women,	as	 long	as	 it	 is	used	
as	a	temporary	mechanism	and	is	not	transformed	into	
a	requirement	that	fosters	this	means	only	because	of	
gender	and	not	the	merits	of	each	person.

• There	are	ways	to	promote	the	employment	of	women,	
with	applicable	policies	within	companies,	such	as	:

-	 Flexible	hours	 (deferred	starting	and	ending	times,	
part-time,	compressed	week,	etc.).

-	 Labor	Adaptability	(agreements	one	on	one,	between	
employer	and	collaborator,	to	define	labor	policies	on	
a	case	by	case	basis).

-	 Reward	productivity	and	not	the	«	presenteeism	»	(i.e.,	
the	achievement	of	goals	and	objectives,	not	simply	
the	fact	of	sitting	behind	a	desk).

-	 Have	empathetic	leaders	who	recognize	the	need	to	
reconcile	work	and	family,	and	effectively	implement	
policies	that	in	this	sense	has	defined	the	company.

-	 Clarify	what	is	important	within	the	company,	conti-
nually	experiment	with	new	ways	of	doing	things,	
recognize	and	support	the	person	as	a	whole.	
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n	name of the national association Member 
(nMa)

	 Asociación	Cristiana	De	Empresarios	(ACE).

n	Chosen research area, with its specific theme 
and sub-theme

• Theme :	Was	selected	area	“Welfare	to	the	Common	
Good”	that	focuses	accordance	with	the	principles	of	
subsidiarity,	in	the	broader	public	space	-	private	social	
needs.

• Sub-theme  : Welfare	towards	the	common	good,	we	
understand	it	as	the	right	balance	between	work	life	and	
employment	opportunities	in	line	with	the	personal	and	
social	development.

n	The purpose of the contribution could 
alternatively be :

	 Comprises	a	concrete	initiative	already	underway	from	
the	2,010	that	the	project	began.

n	project development

• The name of the company mentioned :
	 Procesadora	nacional	de	Alimentos	Pronaca	C.A.

• Brief description of any specific initiative or a specific proposal

	 “The	wheel	of	success”.

 Development program of small farmers of corn.

	 For	more	than	25	years	PROnACA	works	with	farmers	corn,	
incorporating	them	into	their	supply	chain	in	a	win-win.

	 Within	this	program	include	the	so-called	“Producers	
Integrated	Inclusive”	(PII)	they	are	farmers	who	grow	corn	
in	areas	of	less	than	10ha	and	who	live	near	the	collection	
centers	of	the	company.

	 This	inclusive	agricultural	program	is	called	the	Wheel	
of	success	and	consists	of	4	stages	:

1	Direct Credit :	PROnACA	provides	farmers	with	certified	
seeds,	fertilizers	and	other	agricultural	products	that	
guarantee	the	effectiveness	of	the	crop.

2	Provision of seeds and agricultural inputs : PROnACA	pro-
vides	farmers	with	certified	seeds,	fertilizers	and	other	
agricultural	products	that	guarantee	the	effectiveness	
of	the	crop.

3	Technical Consulting : PROnACA	technical	team	regularly	
visit	farmers,	advising	them	before,	during	and	after	
planting.

4	Total purchase of the crop : PROnACA	acquires	the	entire	
harvest	at	the	official	price	set	by	the	government.

	 The	program	began	with	farmers	PII	in	2010	with	58	far-
mers	participated	in	the	same	2015	480,	ie	an	increase	
of	534	%	in	5	years.

aÑo # farMers pII.

2010 58

2011 159

2012 355

2013 477

2014 668

2015 480

	 a	productivity	of	4.33	mT/ha,	this	was	incorporated	into	
the	corn	supply	chain	Pronaca	In	2015	PII	480	farmers	
cultivated	3,646	hectares	in	the	provinces	of	Guayas	and	
Los	Rios,	with	a	yield	of	13.240Tm	what	it	represents.

World Conference about 
Inclusive Economy

ECUADOR Asociación Cristiana De Empresarios (ACE)  
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n	socio-economic indicators

	 Regarding	the	indicators	baseline	a	positive	impact	on	
revenue	and	corresponding	human	development	 is	
appreciated.	Within	the	social	plan	is	Pronaca	has	spaces	
for	human	development	both	unsatisfied	basic	needs	and	
living	conditions.

