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As  thinking around education, training and
employment progresses, the development of
continuing training and ensuring access to it
for all employees is more important than ever.

Education and training, as we all know, have
an essential role to play in finding lasting solu-
tions to the employment problem. The
European labour market, particularly in the
wake of globalisation and the advent of the
information society, has become a skills mar-
ket.  If workers and companies are to be in a
position to face up to the changes taking place,
it has to be possible to build up skills at all
stages of life and have continuing access to the
acquisition of skills and competencies . This is
the view put forward by the Commission in its
document  ÒAction for employment in Europe -
a confidence pact Ò which was presented to the
European Council.

However, we are not in such a position. We are
far from it as the findings of the survey conduc-
ted amongst Europeans  during the European
Year of Lifelong Learning show. In the survey
some 70% of those interviewed said that they
were, to a greater or lesser extent, in favour of
lifelong learning. At the same time 71% admit-
ted they had not had any training during the
previous year.

As the CommissionÕs White Paper ÒTeaching
and learning Ð towards the learning societyÓ
has illustrated, the development in qualifica-
tions and skills and the problems of acquiring
them are the most decisive for the future of our
society. The changes taking place in our wor-
king systems and the advent of the information
society bring a new potential which we need to

harness in order to raise skill levels. Access to
qualifications is opening up; skills can be
acquired through occupational experience and
people can now take advantage of the new
ways offered by the information society to
access knowledge and to build  up their own
skills .

In order to take account of these developments,
the White Paper proposes new ways of accre-
diting skills. The potential implications for sys-
tems of recognizing skills and qualifications
acquired informally, particularly those under
the responsibility of the social partners, must
be considered. If workers can, in the near futu-
re, obtain accreditation of skills acquired out-
side the formal Ôpaper qualificationÕ route,
particularly skills  through work experience, it
is important to consider what  this means for
the social dialogue and bargaining around the
issues of skills and qualifications.

The social dialogue and collective bargaining
can no longer only recognize formal qualifica-
tions in collective systems of job classification
and remuneration. Greater account must clear-
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ly be taken of trends in job content and of the
fact that the range of  skills applied and needed
at work is broadening  and diversifying and
include,  to use some of the terms most often
used in this context, basic skills, technical
skills, inter-personal and social skills.

The social partners are best placed to assess
the implications of the changes underway in
work situations and the outlook for the future:
work within networks, learning organisations
and the overlapping of apprenticeship and
working time, for example. My hope is that we
can continue on the basis of the patterns suc-
cessfully tried out under the support system to
find new ways (individual and collective) to
accredit skills acquired in different ways and,
subsequently, help the social partners to build
up new systems for social recognition, incorpo-
rating both the changes in job content in terms
of skills and the different ways of accreditation
(formal, informal, occupational experience).

I am  very pleased by the way in which the ori-
ginal, practical and co-operative approach
between the social partners, developed within
the social dialogue system, has been built upon
to produce the second compendium. The new
cases illustrated in it show how throughout
Europe the social partners have taken steps to
enhance the skills and qualifications of
employees. This access to new skills generally
takes place in a context of company moderni-
sation, sectoral changes and changes of loca-
tion.

I should raise the question of investment in
training and more broadly, intangible invest-
ment and the issue of resources, a priority wor-
king theme for the support system

Investment by companies and individuals alike
will increasingly be characterized by intellec-
tual input and investment in intangible
resources. We can see that intangible assets are
becoming the dominant feature of trends in

working processes and job content. In the light
of this how can we progress to equality of treat-
ment for investment in training and material
investment in accounting or fiscal terms? Can
investment in training be considered as both an
enhancement of company assets and as perso-
nal capital in terms of skills? In the current
employment context, this question of the deve-
lopment of continuing training can be linked  to
other aspects of the employment problem, for
instance flexibility and reorganisation of wor-
king time. Innovative solutions may exist, e.g.
by implementing reorganisation of working
time in tandem with increased access to trai-
ning.

In our view, these issues are vital for the social
dialogue and I shall continue to support the
social partners at the Community level in
making progress on them.

The method used successfully in the support
system during the first phase can provide very
useful pointers. I should, therefore,  like to defi-
ne the necessary guidelines for the future with
the three organisations involved in the social
dialogue, UNICE,  CEEP and ETUC. The
point of this system has been to give the social
partners new information on events, develop-
ments and innovations. I believe we should
continue in this direction, particularly on the
priority themes  mentioned earlier, in order to
allow the social dialogue to make the progress
which trends in working systems and work
itself  demand.
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The social partners taking part in the
European Social Dialogue - the Union of
Industrial and Employers' Confederations of
Europe (UNICE), the European Centre of
Enterprises with Public Participation (CEEP)
and the European Trade Union Confederation
(ETUC) - have, since the re-launching of the
Social Dialogue in January 1985, acknowled-
ged the importance of education and conti-
nuing vocational training throughout working
life as strategic elements for an active employ-
ment policy and permanent mastery of techno-
logical developments, which would contribute
to the increased competitiveness of underta-
kings, the recruitment of young people, the re-
employment of those out of work and the pro-
fessional and personal development of male
and female workers.

Several common opinions issued in the context
of the European Social Dialogue demonstrate
clearly the commitment of the social partners
in pursuing and extending their discussions
and common action in the fields of education
and vocational training.

The conclusions of the European Essen,
Cannes and Madrid Summits underpin the
action of the social partners in developing life-
long vocational training policies.

In order to fulfil this mission and contribute
further to the development of the social dia-
logue at both European and national levels, the
social partners must take as a basis the inno-
vative continuing training practices already
introduced in every Member State.

The implementation of the Council
Recommendation on access to continuing trai-
ning, adopted in 1993, led to the formulation of
the Social Dialogue Support Mechanism on
continuing vocational training.

The initial results of the work achieved under
this support mechanism were presented in
Compendium I, which contained 30 practical
case studies covering ten topics of common
interest to the social partners in the pursuit of
their dialogue.

This first successful achievement deserved to
be developed further. The second Compendium
of the Social Dialogue Support Mechanism,
while following the same methodology used for
the first one, thus presents 30 new cases of
innovative continuing training practices
applied by the social partners, illustrating the
10 topics agreed on.

The richness of the dialogue and the common
action of the social partners, which is illustra-
ted in this Compendium, must be used as a
basis for pursuing the dialogue and contribu-
ting to the development of new common initia-
tives, which would then permit an improvement
in the qualifications of workers and the compe-
titiveness of undertakings.

This Compendium is addressed to all those
wishing to know more about the social dia-
logue on continuing training. We hope that it
will also be used as a work tool to reinforce
and enrich the social dialogue between
employers' and trade union organisations.
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This compendium is the result of a study jointly carried out 
by six experts designated by

the UNICE - the CEEP - the ETUC

with the support of the

EUROPEAN COMMISSION
Directorate General XXII,

Education, Training and Youth.

Mr. António Dornelas - ETUC
Mrs. Grainne Cregan - CEEP

Mr. Winfried Heidemann - ETUC
Mrs. Margit Hurup Grove - UNICE
Mr. Jean-Marie Luttringer - ETUC
Mr. Raymond Poupard - UNICE
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This compendium, Compendium II in the Support

System for the Social Dialogue, is an improved follow-up

on Compendium I from October 1994, but it may be read

on its own.

Some of the introductory remarks of the first compen-

dium are repeated here for the new reader, and the diffe-

rences between the two are explained with emphasis on

the improvements.

On the initiative of Commissioner Ruberti, a group of 5

experts were appointed by UNICE, CEEP and ETUC in

the autumn of 1993 to participate in an experiment of set-

ting up a support system, financed by the Commission,

for the European level Social Dialogue, based primarily

on European level sources of information.

The first result of this work, Compendium I, was presented

at a seminar in Bruxelles in October 1994.

Compendium I was based primarily on documentation

available at European level, derived from work under the

action programmes, notably FORCE, supplemented with

other information of relevance.

Compendium I made a presentation of 30 case studies

from the member states, centered around 10 important

themes, illustrating these themes, as well as the diversity

of practices in the member states. Each theme was intro-

duced on individual theme sheets.

The 10 themes were not an outcome of a negotiation bet-

ween the social partners at European level, or a mandate

from them to the experts. The choice of themes was a

suggestion from the experts to which the social partners

agreed. 

After a discussion in the group, a division of tasks were

made, according to which each expert was responsible for

2 themes and the 3 cases illustrating each of those themes. 

This division of tasks meant that an agreement on each

detail needed not exist in the group of experts, or between

the social partners.

The secretariats of the 3 European organisations, UNICE,

CEEP and ETUC have supported the work and followed

it closely. Consultations between the Social Dialogue

working group and the group of experts have taken place,

after the presentation of Compendium I, as a result of

which a decision was made to carry on with the same 10

themes in Compendium II. 

The social partners have given their approval to the pro-

posed work programme of the group of experts, but the

responsibility for the outcome, that is for the contents of

Compendium II, rests with the experts.  

The theme introductions have all been revised and some

of them rewritten. Explicit reference to where each theme

is mentioned in the joint opinions is now given in the

introductions.

In the present compendium, the experts, meanwhile

increased to 6, in order to include 3 from the employers

and 3 from the trade union side, have tried to break new

ground in joint work by working as a team. 

This means that there are no longer Çemployer themesÈ

or Çunion themesÈ, but joint themes, serving the common

interest of both sides, and hopefully strengthening the

creation of confidence between them and in joint work. 

It must be emphasized that although the social partners

have agreed to the methodology and suggested contents

of the compendia, the responsibility for the results rests

with the experts.

The support system and the compendia are meant to be

useful in the future work of the social partners, as they

METHODOLOGY AND GENERAL OBSERVATIONS
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see fit. Success or failure will be judged by that. 

For the experts this new Òmodus operandiÓ has meant that

no one had the sole responsibility for a theme, or for all

the cases illustrating that theme. The responsibility lies

with the group as a whole. 

This approach has, perhaps, diluted the expertise of each,

individual expert, and certainly made it more difficult 

to be an expert, having to accept compromises to get on

with the work, but it is our hope that it has broadened the

outlook and increased the credibility of the information.

The bottom-up approach of the first compendium was

generally very well recieved. This approach has been pre-

served and strenghtened in the present compendium,

which to a much larger extent reflects reality of practices

in the member states, hitherto unknown at the European

level. In this respect, the expertise in the group has been

crucial.

***

All the cases in the first compendium were described

after a common formula. As this uniform presentation

has proved its merit, it has been retained in the present

compendium, although the formula has been revised in

order to improve the contextual information for each

case. Each case description now contains a section lin-

king the case to the industrial relations system and the

training systems in the country of origin. This type of

information was lacking in the first compendium which

was justly criticized on that point. Such information

makes it possible to asses the case with respect to how

typical or innovative the practice mentioned is.  

For practical reasons, each case carries the name of the

expert who made the description, and there is a list of

reference with contact persons for all the cases, if a 

reader should wish to obtain more detailed information

about the individual case.

It was the intention to illustrate each theme with three

new cases in the second compendium, too. This intention

has been realized to a very large extent, but not comple-

tely : one theme (IV) has only two cases, whereas another

theme (X) has four cases, due to the fact that quality of

cases and geographical balance were priority criteria. So,

one of the cases, originally foreseen for theme IV, was

estimated better to illustrate theme X.  

Never the less, it is still true for many of the cases that

they would qualify as illustration of more than one

theme, and that the ultimate placement rests on a discus-

sion in the group and on a choice.

One comment to the first compendium was, that it was

too difficult to understand the significance of the cases

properly within the contextual information given. 

In the present compendium this problem has been solved

in two ways: 

Firstly, some contextual information is given under each

case. Secondly, and as a point of intrinsic interest,  a

country sheet, containing an outline of the development

of social dialogue on vocational training, the links bet-

ween social dialogue and legislation, as well as the links

between social dialogue and vocational training systems

has been worked out for each member state. These coun-

try sheets also contain remarks about issues and levels of

social dialogue and vocational training in that particular

country, as well as a possibility of drawing attention to

particular observations. 

***

As the European Union has been enlarged with three new

member states, Austria, Finland and Sweden, it is our

hope that the information about them will be considered

interesting and useful by the old member states, and like-

wise that the information about the old ones will be of

help to the representatives of the new member states.

In order to make these country sheets understandable,

that is, not to have too many details and too much tacit

information, and not least as a courtesy to the member

states not represented in the group of experts, a majority

of the group decided, wisely or unwisely, to avoid letting

any one expert describe his or her own country. Clearly,

this decision has had its drawbacks - and has led to much

controversy in the group. 

Hopefully, the objective of giving all member states
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equal treatment, and of reaching the desired concentra-

tion on essentials, justifies the drawbacks. 

All country sheets have been validated with the contact

persons for each side, nominated in each member state by

the European organizations.

These contact persons must be especially mentioned.

They are a new creation. They have been immensely

helpful to the experts as gateways to the countries, vali-

dating the country sheets and helping to create contacts

with national level organizations and enterprises, if

necessary.    

To link the support system, of which the compendia are

the tangible results, with the process of the European

Social Dialogue, and to give a global frame of reference,

the country sheets are preceeded by a European sheet,

describing the main consultative bodies and the European

Social Dialogue and its achievements.  

Compendium II was produced with the same objective as

Compendium I : to collect and publish information at

Community level for a support system, or a common

platform of knowledge, experience and information for

the European Social Dialogue on continuing vocational

training.

These compendia, or collections of information cannot,

of course, pretend to be representative or comprehensive.

The variety at national, regional, sectoral, branch and

enterprise level is immense. The social partners play 

different roles in different situations and in different

member states. There is not only one ÇrightÈ way of

doing things, or only one ÇrightÈ model or mechanism

for dialogue, influence and responsibility.

Generally, the cases in the present compendium are 

stronger in the aspect of co-operation between the social

partners and in dialogue between them than they were in

the first compendium. For that reason, the group of

experts decided not to consider it a problem that 2 cases

are only unilateral. Further, there is one from each side.

The cases range from international to national and

interprofessional level to the very concrete initiatives in

the enterprises themselves. 

The order of presentation of them and of the themes have

been kept, because we considered that to be practical, but

it is not an indication of the importance attached to each

case and theme, or an expression of its priority.

The social partners have singled out 4 important themes :

- lifelong learning

- guidance

- qualifications

- ressources

as priorities for their future work in the framework of the

European Social Dialogue on education and training.

These four themes are to be analyzed through the 

transversal themes of competitiveness and partnership

between the social partners, and between them and the

public authorities.

These priorities were made after the launching of the 

support system and the adoption of the work programme

for the experts, and have therefore, not had any influence

on the choice of themes covered in the compendia. But

the themes covered in the compendia, all have direct rele-

vance for at least the 3 out of the 4 priorities of the social

partners.

It is our hope that the present compendium, with its 

country sheets, introductory and informative notes, and

the concrete cases, may serves as a help and as an inspi-

ration for further progress in the dialogue at appropriate

levels, in order to enhance that process which in itself is

of crucial importance for the promotion of competence of

enterprises and workers.
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T H E M E 1

PLANNING OF TRAINING IN FIRMS

Person responsible : Grainne CREGAN

CASE 1
SmithKline, Beecham Pharmaceuticals, Irvine

Scotland, United-Kingdom

CASE 2
Extending the training plan through the introduction 

of quality measures at “Banque Générale du Luxembourg”
Luxembourg

CASE 3

Babcock Wilcox, Española SA, Bilbao
Spain
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As a firm's manpower is one of the most important

resources it has, the quality of the workforce is a key

ingredient in a firm's battle for survival and growth in an

increasingly competitive market place. The planning of

the manpower and training requirements of the enterpri-

se should therefore be a crucial aspect of its activities.

The effective planning of training can contribute to the

overall evolvement of the company to meet the chal-

lenges of the market-place.

Training and development of staff should be a strategic

aim of a company. It should be an essential part of its

overall business strategy and should be budgeted for

accordingly. Manpower requirements within a company

must be qualitative as well as quantitative, thus compa-

nies must know the standard and quality of training requi-

red to meet both current and future needs.

The degree of difficulty encountered in developing a for-

ward looking training plan will be determined by the size

of the company and the complexity of it's activities as

well as extent of the changes required in the future. The

stability, of the environment in which it operates also has

a major impact.

Successful companies realise the value of their workfor-

ce and invest heavily in their development.

Such investment needs to be treated with the same impor-

tance as other major investments. Far too often, expendi-

ture on training is substantially cut back during times of

recession or fluctuations in levels of activity.

The most important element of the planning of training is

the accurate identification of needs.

There is frequently an emphasis on the needs of the com-

pany without consideration of the need to develop the

individual also. If the system to identify needs is not

accurate then the solution proposed will not address the

need and valuable resources will be wasted. Thus the pro-

cedures adopted to plan training in companies are crucial

to the successful implementation of training. 

Training should make a contribution to lifelong learning

not just address an immediate operational need.

Planning of training involves not just the design and deli-

very of training but also involves the financing of it and

the putting in place of systems to support it's implemen-

tation e.g. training leave which is a right in Belgium,

France and Germany but not in some other countries.

The overall European trend is towards the increasing

importance of Continuing Vocational Training (CVT).

One of the reasons for this is the greater importance being

attached to Human Resources in an endeavour to increa-

se productivity and ability to compete. The emphasis on

Customer Service, Quality and particularly on achieving

ISO standards will require more extensive CVT.  It also

means that groups which are normally left out of CVT,

such as part-time employees, are now being included in

this process to a greater extent.

The concept ÒPlanning of TrainingÓ means different

things in different countries and is implemented in dif-

fering ways. In some countries, enterprises are obliged

by law to consult with staff representatives on the plan-

ning of training.  The seriousness of the consultation

can vary greatly from company to company. However it

provides a real opportunity for staff representatives to

ensure that the needs of the individual are addressed as

well as those of the company. The real benefit from

involvement at all stages is demonstrated in the UK case

of SmithKline.