	 Regarding	the	Sustainable	Development	Goals	(ODS)	the	
program	has	aligned	5	ODS	:

1. End of Poverty: Employment	generation,	
shared	with	farmers	growing	food	safety	
awareness.

2. Zero Hunger: Doubling	agricultural	produc-
tivity.

4. Quality education: technical	training	 inputs	
and	crop	management,	financial	education	
training	to	better	manage	their	resources.

8. Decent work and economic growth:	to	achieve	
high	levels	of	productivity	with	technical	
advice	and	paying	the	purchase	price	and	
weight	corn	fair.

12. Production and Responsible Consumption: with	
technical	advice	efficient	production	
and	use	of	production	methods,	with	
the	training	we	provide	advice	on	waste	
management	and	responsible	use	of	water.

•	What	is	the	impact	on	employment	and	welfare	within	and	outside	
the company ?

-	 The	program	generates	direct	employment	for	farmers	
and	their	families	welfare	by	having	a	relationship	of	trust	

with	PROnACA	from	planting	to	harvest	direct	purchase.

-	 In	2015	2197	farmers	and	their	families	have	benefited	
from	the	program,	it	is	noteworthy	that	social	dynamics	
has	strengthened	their	relationship	by	sharing	cultural	
practices	of	maize,	mainly	in	the	exchange	of	wages.

-	 The	planting	activity	is	considered	a	collective,	joint	
and	shared	action	where	wages	involved	are	mostly	
people	of	the	same	circle	as	neighbors,	friends	and	
relatives	come	together	between	crops,	thus	they	
cheapen	costs	while	generate	income.

-	 Socio-economic	indicators	regarding	income	(100	%)	and	
human	development	(89	%)	show	a	positive	impact	of	
the	program	is	clear	evidence	of	the	trust	relationship	
between	the	farmer	and	Pronaca.

-	 One	aspect	to	improve	is	overcrowding	due	to	lack	of	
household	units	6	members,	taking	into	account	that	
the	country	average	is	3.8	persons.

-	 The	program	Inclusive	 Integrated	Producers	 IIP	has	
contributed	positively	to	food	sovereignty	and	the	
self-supply	of	corn	and	also	to	change	the	social	
and	economic	reality	to	farmers,	for	this	relationship	
«	win-win	»	through	the	wheel	success	has	been	the	
key	factor	for	the	sustainability	of	the	project.

•	Public	authorities	and	civil	society	involved.
	 The	public-private	relationship	is	manifested	in	the	program,	

the	ministry	of	Agriculture	and	Fisheries	(mAGAP)	and	
PROnACA	have	been	able	to	align	their	approach	to	rural	
agricultural	development,	there	is	a	government	subsidy,	
technological	kit	that	provides	the	company	under	cost.

	 Other	groups	have	been	integrated	into	the	supply	chain	
such	as	farmers	over	10ha,	external	farmers,	unions,	trade	
and	the	government	of	national	Unity	Supply	UnA.	The	
defendant	volume	of	the	different	channels	responds	to	
sourcing	strategy	outlined	by	the	company	that	directly	
benefits	the	producer.

	 Is	a	past	performance	or	is	still	ongoing	experience	?	In	
progress.

	 While	Pronaca	works	with	farmers	for	more	than	25	years	
ago,	the	program	itself	began	in	2010	with	58	farmers.

Table old farmers, ha, ton, productivity

•	Opportunities	and	risks	of	the	initiative	or	proposal.

 Opportunities.

-	 Contribute	to	develop	the	agricultural	potential	of	the	
country	through	a	program	that	benefits	the	farmer	and	
the	company,	trying	to	expand	these	good	practices	
to	other	regions	of	the	country.
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-	 Lower	unemployment,	 the	program	 is	given	 local	
employment	opportunity	preventing	migration	to	large	
cities	combat	unemployment,	underemployment	and	
social	implications.

-	 It	has	improved	fidelity	and	fulfillment	of	commitments	
on	delivery	of	the	harvest	as	they	purchase	100	%	to	
the	price	established	by	the	national	government.

-	 Other	Opportunities	would	ensure	volume	in	corn	
supplies,	provides	technology	transfer	through	technical	
assistance	from	field	to	integrated	farmers,	provides	
quality	inputs	to	integrated	farmers,	generates	dyna-
mism	in	the	economy	of	the	agricultural	sector,	which	
makes	coherence	to	the	purpose	of	the	enterprise	:	
«	Generate	development	in	the	agricultural	sector	».

-	 Among	the	risks	they	can	be	seen	in	the	lack	of	flow	
for	these	social	programs	for	human	development	and	
payment	of	credit	to	farmers	integrated.

-	 The	weather	conditions	are	also	a	risk	in	countries	like	
Ecuador	that	has	affectations	as	the	“El	niño”	or	“La	
niña”	phenomenon.

•	Conclusions	and	suggestions

-	 Since	2010	the	model	of	“The	wheel	of	success”	has	
benefited	both	2197	small	farmers	as	well	as	the	supply	
chain	Pronaca	in	a	win-win.

-	 The	productivity	of	small	farmers	has	been	improving,	
with	an	average	of	5.33	tons/ha	in	the	last	five	years.

-	 The	social	benefit	of	the	program	has	had	high	impact	
as	 indicators	revenue	100	%	has	a	direct	benefit	on	
human	development	and	81	%.

-	 There	are	two	issues	to	work	as	Social	Plan	Pronaca	
agricultural	development,	the	first	regarding	unsatisfied	
basic	needs	and	the	second	living	conditions	as	same	
improvement	plan.



LATIN AMERICA

59

E xecutive Summary. ACDE, together with the 
Catholic University of Uruguay, works in 
Corporate Social Responsibility. With this 
technical support, we present a conceptual 

framework about what we mean about inclusive business 
and one business case. This case is related the mall 
“Portones Shopping” that since 1996 supports a group of 
waste classifiers that come for its waste, helping them to 
get associated and work in a coordinated, efficient and 
sustainable way, dignifying their work and contributing to 
the common good about treatment of waste.

n	What Inclusive Businesses (nI) are ?
Basically	they	are	enterprises	that	have	as	protagonists	
low-income	people	(Bottom	of	Pyramid),	that	are	created	
with	the	support	of	companies,	social	organizations,	and	
even	public	actors.

For	a	venture	with	this	population	to	be	considered	an	nI,	
it	must	meet	four	requirements	:

•	Operate	within	 the	market	economy	and	enforce	 its	 rules	:	
products	that	have	real	demand,	quality	standards	com-
mensurate	with	the	market,	etc.

•	Be	economically	self-sustaining,	although	 in	 these	cases	 it	
requires relatively long periods	 (compared	to	ordinary	
companies)	to	reach	to	the	breakeven	point.	It	is	needed	
what	is	called	"patient	capital"	which	is	another	name	for	
“long	term	capital”.

•	Be	environmentally	responsible.	This	requirement	derives	
not	only	from	a	requirement	associated	with	CSR,	but	
also	(and	primarily)	because	environmental	problems	
hurt	more	to	the	poorest.

•	It	must	generate	a	real	improvement	in	the	life	quality	of	people.	
Therefore,	ventures	promoted	to	outsource	in	order	to	
lower	the	production	costs	of	inputs	or	the	provision	of	
services,	don’t	fall	into	this	category,	and	neither	where	
people	receive	income	that	don’t	help	them	to	overcome	
their	poverty.

n	how can companies contribute to the develop-
ment of nI in uruguay ?

Basically,	there	are	four	ways	to	do	it	:

• Develop	a	provider	that	is	incorporated	into	the	value	
chain,	being	the	company	the	main	customer	of	nI.

• Buy	services	and	goods	from	nIs	already	in	operation.

• Facilitate	access	to	supplies	or	markets	to	nIs	already	in	
operation.

• Support	the	creation	of	nIs	 in	the	framework	of	 its	
commitment	actions	to	the	community,	even	though	
such	nI	wasn`t	a	supplier	or	customer	to	the	company.

The	case	presented	thereof	is	related	to	an	nI	within	the	
scope	of	letter	d)	above.

n	The “portones shopping” business case

•	The	Company
Portones	Shopping	(www.portones.com.uy)	is	a	mall	 in	
montevideo,	Uruguay,	with	145	shops	and	an	area	of	nearly	28,000	
square	meters	located	in	Avenida	Italia	and	Avenida	Bolivia.