THEME 1 : PLANNING OF TRAINING IN FIRMS

Introduction
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In France, legislation confers obligations on employers at

both sectoral level (through collective agreements), and

at enterprise level, to prepare a training plan (plan de for-

mation) and consult with their work councils.

Other countries within the European Union have less for-

mal procedures.

For example, in Italy there is no legal obligation on

employers to provide training, although employees may

enjoy statutory rights to time off for education and trai-

ning.  In Germany, under the Works Constitution Act,

1972, works councils (representing employees) and the

employer are required to co-operate in the field of, and

promote, vocational training;  works councils have a right

of co-determination in some areas. The Continental case

in the 1994 compendium is an example.

It is also important to have linkages between the National

Training Systems and the training provided within com-

panies to ensure that the state run systems are supporting

the requirements of the economy.

Many of the Joint Opinions refer to the importance of

long-term planning and investment in all aspects of trai-

ning (see relevant references below).

In this compendium, the UK case of SmithKline, shows

that while there was no mandatory obligation to do so,

the company recognised the significant benefit of joint

planning and organising of the project from the outset.

Joint management/Union groups identified the require-

ments of the initiative and throughout it's implementation

assessed it's progress against agreed targets, thus having

a joint needs analysis and follow-through from start to

finish.

The case of Banque G�n�rale du Luxembourg shows that

the simple implementation of the legal prescriptions

about the training plans is not sufficient and that activi-

ties towards quality guarantee out of the training plan

have been touched.

In the Spanish case of Babcock Wilcox Espanola, the

company recognises the strategic importance of training.

Training requirements is an element in their collective

agreement. Staff representatives are involved in the deve-

lopment, approval and monitoring of the annual training

plan.

References to ÒPlanning of TrainingÓ in Joint

Opinions

On Education and Training (19/06/90)

Point 4, 5, 6, 9

On ways of facilitating the broadest possible effective

access to training opportunities (20/12/91)

Point 1, 5, 10, 20

On transition from school to working life (05/04/91)

Point 3.3

On new technologies, work organisation and adaptability

of the Labour market (10/01/91)

Point 2

Concerning training and motivation and information and

consultation (06/03/87)

Point A3, A5, A7, A8, B4, B5

On the contribution of Vocational Training in combating

unemployment and re-absorbing the unemployed into the

labour market in the light of the new situation created by

the White Paper

(04/09/95)

Point 9

On the future role and actions of the community in the

field of Education and Training, including the role of the

Social Partners (24/10/94)

Point 2.2.1;  2.2.2;  2.6;  3.2.2
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

SmithKline Beecham Pharmaceuticals' Irvine factory produces semi-synthetic

penicillins and other medical products.

This project is partly funded by FORCE and involves transnational partners:

Durco European Operations, Belgium and the European Federation of Chemical

Workers' Unions.

The factory which was set up in 1971 had well established lines of demarcation which made the intro-

duction of multi-skilling a challenging task. It  was decided that the only way the initiative would be suc-

cessful was if management  worked in partnership with the two major Unions involved (TGWU & AEEU).

So from the start, joint Management/Union groups assessed the requirements of the initiative.

While the initial launch occurred in 1991 it was January 1994 before the planning and negotiations were

complete.

2 - CASE DESCRIPTION

Actors involved and participants 
Management, TGWU & AEEU Unions and all 450 blue collar workers are involved in the project.

Organisation and implementation
The aim of the project was to develop a joint multi-skilling, competency-based training initiative, which

was an integral part of SmithKline Beecham's overall strategy for restructuring. There was a requirement

to change the culture of the company and to encourage empowerment throughout the organisation.

Multi-skilling means that work is not “owned” by any particular group but is carried out by anyone who

is appropriately trained and qualified. The restructuring strategy also involved reducing the number of

management layers.

The project was implemented in a number of phases :

- The initial planning stage which involved the assessment of the  requirements of the company and the

capability of staff, which was carried out by a site group involving both parties. Benchmarking was car-

ried out in five companies; cost implications were established and expected benefits were identified.

Through the joint involvement of a recognised academic expert and a respected Trade Union leader, staff

fears for the success of the plan were allayed. A guarantee was given that there would be no redundan-

cies as a result of multi-skilling. Communications sessions were held at six-monthly intervals while the

planning was in progress, between 1991 and 1994.

- Negotiations between management and the Trade Unions on the introduction of new work practices,

while protracted, were successfully concluded in 1994.

CASE 1

SmithKline, Beecham
Pharmaceuticals,
Irvine

Country : Scotland, 
United Kingdom

Level : Enterprise
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- The skills required to carry out the jobs were then identified. Jobs which could be carried out by anyo-

ne were listed. The level of skills existing was then established. Work is organised into production cells.

Each cell has a dedicated trainer (who was a former worker). The cell trainer was involved in identifying

the training needs of the cell.

- A purpose built training centre was built, following a detailed assessment of the requirements.

- Twenty five experienced shopfloor workers were selected and trained as trainers and assessors for the

multi-skilling programme. They designed the training courses which were delivered in-house by a local

training company, Kilmarnock College.

- The training product was modular in structure and was targeted at specific groups of workers, inclu-

ding operators and instrument, electrical and mechanical crafts workers.

Training commenced in September '94. All process operators were trained in basic engineering skills a

four day training programme run in-house in the new purpose-built training centre. This training was fol-

lowed by one-to-one coaching on the shopfloor.

Cross training is ongoing for mechanics, electricians and instrumentation technicians, part of it is delive-

red by an external training company, Scotwest, the rest is done in-house, on-the-job.

In accrediting the competence of both operators and craftsmen the company, through collaboration with

the Chemical Industries Association, uses nationally agreed standards (NVQs) where these exist, and

internal standards where NVQs don't exist.

A group comprising representatives from the production teams oversee the implementation of the training.

Another group comprising senior site Management and two representatives from each Trade Union toge-

ther assess the effectiveness of the process at three monthly intervals. A separate joint group addresses

issues which arise during the implementation of the plan.

To support the training, the Training Centre has developed a range of multimedia training packages.

Results and expectations
- Work is now carried out by the person most appropriate to do it. Cross-skilling has been achieved e.g.

production operators undertake appropriate maintenance and laboratory tasks.

- Self managed teams have been established.

- There has been personal development through skills enhancement etc.

- Job satisfaction has improved.

- Savings are being achieved through non replacement of staff who  leave, through staff carrying out work

which was formerly done by contractors, and through timesaving on breakdowns.
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3 - CONTEXT

The case with regard to industrial relations
Industrial Relations in the UK are not legally binding. The representation of employees in the workplace

or in the field of collective bargaining is not regulated.

The case with regard to the continuing vocational training
There is no legal support for Union participation in training issues in the UK. As a result there are few

examples of contractual policies in the training area although there are examples of less formal agree-

ments. This case is a good example of the active involvement of the Trade Unions from the outset in the

planning and implementation of the restructuring/training initiative which was the result of an innovative

collective bargaining agreement.

CONTACTS

Case description made by :

Grainne CREGAN
Electricity Supply Board

79 Lower Mount St.
IRL - DUBLIN 2

Tel : 353 1 702 69 92
Fax : 353 1 676 78 56
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The Banque Générale du Luxembourg is in terms of workforce size the largest

bank in Luxembourg. In addition to its headquarters in Luxembourg City, it has

around 50 branches throughout the country with a total workforce of approxi-

mately 1,850. The company's annual training plan has been supplemented 

for some time by specific projects intended above all to improve the quality of the

company's products and services. Some of the measures within these projects 

are concerned with qualifications and include a large number of participants. 

To this extent the case is an example of the extension of the traditional concept

of training brought about by the necessity, resulting from increased competition, of encouraging quality. 

2 - CASE DESCRIPTION

Actors involved and participants
The actors involved in planning training are the training and further training department, the workforce

representatives and the mixed works' council; the actor in the quality projects is the new organisation

unit “Qualité”. Participants in these measures are the company's employees.

Organisation and implementation
The annual draft plan for planning training and the annual training report are acknowledged by the Comité

d’Entreprise Mixte. The training report for the period 1 July 1994 to 30 June 1995 documents training

measures for the workforce in the following areas:

On-the-job training

- basic training (5 days of information for all new employees),

- banking-related further training lasting one to five days : business skills, the credit sector, financing, com-

puter skills, management techniques, specific themes (including workplace safety and quality),

- accustomisation, mother tongues (French, Dutch).

Off-the-job training

- foreign languages,

- promotion-related training (eg banking academy),

- general management programme,

- seminars in Luxembourg and abroad.

These events usually last several days, with promotion-related training lasting several years.

In addition, opportunities are available for trainees within the in-house training plan, as well as visiting

programmes for schools and other measures to integrate young people. 

Over and above the annual training programme, a number of specific projects have been carried out in

CASE 2

Extending the training
plan through 
the introduction
of quality measures 
at Banque Générale 
du Luxembourg

Country : Luxembourg

Level : Enterprise
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recent years aimed at developing a company-wide quality awareness. In 1993 and 1994, within the fra-

mework of a wide-ranging quality programme, managers and other key staff, and eventually all employees

received quality training. On the basis of this training, employees were encouraged to submit suggestions

for quality improvement.    