•	Portones	Shopping	NI.	Waste	Management	Program
Through	this	program,	Gates	Shopping	led	in	1996	the	for-
mation	of	an	association	of	public	roads	waste	classifiers,	
training	them	for	the	classification	of	waste	generated	at	
the	mall,	also	providing	a	workplace,	energy,	water	and	
related	machinery,	among	other	supports.

Inorganic	waste	like	cardboard,	paper,	plastic	bags,	are	clas-
sified,	compacted,	baled	and	stored	by	this	organization.	
They	are	then	sold	to	companies	that	use	this	raw	material	
for	their	business.	In	this	way	they	formalize	their	work	and	
contribute	to	their	social	inclusion.

•	Social	impact
The	Civil	Association	that	Portones	Shopping	helped	make	
within	the	waste	classifiers,	works	as	a	company	:	It	is	responsible	
for	sorting,	transport	and	market	the	mall	waste	for	recycling.

These	people	distribute	the	income	of	the	sales,	obtaining	
revenue	for	themselves	and	their	families,	as	well	as	for	the	
payment	of	the	corresponding	social	security	fees.

URUGUAy Asociación Cristiana De Empresarios (ACE) 
Pronaca  Directrices

Christian Association of Business 
Executives, ACDE, UNIAPAC in Uruguay
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The	company	Portones	Shopping	includes	these	persons	
within	its	own	organization	and	disseminates	its	recognition.	
For	example,	businesses	that	have	commercial	premises	in	
the	Shopping	sign	a	contract	by	which	they	have	to	sort	
their	waste	before	its	final	disposition.

Also,	this	example,	the	first	worldwide	experience	in	waste	
treatment	by	commercial	centers,	has	been	followed	by	
other	similar	centers,	and	is	subject	to	visit	and	study	by	
school	and	high	school	students	and	also	university	students.

•	Environmental	impact
normally,	treated	waste	would	go	to	a	landfill,	final	destina-
tion	of	waste.	However,	this	treatment	allows	its	recycling,	
getting	more	value	out	of	them.

Organic	waste	is	destined	for	pig	farms	and	oils	to	laborato-
ries	that	used	them	in	the	manufacture	of	products	for	the	
leather	industry.	In	almost	20	years	of	management	it	was	
able	to	classify	more	than	1,700	tons	of	waste	by	reducing	
to	50	%	the	volume	to	be	delivered	to	the	municipal	landfill.

Portones	Shopping	has	recycled	the	equivalent	of	25	mil-
lion	of	paper	and	card	notebooks	that	means	avoiding	the	
logging	of	75,947	trees.

more	than	50.000	kg	of	nylon	have	been	recycled	and	that	
prevented	the	fabrication	of	473,684	plastic	bags	that	could	
have	taken	more	than	150	years	to	disappear.

• Waste management
	 Waste	generated	at	the	mall	is	very	similar	to	the	waste	

of	a	house,	the	only	thing	that	 is	different	is	that	the	
volume	is	much	higher.	So	they	try	their	best	to	to	reduce	
waste,	so	as	to	cause	the	least	environmental	impact.

• Organic
	 They	are	those	arising	mainly	from	food	waste.	After	

being	sorted,	they	are	derived	as	feed	for	pig	farms.

• Plastic
	 It	 is	one	of	the	most	recycled	materials	 in	the	waste	

management	plant.	They	are	composed	of	bottles,	foam-
plast,	wrappers,	packages,	etc.

• Paper and card
	 These	elements	are	one	of	the	most	important	for	the	

sorting	and	recycling	system,	either	be	by	its	quantity	
and	by	its	result,	both	economically	and	socially.	In	the	
waste	management	plant,	they	are	separated	by	type	
and	then	baled	to	reduce	its	volume.

• Plastic bags
	 They	fulfill	a	similar	cycle	to	the	one	of	paper	and	

cardboard,	because	they	are	recycled	to	make	new	bags	
and	reduce	emissions	and	use	of	hydrocarbons.

• Metals
	 They	come	from	the	activity	of	shops	and	their	infrastruc-

ture,	either	shelves,	electronic	equipment,	counters,	etc.	
Recyclers	classify	parts	that	can	be	reused	and	the	ones	
that	must	be	disposed	are	sent	to	a	metal	casting	process.

• Batteries
	 They	are	gathered	in	the	waste	management	site	and	

delivered	to	the	municipality,	which	buries	 them	 in	
concrete	blocks	to	prevent	the	release	of	its	potential	
contamination.

• Woods
	 Wood	from	drawers,	shelves	or	pallets	is	received	in	the	

waste	management	plant	in	order	to	be	reused	and	or	
make	it	available	to	the	staff	in	case	it	is	needed.

• Other items
	 Glasses,	cooking	oils,	lubricating	oils,	aluminum,	among	

others,	are	the	fewest,	but	also	have	a	destination	that	
seeks	to	promote	the	environment.

For	all	these	reasons	we	believe	that	the	business	case	
Portones	Shopping	should	be	presented	to	other	companies	
with	similar	characteristics	for	its	consideration.



MIddLE EAsT

61

B eirut,	September	13,	2016,	11	am,	outside	temperature	
34	°C.	The	two	friends	enjoy	a	well-deserved	chill	
by	the	swimming	pool	:	the	memories	from	their	
engineering	graduation	last	June	are	still	fresh	in	

their	minds.	We	are	in	West	Beirut,	a	predominantly	muslim	
area,	and	Elie	is	Ahmad’s	guest.	Later	tonight,	it	will	be	Elie	
who	will	invite	Ahmad	to	dine	and	sleep	over,	in	his	village	
up	in	the	mountain,	a	Christian	village.	Ahmad	and	Elie	
have	been	schoolmates	for	over	fifteen	years,	and	enjoy	a	
strong	friendship	bond.

Both	have	been	looking	for	a	first	job	for	over	two	months.	
Elie	tells	his	friend	Ahmad	that	he	has	addressed	over	150	
job	applications	to	industrial	companies,	and	received	only	
a	dozen	replies,	all	of	them	negative.	Ahmad	admits	that	
he	has	sent	out	only	a	hundred,	without	a	single	positive	
response,	not	even	a	call	for	interview.	Yet,	their	professors	
had	ascertained	that	they	would	find	a	job	easily	!

near	2	pm,	the	two	friends	head	for	Ahmad’s	home,	for	
lunch.	Ahmad’s	father	was	awaiting	them.	Though	the	father	
congratulated	Elie	for	his	brilliant	success,	the	dispirited	two	
expressed	their	frustration	for	the	bleak	job	opportunities	
offered	to	them.

–	Ahmad’s	father	attempted	an	explanation	:	« as a result of 
the ongoing war in Syria and Iraq, companies have beco-
me unable to channel their export towards their natural 
markets : to the Arab Gulf, deliveries can only be carried 
out through the long path of sea shipping ; meanwhile, no 
orders are flowing in anymore from war-stricken Libya. »

–	In	a	voice	tone	altered	by	sadness,	Ahmed	asks	:	« Why 
all this, dad ? Where are we heading to ? »

–	To	this,	his	father	replies	:	« My son, you do know that great 
powers have invaded Iraq based on false justifications. 
They tried to implement there their democracy, as if an 
imported western democracy could fit all countries, and 
at all the stages of their history. In many countries of this 
region, revolutions are being infiltrated by a radical fun-
damentalism, which could well spread to reach Lebanon 
and Jordan, washing away openness and fraternity. And 
who knows, this fundamentalism could also reach Europe 
later on. Don’t get me wrong, Elie, but the official circles of 
Europe seem to focus on their immediate interests rather 
than their future, carefully ignoring their Christian values… »

–	« Then what, dad, should we leave our beautiful country, 
and go join the millions of Lebanese emigrants in the 
world ? »

–	« No my son, we are fortunate that, in our country, the 
civil society comes up with so many initiatives to make up 
for the shortcomings of public authorities : micro-credit 
organizations, protected workshops offering jobs to those 
with special needs, training centers, handicraft workshops, 
innovating entrepreneurs, there is a long list of them. 
Those NGOs open horizons for those who have none, 
and without them, entire population portions would be 
excluded from the economic life. »

–	« You see, my boys, the civil society here boasts an 
unbelievable energy. And when speaking of the civil 
society, you’re speaking of us. It is therefore our duty to 
ensure the survival and the growth of those initiatives. It 
is true that at times, we get no longer able to fight, our 
faith weakens, and the temptation to give up is strong, 
because the burden is heavy on our shoulders, and the 
going has been getting tough for much too long. But let’s 
not despair, let’s remain in our country, let’s be patient, 
and if the job doesn’t come to you, go get it, be creative, 
innovative, and fight your way through. But please, don’t 
give up on our country ! »