Results and expectations
Within a 12-month period in 1994/95, the regular training plan incorporated a total 7000 participant days

for workforce training (excluding trainee programmes). This means that statistically every employee

spent four days on further training. In addition to this, 3000 participant days were spent on training pro-

grammes for trainees.

Within the quality programme, 255 specially selected “quality representatives” received training in 3-day

seminars between March and October 1993. The participants in these seminars, in their function as key

staff, subsequently presented the quality programme to the entire workforce in one-day information

workshops between October 1993 and October 1994. The aim of these workshops was to increase the

awareness for quality as well as to motivate employees to submit their own proposals for the improve-

ment of products and services. The result was a total of more than 400 suggestions, most of which were

realised. The programme will continue with 60 - 70 “graduates” of the one-day workshops undergoing

training as key staff responsible for quality in three-to four-day seminars.

3 - CONTEXT

The case with regard to industrial relations  
Luxembourg law stipulates that training plans must be drawn up by mixed works' councils (management

and employee representatives). The employee representatives have a consultation right and are formally

included in the council's decisions. The implementation of the training measures however are the sole

responsibility of the management. The same applies to the supplementary quality programme. According

to the employee representatives on the mixed works' council, information on the quality programmes

could be further improved.

The case with regard to the continuing vocational training 
The case is an example of the extension of the traditional concept of training in the form of on-the-job

or off-the-job courses as laid down in formal training plans by specific quality-related programmes which

also take the form of further training. Traditional training plans cannot adequately fulfil the need for qua-

lity - as other companies and other countries have also shown. This is why specially targeted pro-

grammes, incorporating the entire workforce, are necessary.
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Case description made by :

Winfried HEIDEMANN
Hans-Böckler-Stiftung

Bertha-von-Suttner-Platz 3
D - 40227 DÜSSELDORF

Tel : 49 211 777 8 171 172
Fax : 49 211 777 8 188

3Social Dialogue Support System                    on Continuing Vocational Training23

Gaston WOLFF
Groupe Qualité
Banque Générale du Luxembourg
50, avenue J.F. Kennedy
L - 2951 LUXEMBOURG
Tel : 352 4242 5144
Fax : 352 4242 5155

André BINTZ
Délégué du Personnel
Banque Générale du Luxembourg
14, rue Aldringen
L - 2951 LUXEMBOURG
Tel : 352 4242 4375
Fax : 352 4242 4126



1 - OUTLINE OF THE CASE - RELATION TO THE THEME

Babcock Wilcox Española, S.A. Bilbao, is a state owned company  belonging to

Teneo, Spain's leading industrial group. It has 1,500 employees, which manufac-

tures a wide range of industrial equipment for home and international markets.  

In this company training is seen as an important element in the company's indus-

trial planning. Each year, training plans which are submitted to the Workers Committee (26 elected Trade

Union representatives) for assessment, are then passed through the Training Commission to the Joint

Training Commission established for this purpose. The Joint Commission is a group of six people repre-

senting management and trade Unions in equal numbers. It is involved in the development, application

and assessment of the training plans.

2 - CASE DESCRIPTION

Actors involved and participants 
The actors involved are the Training Department, and the Workers' Committee through the Training

Commission.  

Organisation and implementation
The collective agreement now in force includes a chapter devoted wholly to company policy on training

and the criteria for it's application.

Training in the company is seen as a priority strategic asset in successfully responding to the processes

of economic, technological and social change in the environment in which the company has to compete.

The Training Department is required to be fully aware of the company's objectives in relation to all

aspects of it's business.

Training needs are identified on-the-ground, by continuous discussions between staff and management.

The Training Department holds discussions with each Department with regard to the problems which

they have to address. It then identifies ways in which training can contribute solutions to these problems.

Thus, a training plan is drawn-up for each location which must take the shape of a formal agreement bet-

ween the Training Department and the relevant department. These Departmental plans are then drawn

together into an overall plan for the company and submitted to company management for approval.

The Final Plan details objectives, content, methods and assessment.

Thus, a specifically designed plan, taking cognizance of the strategic criteria of the company, addresses

both existing and forecasted training requirements. 

CASE 3

Babcock Wilcox 

Española SA, Bilbao

Country : Spain

Level : Enterprise
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The needs addressed relate to :

- Adapting to changes arising from technological innovation processes and new methods of work orga-

nisation. 

- Promoting personal and professional development in order to contribute to economic efficiency, impro-

ving the company's and the workers' competitiveness, for the benefit of all. 

- Sufficiently guaranteeing adequate technical and safety training for job changes.

The training is delivered in-house, in either the company's training centre or on-the-job, by in-house

experts or by external consultants contracted to give particular courses.

The company provides the Training Commission with quarterly reports on the execution of the training

plan. In addition the Commission gets an annual report on the training events carried out during the year.

Workers receive normal pay while attending courses within working hours.

Babcock awards annual study scholarships for engineering students and for vocational training students

on sandwich courses, to provide young people with work experience thus facilitating their incorporation

into a working environment at the completion of their studies. Study techniques courses are also run for

workers' children of school going age.

Results and expectations

The company plans and schedules training to meet the need of its departments.

Through the Worker's committee and the Training Commission the legal representatives of the workers

have an active input into shaping the training provided.

Through retraining, staff have an opportunity to adapt their skills to the requirements of the company.

Staff's skills and abilities are constantly improved through training.

The emphasis on training in the company has contributed to the turnaround in the situation of the 

company.

3 - CONTEXT

The case with regard to industrial relations 
At company level, the influence of trade unions is governed by the Employee Statute and by a law on

Union Freedom. The Statute states that both Employee Councils and the Trade Union Sections are legal-

ly recognised as representative bodies vis-a-vis management. They have the right to negotiate collective

agreements, to receive information and to monitor observance of laws and regulations which 

protect employees.
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The case with regard to the continuing vocational training 
The 1992 “Tripartite Agreement on the Continuing Vocational Training of the Employed” (which was

signed by two of the three major Unions (UGT and CC.OO), requires equal representation commissions

made up of employers and trade unions to be set up, to draw up training and education plans for

employees. Prior to this, trade unions or employee councils had relatively little to do with vocational and

further training.  

CONTACTS

Case description made by :

Grainne CREGAN
Electricity Supply Board

79 Lower Mount St.
IRL - DUBLIN 2

Tel : 353 1 702 69 92
Fax : 353 1 676 78 56
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T H E M E 2

SMALL AND MEDIUM SIZED ENTERPRISES

Person responsible : Margit HURUP GROVE

CASE 1
The “Graphisch Opleidings Centrum” (grafic training center)

Netherlands

CASE 2
KEKO
Finland

CASE 3

ASSIST
Portugal
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Less than one percent of the European enterprises are of

large or medium size. 

Ninety-nine of the more than fifteen and a half million

firms (excepting agriculture) in the private sector are listed

as SMALL ( 100 or fewer employees) . The majority of

them, around ninety percent, are MICROs (10 or fewer

employees).

SMEs employ around seventy percent of the workforce in

the private sector, and the MICROs provide about a third

of all jobs. They also provide the largest net increase in

employment.

The label ÒSMEÓ covers a widely differing reality, 

in size as well as in all sorts of external relations and

dependencies :

From the medium sized firms with professional depart-

ments for industrial relations and training to the small

family owned business, typical in crafts and some types

of construction and service, without trained management

resources and professional departments.

Formal mechanisms for consultation and dialogue are

rare, as is union or employee representation, at least in

the MICROs, but often in the SMEs too, with France as

the exception.

Nevertheless, SMEs and MICROs normally have to

comply with both legislation and collective agreements,

even if special support measures or exemptions exist in

some of the member states.

The special problems for SMEs, as well as the necessity

of involving them and their employees in special 

programmes and training are mentioned in several joint

opinions.

The small enterprises lack resources for planning and

forward thinking.

Their time horizons are normally short, and their 

dependence on external assistance for forecasting, plan-

ning and delivery of service and training is generally

large. 

The owner's lack of commercial and managerial training

is often a bottleneck for the development of the whole

enterprise - and sometimes also for the exploitation of

support measures, where such measures exist.

As a very rough generalization, it may be said that, the

smaller the enterprise, the more difficult it is to train and

to find the necessary time for it. Substitution or rotation

arrangements as in Belgium and Denmark may be of

interest in this connection, as may tailor made training

models, specifically adapted to the needs of the small

enterprises, as seen for instance in Germany, Austria and

the UK. 

Allocation of specific parts of the national training 

budget, as in some member states, would seem a step, but

perhaps not a sufficient one, if it is true that the small

enterprises often do not know about the offers available. 

The costs, and maybe fear for loss of influence, of

involving external expertise may be seen by some as a

problem, too. 

National or branch/sectoral initiatives to promote transfer

of expertise and know-how in forecasting, planning and

delivery of training, and pooling of demands ( several

small firms in a sector or an area applying for funding

and courses together)  as seen in for instance Spain, is of

particular interest, too. 

At the European level, support structures have been set

up, e.g. for initiating analysis and to encourage formation

of strategic alliances. The creation of the European

Observatory for SMEs must be especially emphasized.

Recognizing the proportion of employment provided by

the SMALL and the MICROs, as well as recognizing the

special difficulties, inherent in their size, for training of

the employees, it is still a fact that concepts such as Ò life

THEME 2 :
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long learningÓ, ÒguidanceÓ and Òqualifications for the

futureÓ - both for the sake of development of the

employee and for the competitivity of the enterprise - are

of no less importance than in the larger firms. Even if the

mechanisms to ensure their application are much more

difficult to create.

In the first Compendium, emphasis was on what a sector

may do to support their SMEs, and on a regional initiati-

ve to transfer of expertise from large to small enterprises.  

In this compendium, the first of the cases quoted below

illustrates what a sector may do (GOC from the graphic

sector in the Netherlands) in setting up an annual labour

market and qualification plan for the whole industry - and

training accordingly. 

The second case illustrates a national level initiative,

where employers' and employees' organizations have

interested the ministries in a project to develop SMEs and

at the same time to create employment for unemployed

professionals (KEKO from Finland).

The third case (ASSIST) is from retail in Portugal, illus-

trating a social partner's initiative across the borders,

involving Italy and Spain as well. The training material

produced is to be used by both sides.

References to ÒSMEsÓ in Joint opinions :

- On Ways of Facilitating the Broadest Possible Effective

Access to Training Opportunities 20/12/91 ( I.3, II.7,

III.12,13 and 15).

- On the Transition from School to Adult and Working

Life 5/4/91 (4.3 by inference).

- On Education and Training 19/6/90 (8)

- Concerning Training and Motivation, and Information

and Consultation 6/3/87 (8).

- On the Cooperative Growth Strategy for More

Employment 6/11/ 86 (9).

- On Women and Training 3/12/93 (recommendations, 5).

- On the Future Role and Actions of the Community in

the Field of Education and Training, Including the Role

of the Social Partners 28/7/93 ( 2.5)
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

In 1976 management and labour of the printing industry in the Netherlands 

founded a joint qualifications centre - the Grafisch Opleidings Centrum GOC - in

order to fulfill the enterprises’ growing needs for qualifications in this industry.

Most of the enterprises in this sector are small. 

Small and medium-sized enterprises have particular difficulties in making suitable

offers for training and further training, because they do not have expansive 

vocational training departments. The GOC takes the special characteristics of the graphics sector in the

Netherlands into account, where 85% of the approximately 3000 enterprises have less than 25

employees. The enterprises are subject to two polarising developments in the graphics industry : on the

one hand, there is a growing concentration of printing enterprises due to mergers and bankrupcy and,

on the other, small enterprises in particular have to continue specialising within individual areas. This

increases demands on the development of human resources in order to be able to react 

suitingly to constant change. The GOC provides consultancy and support in this area.

2 - CASE DESCRIPTION

Actors involved and participants
In the middle of the seventies, both sides of the Dutch printing industry agreed that the state vocational

schools for the graphics sector were not sufficiently prepared for technological change and that the

quality of training needed to be improved. Together, they founded the GOC in order to offer additional

and innovative forms of training and to support the enterprises’ training strategies. The GOC is admi-

nistered jointly by the social partners of the Dutch printing industry - the trade union and the association

of employers. 

The participants in the centre's training measures are employees from enterprises in the graphics indus-

try and unemployed workers undergoing retraining for the graphics industry. The enterprises in this 

sector constitute the target group for the consultancy services.

Organisation and implementation
The parity administrative council sets up a management.

The centre is financed through funds deducted from the enterprises’ total payroll. Its diverse tasks are

carried out by full-time employees and experts who are provided by the enterprises.

The centre provides the following services:

- Compiling an annual labour market and qualification plan for the industry.

In labour market research the analysis of bottlenecks in the graphics industry is used to compile an annual

labour market plan which serves as a basis for the development of further training offerings. The labour

market plan is included by management and labour in the overall wage agreement for this industry.

- Developing and up-dating qualifications and certificates.

For the updating of qualifications, the centre elaborates the basic content of training measures and tea-

CASE 1

The “Graphisch
Opleidings Centrum”
(grafic training 
center) 

Country : Netherlands

Level : Sector
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ching concepts that are aimed especially at the use of new technologies. In addition, the GOC holds exa-

minations and awards certificates recognised by management and labour.

- Offerings for further education and retraining for employees and enterprises.

In further training the GOC carries out further training and retraining measures in which employees from

the enterprises also teach. 

- Consultancy for enterprises concerning human resources development, labour organisation and further

training.

The qualification consultancy service for enterprises has the following characteristics:

- It addresses small enterprises.

- The method uses standardised forms to assess the need for qualifications.

- These forms are filled in during a talk between a GOC expert and the responsible person in the enter-

prise; the results of the consultancy consist of proposals for the organisation and qualification measures

of the enterprise.

- This method mainly assesses “hard” technological qualifications and less “soft” key qualifications that

are, however, growing in importance.

Results and expectations

To date, the GOC has achieved the following results in its task areas:

- The annual labour market plans that the GOC developed in labour market research for the graphics

industry are being included in the overall wage agreements by management and labour.

- The development of qualifications : during the last few years, the GOC has reorganised the vocational

qualifications for the graphics industry upon the request of management and labour. Building on a broad

basic course of vocational training, certificates in individual vocational areas can be earned. These are fol-

lowed by specialisation certificates. 

This new qualification system is modular and is being introduced step by step in initial vocational training

as well as further training and retraining in the printing professions. The qualification modules can be

acquired not only in a single course of training but also successively over a longer period of time.

- Further training and retraining : between 800 and 1000 persons attend GOC courses annually.

Qualification consultancy : the GOC consultants go to the enterprises and provide advice concerning the

need for qualifications arising from technological innovation and shifts in the organisation of labour. 

Annually  such services are offered approximately 1000 times.

- Management and labour are also taking recourse to their joint institution, the GOC, to implement an

overall wage agreement concluded in 1994. According to this agreement, the enterprises must develop

“social plans” for their employees in case of restructuring, in order to make further employment in the

enterprise or on the labour market possible. For these measures, the GOC develops retraining and fur-

ther training concepts and monitors the implementation of these educational measures. Thus, the trai-

ning and social security of employees is guaranteed in small enterprises that are carrying out structural

changes and would not be able to implement a social compensation plan on their own.
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3 - CONTEXT

The case with regard to industrial relations
Industrial relations in the graphics industry in the Netherlands are traditionally characterized by strong

co-operation between management and labour. The qualification policy of the industry was formulated

by the two sides of industry on the level of the sector for many years and - with the assistance of the

GOC -implemented in the enterprises. The qualification policy was formulated in the annual overall wage

agreements and the consequences for the training and further training measures and their content were

laid down therein. Due to structural change, however, the level of the enterprise is growing in impor-

tance; in general, only the principles of the qualification policy can still be set on the level of the indus-

try, while the flexible adaptation of qualification strategies derived from the need for qualifications is

necessary at the enterprise level. The GOC, jointly administered by management and labour, provides

consultancy and support in this area.

The case with regard to the continuing vocational training 
In the Netherlands, the system of vocational training is traditionally provided mainly by state schools.

Since the middle of the seventies, it has become increasingly apparent that these educational insitutions

are insufficiently prepared to react to technological innovation and social change; hence, the two sides of

industry have developed a joint strategy with the GOC to establish a complementary system of voca-

tional training, which initially concentrated on offering further training and retraining. Today, the whole

area of further vocational training in this industry is organised and implemented almost exclusively by

management and labour. As new qualifications were being developed at the beginning of the nineties by

the GOC, guidelines for initial training were set and a close relationship between initial vocational trai-

ning and further training was introduced. All qualifications and partial qualifications in initial vocational

training can now also be acquired in the course of further training and, in the case of retraining, serve to

fulfill the requirements for the completion of a full vocational degree. This example shows how a further

training system can be organised under the responsibility of management and labour. An important fac-

tor in this context, however, is that the graphics industry is a relatively closed labour market in which

qualifications can be used only in this small sector.
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

In Finland, only 0,2 percent of the 190.000 enterprises employ more than 500

employees. As in the other European countries, SMEs dominate the scene. 93,7

percent are micro sized enterprises( 0-9 employees), 5,6 percent are small (10-

99)  and 0,5 percent are of medium size. The enterprise structure in Finland is an

almost perfect reflection of the general situation in the EU.

The Ministry for Trade and Industry provides a number of services for SMEs, trying to alleviate their 

problems and promote their competitivity and exports. 

The white collar groups hit by the recession in Finland encompass engineers, technicians, architects, per-

sons with degrees in language, science, business administration or medicine, secretaries and pharmacists.

Taking the structure of the enterprises into account, Finland has resorted to untraditional measures to

combat unemployment and create jobs. KEKO is a very good example of such measures.

KEKO is an abreviation of the Finnish words for “search and match”.

KEKO aims at giving the unemployed professionals practical and theoretical experience and training in

a scheme, which at the same time aims at creating permanent jobs and tailor development plans and

management ressources for SMEs.

Labour market authorities provide labour market training for the unemployed professionals at universities

or at labour market training institutions. The trainees are allowed to keep their unemployment benefit

for the duration, and on top of that they are paid a modest subsistence allowance by the employer, when

they are stationed in an enterprise.