After	lunch,	Elie	drives	his	friend	Ahmad	to	his	village,	for	
dinner	and	sleeping	over.	The	night	of	September	thirteen	
is	the	eve	of	the	Celebration	of	the	Cross,	and	the	Christian	
Lebanese	countryside	sparkles	of	a	thousand	limelights.	
As	tradition	wants	 it,	Emperor	Constantine	signaled	his	
discovery	of	the	Cross	of	Jesus,	by	having	campfires	lit	in	
each	fort,	from	Jerusalem	to	Turkey.

young Lebanese,  
looking for their first job…

LEBANON EDC
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Arriving	home,	Elie	kisses	his	mother,	and	shares	with	his	
father	his	amazement	at	the	large	number	of	Syrians	met	
on	the	road.	Abou-Elie	(i.e.	Elie’s	father)	explains	:	« these 
are refugees ».	He	then	hammers	with	sadness	:	« today, the 
number of Syrians in Lebanon approaches 2 million ; add to 
these the Palestinian refugees : initially 300,000 in Lebanon, 
they became 600,000 when rejoined by their brothers from 
Syria ; also count in another 400,000 foreign workers. All in 
all, some 3 million foreigners in a country with a national 
population of nearly the same size ! Note for instance how 
currently, in the Lebanese public schools, the number of 
Syrian students exceeds that of Lebanese children. With such 
an influx, our country is at risk of exploding or imploding ! »

« It is an honor for Lebanon to be a welcoming country. 
However, should we secure employment to Palestinians 
and to Syrians, while one third of our Lebanese youth is 
jobless ? This dilemma is the base for contradictory economic 
visions. An exclusive approach would say : « I secure jobs 
only to the Lebanese »,	while	an	inclusive	approach	would	
state	:	« with the availability of Syrian labor, a competitive 
economy can be implemented ».

« We, Christians of Lebanon, how could we leave this 
country, after His Holiness Pope John-Paul II has dubbed 
it “the Message Country” ? We are the mouthpiece of the 
Christians of Orient. We also entertain a genuine and 
privileged relationship with the Muslims, to whom we are 
bound by a brotherly, secular and rooted coexistence, and 
with whom we are yet to build a strong citizenship. There is 
unfortunately obvious evidence that we are left to our fate 
in this multicultural Middle-East, amidst destabilizing wars 
which sole motive seems to be the oil economy, a particu-
larly exclusive economy. The Jews have vanished from the 
Arab Orient. In Syria, where Christians amounted to one 
third of the population back in 1950, they are nowadays a 
mere 10 %. The number of Christians in Iraq has dropped 
from 3 million to less than 300,000. The Copts, while they 
constitute 14 % of the population, are represented by only 
2 % in Parliament… The Christians of Lebanon, who were 
traditionally half the population, are nowadays an esti-
mated 35 %. It is becoming urgent that the Church and the 
Christians in the West become aware of how important 
is the coexistence of pluralistic religious and confessional 
identities in our battered Middle East. They should pressure 
their politicians to consider this issue at least as important 
as the economic stakes, when taking geopolitical decisions. »

The	next	day,	 in	Church,	the	Priest	reads	the	Gospel	of	
the	Good	Shepherd,	according	to	Luke.	In	his	homily,	he	
states	and	wonders	:	« The Christians in Orient have always 
innervated their countries with acknowledged economic 
and cultural projects. True, they now account for only 1 % 
of the Christians worldwide. But which Good Shepherd 
wouldn’t leave the 99 sheep of his flock, to go looking for 
the hundredth lost ? »	He	adjourns	in	Latin	:	« Nolite timere ! 
Don’t be afraid ! »

Ahmed	recites	to	himself	:	« God (Allah) is great ! He loves 
the patient ones ! »

On	the	forecourt	of	the	Church,	under	the	huge	oak	tree,	
the	two	friends	greet	the	villagers	in	their	celebration.	They	
stare	at	the	rocky	hills	:	now	it	is	clear	to	them	that,	just	like	
moses	surged	water	out	of	the	rock,	they	will	have	to	build	
their	future	on	the	land	of	their	ancestors,	enlightened	by	
the	grace	of	their	hopefulness.
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