Training is usually thematic, centered on a specific line of business, a geographical region, development of

personnel or the like, and training may be in computers, financial analysis, market research, product deve-

lopment, oral expression, languages etc. 

Duration varies from individual to individual, with an average of 6 - 9 months, aiming at acquiring 

the necessary skills and knowledge in the trainees for them to build up development programmes in the

SMEs.

2 - CASE DESCRIPTION

Actors involved and participants
The KEKO idea, orginated in 1993 by TT, the employer's confederation, which persuaded AKAVA, the

academic union, about the idea, is now a tripartite project between the Ministry of Labour, the Ministry

of Education, the Ministry of Trade and Industry, AKAVA and other white collar unions, and the employer

organizations to which the enterprises involved belong.

Participants are SMEs in all branches and unemployed professionals. SMEs with good employment pros-

pects, and SMEs which are active in exports, product- and quality development and in improvement of

produvtivity are given priority. If need be, the existing employees of the SMEs may participate in the theo-

retical courses.

In 1994 - the first year of the project, 1000 young academics participated. For 1995 it is envisaged that

CASE 2

KEKO

Country : Finland

Level : National 
and regional
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2000 profesionals and 1300 enterprises will participate in the KEKO project. Similar numbers are envi-

saged for 1996. KEKO is now being co-financed by the European Social Fund (strand III).

Many of the first projects were technical and had a slight dominance of male participants, which may still

be the case in rural areas. In urban areas like e.g. Uusima (Helsinki area), the participation is estimated

to be fifty/fifty, maybe even with a slight overweight of interest in participation from women.

Organisation and implementation
The KEKO project was started in 1994. There is no specific legislative basis for KEKO, which utilizes exis-

ting legislation in new combinations. The activities of the KEKO project are organized at both central,

governmental level and at regional level. The social partners take part in the work at both levels. The

ministries provide general brochures, and the respective organizations inform their members about the

opportunities in for instance their newsletters. 

A computer network, designed to let users enter their own information and make search for partners

all over Finland was an integral part of the original idea. A pilot has been run, but so far not to satisfac-

tion. This means that matching is made manually, which makes it difficult to handle large numbers of appli-

cants, or by the existing job-exchange data system, which is best suited to the making of local matches.

This dimension is still being worked at. 

In the KEKO project, participants take labour market related courses in the government funded labour

market training institutions, at universities or at other training institutions, offering the required exper-

tise. The training is carried out after the learning by doing principle, and the trainees take the modules

they need. Usually, 10 to 15 percent of the time is spent in a training institution. Afterwards, they are

stationed in SMEs for shorter or longer periods of time.

Participating enterprises are visited by management and development consultants, guiding both firms and

trainees and helping set up specific plans or training programmes. Each project has a number of consul-

tancy hours for guidance at its disposal. This service, which is considered essential for success, is provi-

ded by the Ministry for Trade and Industry. 

Participants are selected with great care and after written applications by both firms and participants.

Knowledge of the firms by the federations and the authorities serve to ensure the quality of the project.

The written applications serve to form groups in specific areas, which greatly facilitates e.g. the tailoring

of training programmes, as well as to make the actual match between firm and trainee. 

In addition, AKAVA has founded project groups on the same principles, some of them leading up to

KEKO or facilitating KEKO projects in about 20 districts, supported by government funds and AKAVAs

own member unions. These project groups are multi-skilled and have office facilities, where training can

be given at a low cost, and where trainees may access data banks and other ressources. Task forces may

even be rented to small local firms for reasonable fees.  

Results and expectations
Of the approximately 1000 KEKO trainees participating in 1994, most (about 70 percent) are said to have

permanent jobs now in the enterprise, where they had their KEKO training. The development plans

resulting from KEKO, may also result in the creation of new industrial jobs for other groups of employees.

The Ministry for Trade and Industry plan to carry out a field survey and an evaluation of KEKO in the
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spring 1996. The social partners will be involved in the evaluation through the advisory committee.

3 - CONTEXT

The case with regard to industrial relations
Finland has a long tradition for systematic tripartite co-operation on labour market issues. The fight

against unemployemnt is a good practical example of this, where the state and the social partners co-

operate in several ways and at several levels, with apprenticeship and certification procedures for the

semiskilled in one end of the spectrum, and the KEKO project for the professionals in the other.

KEKO is untraditional, but the approach is charateristic.  

The case with regard to the continuing vocational training
Finland has a highly developed education and training system, with a large number of publicly owned trai-

ning institutions for initial vocational training, which may also be used for continuing vocational training

of adults. Labour market training centers (AMUs), are numerous and placed in the municipalities.

AMU delivers initial vocational training for adults, refresher and adaptation courses in line with labour

market policy and demands of the enterprises.

Academies and universities have open courses, accessible for adults, and a number of cultural organiza-

tions offer courses, too. The labour market is well provided for in Finland, the innovative element in

KEKO is the criss-cross combination of modules from different institutions, tailored to the need of the

situation and the SMEs, and its cross-sectoral and cross-professional approach.   

Similar projects may be found in Norway (Mentor) and in Denmark (Icebreaker), but they are less sys-

tematic and less precisely targeted to the SMEs.

CONTACTS 
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

ASSIST is a transnational training programme for business owners and workers in 

the retail sector, which represents almost 70% of all trade in the European internal

market and employs around 11% of total workers in the European Union, mainly in SMEs.

This particular example is a vocational training model designed and tested in

Spain, Italy and Portugal and is intended to prepare small and medium-sized businesses in the sector for

the challenges of the internal market, avoiding situations of discrimination by setting up a training model

compatible with the requirements of job mobility in the European Community.

The ASSIST programme is an example, rare in Portugal, of cooperation between the social partner 

organisations at sectoral level in drawing up a common training programme. It is also the direct result of

sectoral social dialogue at European level.

2 - CASE DESCRIPTION

Actors involved and participants
On both the political and technical side, the ASSIST programme involves trade union and employers'

organisations in Spain (UGT and CCC-CEPYME), Italy (UILTUC, FILCAMPS-CGIL FISASCAT and

CONFCOMERCIO) and Portugal (SITESE-UGT and the Portuguese Retailers' Federation).

The transnational consortia made up of these organisations set up the joint structures and designed the trai-

ning programme and materials and the assessment system for the pilot projects in the three Member States.

Participants in the training programmes included, along with small business operators and workers in the

retail sector, young first job seekers and the unemployed.

Organisation and implementation
The programme originated with the Memorandum on vocational training in the retail trade, negotiated

and signed on 19 October 1988 by the European Retail Confederation (CECD) and EURO-FIET through

sectoral social dialogue at European level.

The Memorandum recommended establishing minimum training standards applicable throughout Europe

guaranteeing workers adequate qualifications for the requirements of the job and the ability to adapt to

any future changes in the nature of the work.

The recommended means of obtaining this objective was to create multidisciplinary programmes taking

account of the skill requirements generated by new forms of work organisation and technological inno-

vation, and the document defined certain general objectives for initial and continuing training in the retail

sector. It also allowed for a potential link between these programmes and the possible existence in the

CASE 3

ASSIST

Country : Portugal

Level : Sectoral,
European and 
national
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future of a  European vocational training card.

The transnational consortium obtained recognition by the European Commission of the importance of

a bilateral approach to developing initial and continuing training for workers recently employed and new

small business owners in the retail sector.

Consequently, three national consortia were created in 1992, in Spain, Italy and Portugal, which, with the sup-

port of the Community's EUROFORM initiative, formed a transnational consortium with the aim of develo-

ping the ASSIST programme. The training programme, material, and assessment system were designed by a

joint transnational committee of experts, who were also responsible for identifying the target publics, selec-

ting and preparing instructors and evaluating the programme results. For this purpose, the committee of

experts divided itself into three working parties responsible for the first three modules of the programme.

Results and expectations
Four training modules were developed under the programme :

- A basic 40-hour module comprising four teaching units on the general functioning of the retail trade.

- Specialised 60-hour module, comprising six teaching units on marketing.

- A 60-hour technical module with eight teaching units on management of computerised sales outlets.

- A 100-hour module on Business English. 

Each module is accompanied by a training handbook, video cassettes and slides. An instructor's hand-

book, assessment book for each thematic unit and tests to check the knowledge acquired by trainees

have also been compiled.

In total, 44 training projects were implemented in the three participating countries, based on the

methods and materials developed by the programme.

In Portugal, there were four training sessions aimed at four target groups - business owners, workers,

young first job seekers and the unemployed.

Initial reactions have been positive. However, promoters feel that, in future, there should be more time

between each teaching unit to allow adequate time for periods of work between periods of training.

3 - CONTEXT

The case with regard to industrial relations
The Portuguese promoters of the programme consider this experiment highly beneficial, as, contrary to

customary practice in Portugal, it was run entirely on a joint basis both technically and politically spea-

king and at both national and European levels.
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Both the Portuguese Retailers' Federation and the SITESE-UGT consider that the experience acquired

with the ASSIST programme has had a positive impact on relations between the social partners in the

sector and will provide a good supportive basis for the collective bargaining structures.

The case with regard to the continuing vocational training
The continuing training system is a recent innovation in Portugal and is highly disparate internally, becau-

se there is little social dialogue on training at sectoral level or cooperation between employers' and trade

unions' training structures.

Along with the social dialogue aspects, the Portuguese representatives of the industry involved in the

ASSIST programme have stressed the following innovative features:

- The link between initial and continuing training was analysed in depth and taken into account in the pro-

gramme design.

- By virtue of its structure, the programme is well adapted for both SME business owners or workers,

including those groups at risk of marginalisation or social exclusion.

- The fact that the programme was drawn up on a joint, transnational basis and the availability of the tea-

ching materials in the three languages of the consortium make for a high degree of transferability.

- The programme facilitates recognition of vocational qualifications both nationally and at European level.

CONTACTS

Case description made by :
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Company training initiatives have gained increasing

importance in all European countries over the past few

years. Background for this is not only the introduction of

new technologies, but more and more the development of

new patterns of company organisation and work, and the

growing importance of quality of products and services

as instruments of competition.

Many market segments are seeing a shift in the focus of

competition towards production quality and customer

service, subject to the requirement to keep production

costs as low as possible. The achievement of both aims -

Òquality of product and serviceÓ and Òcontrol or relative

reduction of costsÓ - means that qualified workers able to

work independently to these criteria constitute one of the

main options in current company strategy. Company trai-

ning based around the new patterns of work and organi-

sation is one of the central instrument in implemeneting

this approach.

Alongside the two traditional types of in-house training -

continuous training for career advancement and training

for adaptation to new technologies - a new type of trai-

ning is emerging : it is oriented strategically towards spe-

cific company goals and often forming part of a general

approach to organisational development within the  com-

pany. Organisation development means establishing of

methods for changing work processus, cooperation and

especially activating workers and staff in order to ensure

continuous adaption to new requirements. Strategic more

holistic approaches of Òhuman resources policyÓ are thus

replacing short-term responses of training to the require-

ments of technical adaptation. Those developments main-

ly are to be found in large enterprises so far, because they

need management resources which medium or even

small enterprises can provide only with external support.

A strategy oriented to the goals of Òquality of product and

serviceÓ and Òcost rationalisationÓ is hence increasingly

targeting the workforce as a whole and regards organisa-

tional development supported by training as an on-going

process. However, this changes the character of company

training : it is increasingly becoming conceptually and

organisationally integrated and implemented on a job-

specific and job-related basis. This type of training goes

beyond the conventional definitions of training and is

often not seen as being such by the professionals of the

training industry.

If the trend is for training to target the workforce as a

whole, the question of access to training is redefined.

Training opportunities improve for groups of employees

hitherto largely or wholly ignored, sometimes even to the

extent that participation in training is a virtually obligato-

ry component of the job. Participants of those processes

experience this as a new working atmosphere in which

work and training are very closely related, with better

opportunities for active participation in the development

of the company. Nevertheless, extended basic training

and traditional training for career advancement evidently

often continue to remain separate areas. The selectivity of

access to training thus remains. However, the trend

towards extending basic training to the entire workforce

would provide a good basis for closer integration with

training activities that promote advancement or otherwi-

se foster occupational mobility. 

The prerequisites for this have improved because, as a

result of the new approaches, there is now a much broa-

der base of learning ability and readiness than in the past.

The potential for mobility-oriented training is thus gro-

wing strongly. In the selection within companies of parti-

cipants in training for career advancement, groups of

employees hitherto ignored could therefore have a chan-

ce in furture. As regards improving the opportunities for

THEME 3 : ORGANISATION DEVELOPMENT
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access to training, an important question is thus whether

and to what extent companies integrate broad basic trai-

ning for the entire workforce with other, mobility-orien-

ted training activities. This problem still is unsolved.

Organisational development has consequences for the

traditional role of management and the traditional way 

it sees itself. Training for managers to cope with the 

process of organisational development is frequently an

integral part of training approaches or even carried out

jointly with training for lower levels of hierarchy.

Moreover, the role of unions and workersÕ representa-

tives is attached: organisational development requires

involvement of workers and cooperation of workersÕ

representatives which often is not in line with traditional

understanding of trade union policy. In some cases the

observation was made that after introduction of organisa-

tion development projects by the management workersÕ

representatives - after initial hesitation - became more

and more involved.

So in recent times Social partners in many countries of

Europe have brought questions of organisation develop-

ment and the training related to it on the agenda of

Dialogue, joint projects or even agreements mainly on

enterprise level. This happens especially - due to legisla-

tion or to cultural practice of industrial relations - in

countries with a prominent role of enterprise level for

Social partners activities. In the framework of interpro-

fessional Social dialogue on european level this theme so

far was not discussed explicitely, because it is one for

enterprise level mainly; nevertheless it is possible to

make reference to the considerations in the Joint opinion

on Education and training (1990) when stressing the

importance of continued training for the enterprises

under changing market conditions.

In the 1994 Compendium under this theme examples

were discribed, in which employees are prepared for self-

responsible fulfilling of tasks in part-autonomous enter-

prise departments (Bord na Mona, Ireland), assembly line

work is replaced by group work (Opel, Deutschland), or

training for product quality assurance has become a

continuous task (Unibon, Italia).

In the following, additional examples of the connection

between organisational development and training are out-

lined :

- The case of L�nsf�rs�kringar Uppsala (Sverige) shows

how - in the framework of a new customer and quality

oriented organisation of the enterprise - all employees of

the department concerned are involved in informal 

further training and even organise this process on their

own.

- The case of ABB Motors (Denmark) illustrates the

implementation of an restructuring programme for ensu-

ring competitiveness by introduction of self-governing

work groups, development of overlapping skills and

mandatory training for all workers; the training was

intended to improve the chances not only for adaptation

to the in-firm developments but also to the external

labour market.

- In the case of UNIFI textile manufacturing (Ireland)

the need for more flexibility was the starting point for

the development of new forms of work organisation 

and cooperation with a multiskilled flexible staff and a

reducement of traditional demarcation between the 

different categories of the workforce.

In all the cases the workerÕs representatives on enterprise

level supported the projects; moreover, the experiences

show that beyond formal involvement of Social partners

new ways of participation in the daily processus are

necessary. Finally, all examples show that also in medium

and small firms organisation development takes place
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and can be handled successfully.

1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The Länsförsäkringar Uppsala is a private mutual insurance company that

originated from agricultural fire insurance of the last century. Today, there are a

total of 24 such Länsförsäkringar in different regions, which together form one of

the largest insurance organisations in Sweden.

The Länsförsäkringar Uppsala has approximately 100 employees. In 1993, 

the process of restructuring the private customer division (car insurance, life insu-

rance, fire as well as household and personal effects insurance, accident insuran-

ce) was initiated in order to shift orientation from functions to the customer. While preserving their

expert knowledge acquired to date, the employees were 

to assume general tasks as well. This case illustrates the qualification of employees in the context of

changing the organisational flow of an enterprise, the involvement of all employees, as well as the

principle of self-organised learning and the development of a “learning organisation.”

2 - CASE DESCRIPTION

Actors involved and participants
In 1993, the management and employees reached an agreement on an initiative to restructure the private

customer division. The initiative was supported financially and conceptually by the “Learning

Organisation” programme of the “Arbejdsmiljö Fund,” a joint organisation of the Swedish social partners

that provides public funds in addition to its own to further projects aimed at improving the organisation

of work in enterprises. The project included all employees of the division (appr. 50).

Organisation and implementation
Until 1993, the private customer division was organised in three groups: one for the sale of insurance

and two for the processing of the various claims. The new form of organisation, in contrast, consisted of

two regional groups for customer services, one for the processing of technical claims and the other for

services and support of the three operative groups. The business objective of the restructuring was the

improvement of efficiency and customer services. With regard to personnel development, the objectives

were to achieve identification with the new occupational roles, to find methods of mutual learning, and

to develop a completely new attitude towards learning, i.e. seeing learning as a life-long process. The

employees of the private customer division were divided into seven study groups. After two seminars on

basic theory, each group met nine times between February and November of 1994, defined the require-

ments resulting from the new organisational structure, and developed competence profiles on the basis

of these new requirements. The groups met outside working hours; participation was mandatory. The

spokespersons of the groups met with the project management and a consultant once every three weeks.

CASE 1

Self-organised 
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of competence 
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The consultant was a researcher from the University of Uppsala, who also attend individual group mee-

tings when problems occurred. The project was co-ordinated by a steering committee consisting of the

president of Länsförsäkringar Uppsala, the head of the private customer division, the head of the training

department of the Association of Länsförsäkringar, the consultant and representatives of the local trade

union and the union in the enterprise. 

Results and expectations
In December of 1994, the results of this process were presented in the form of a functional description

of all the employees’ tasks in the new groups and a competence profile for the staff. The functional des-

cription is divided into generalist functions (for general questions on insurance) and special functions (for

specific questions on insurance); the competence profile describes :

- occupational competence (general and special knowledge of insurance products),

- strategic competence (corporate strategy, economic background information, competition),

- personal competence (dealing with customers),

- social competence (co-operation, understanding of others) ,

- functional competence (problem-solving, the organisation of work, ability to take the initiative).

On the basis of this competence profile, the study groups assessed their need for training on their own.

The training requirements were met in self-organised learning processes: one individual member of a

working group who has sufficient knowledge in a specific area passes his knowledge on to the other

group members; these meetings for informal learning take place in times of low work load.

3 - CONTEXT

The case with regard to industrial relations
The case is an example of co-operation on the level of the enterprise, which is growing in importance in

Sweden as in other countries; co-operation is mainly informal, the local trade unions and union representa-

tives in the enterprise are included in the project’s steering committee. The framework for the project (sett-

lement of payment for the study groups meeting outside working time) was set up through an agreement bet-

ween the enterprise’s management and trade union. At the same time, the case is an example of the “Learning

Organisation” programme supported jointly by the social partners through the Arbejdsmiljö fund and the for-

ming of employee “study groups” aimed at improving working conditions in the enterprise. 

The case with regard to the continuing vocational training
This case is not an example of a further training system, but rather of the development of a learning 

organisation through the involvement of all employees. It takes place against the background of a highly

developed vocational training system with a comparably high level of employee qualifications.
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1 - OUTLINE OF CASE - RELATION TO THEME

Organisational Development is concerned with the planning and implementation

of programmes designed to improve the effectiveness with which an organisation

functions and responds to change.

In this case the changes required, impacted on the entire company and were

implemented by work reorganisation and training into which staff and their representatives had 

a significant input.

2 - CASE DESCRIPTION

ABB Motors A/S, Odense, is a company which manufactures AC motors. The market for this product is

marked by keen competition.

Actors involved and participants
Management, CO Metal (a group representing the 4 major Trade Unions) and staff in all Departments in

the company, a total of 430 people.

Organisation and implementation
As a result of a dramatic fall in sales in 1993 large reductions in personnel and costs were made in 1994.

Consequently, in early '94 the company launched a restructuring programme known as the 'AKTIV' pro-

ject, with the aim of making the company profitable again in the long-term. The AKTIV project was deve-

loped with joint input from Management and Trade Unions, the local CO Metal representative playing a

significant role in it's implementation.

The project required significant improvements in the areas of Speed of delivery;  Quality;  Service; and Costs.

The prime objective was to reduce processing-time from 7 weeks to 5 days. The ability to respond in

five days represented a great challenge to the flexibility of the company.

Investments in new production equipment and in a new computer-system were essential elements of the

plan. However, the success of the project depended not just on these investments, but to a large extent,

on the company's employees.

Separate project groups were appointed to look at the areas of -Product; Production; Procedures;

Computer systems; and Information (communications). Each did a detailed analysis of the current situa-

tion and what changes were necessary to achieve the aim of “AKTIV”.

A new communications procedure was put in place, ensuring that all staff were fully aware at all times of

everything that was happening.

The company contracted the Employment Service (an external agency), to carry out a joint project to

establish a suitable method of dealing with staff development and training. The project was designed to
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determine individual salaried workers' professional skills and training needs in relation to their job.

The Employment Service assisted the process-owners (senior managers) in drawing up job descriptions

for all jobs in each process.

The Employment Service then interviewed individual workers in order to determine his/her qualifica-

tions. This was recorded as a staff-member profile and a copy was given to the staff member.

A comparison of these two exercises highlighted shortfalls (the gap) which existed between the job pro-

file and the staff-member profile.

Interviews were also carried out to reveal attitudes towards equal opportunities.

The process-owners proposed a training sequence on the basis of the above mentioned gap, prioritising

to three levels that required within 1 year; within 2-3 years; and within 4-5 years.

The Employment Service then drew up the training requirements for the entire company, for each level

of priority. One of the major requirements was that each member of staff would be trained to carry out

a larger part of the process, i.e. several different tasks.

Training was mandatory and was provided by ABB with the assistance of AMU (the state-run, Vocational

Training Institute for adults) and VUC (Education Institute for adults).

All workers received a two-week training course and later all members of staff received a five-day trai-

ning course on how to operate as successful process-groups and how to solve problems in connection

with the new production systems.

Attitude-modification courses, which addressed cultural differences and communications issues between

groups, were also run. A low level of literacy, which also led to communications problems, was identified as a

problem for some workers. A specially developed course was run for them. This course was arranged by the

VUC. It included a four-week selection course, and for those selected thirteen weeks training was provided.

The job-switch model was used for employees who were attending training courses. This involves long-

term unemployed people being given the opportunity to develop their skills by standing-in for the full-

time employees.

Results and expectations
Results to date are as follows :

- Motivation is much better.

- Flexibility is much greater, everybody can move around the organisation without any major problems.

- Understanding of each others activities and of the individual' contribution is much better.

- A basis of knowledge has been built, to which further training in new highly specialised technologies can

be added.

- Productivity has increased, significantly in some areas.
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- Customers' evaluation is that staff are providing a much better service.

- Higher quality goods are now produced.

- In the production area, staff were formed into teams (self-governing work-groups), all teams being able

to replace each other.

It was a deliberate policy to address the issues which required non-technical training, because

it was believed that in doing so there would be a worthwhile payback, to the extent that it would ulti-

mately lead to better learning on technical courses.

One of the aims of the process was to develop staff to a level where they were employable on the open market.

3 - CONTEXT

The case with regard to industrial relations
Industrial Relations in Denmark are characterised by a high degree of co-operation and a wide

range of functional mechanisms for negotiation between employers and employees. Normally the conclu-

sion of national collective agreements regulating wages and conditions, are followed by sectoral and com-

pany level negotiations geared towards improving these agreements on the basis of special conditions.

The case with regard to the continuing vocational training
CVT as an issue in collective bargaining is a rather new development, only since 1991. This does not

necessarily indicate a low level of activity but reflects a situation where the state via the AMU system had

provided CVT for skilled and unskilled workers. The AMU system is open to direct influence and parti-

cipation from the social partners. All employees in the metal industry are covered by an agreement which

contains provisions for CVT.
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Grainne CREGAN
Electricity Supply Board

79 Lower Mount St
IRL - DUBLIN 2

Tel : 353 1 702 69 92
Fax : 353 1 676 78 56
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Mr Jorgen GRAAE (Production manager)
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

In order to ensure UNIFI's continued profitability the company needed to

achieve additional flexibilities among it's staff. New technology and completely

automated processes required craftsmen to move with the times. This required

a major re-organisation of work practices in the Production Department.

2 - CASE DESCRIPTION

UNIFI Textured Yarns Europe Ltd. a multinational textile manufacturing company with 620 staff, is loca-

ted in the north west of Ireland.

Actors involved and participants
This project involvs 40 craftspeople and a similar number of general operators, their Trade Union repre-

sentatives and management.

Organisation and implementation
As a result of an Agreement between the Company and Craft Unions (May 1989) it was agreed to set

up a Working Party which would examine general developments in Inter-Craft flexibility throughout

industry and identify appropriate mechanisms for its introduction in UNIFI. The Working Party consis-

ted of four managers and four craft union  representatives. Their brief was to identify the skills required

to achieve the desired flexibility and to formulate a training programme to provide craftsmen with the

necessary skills.

The work group visited companies to look at best practice and attended seminars on the subject.

In doing the analysis, they also identified jobs to be released to non-craft personnel which were currently

inhibiting efficiency or were deemed to be suitable for transfer to non-craft personnel.

While the working party's recommendations issued in 1991 it was early '94 before agreement was rea-

ched between Management and Unions based on the implementation of many of the recommendations.

A three phase training programme was recommended : 

Phase 1, to give Mechanical Fitters and Electricians the required skills to work as Multiskilled Technicians

and carry out all aspects of routine maintenance work.

Phase 2, skills enhancement training which would give all craftsmen the background knowledge and addi-

tional skills necessary for them to maintain equipment in their areas to a specialist level.

Phase 3, ongoing training and development of Technicians to ensure continuous up-date of skills thus

enabling them to keep pace with new technology.

Having decided to go ahead they looked seriously at what cross skilling meant. Production in the plant is

divided into three distinct processes. The tasks in each of these processes were clearly defined.

CASE 3

UNIFI

Country : Ireland

Level : Enterprise
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Individuals would be trained in the skills required in any one area. Only if they moved to another area

would they be trained for that area. It was not necessary to be skilled in everything.

During the examination of plant maintenance, it became apparent that there were a number of areas

where craftspeople had an insufficient level of knowledge to enable them to carry out long term pre-

ventive maintenance, fault finding, or further development work, or to enable them to cope with new

technology which may be installed in the future and to undertake work currently done by outside

contractors. 

The skills required by one craft, to do work currently done by the other craft were listed, and the trai-

ning required to provide these skills was seen as the initial step which would facilitate the elimination of

demarcation and enable technicians to work on hybrid systems, with each person carrying out both

mechanical and electrical maintenance. 

Having identified the core skills required, an external training company (run by two Trade Unions),

Education and Training Services (E and TS), were selected to design elements of the training which was

then delivered through the local Regional Technical College (RTC).

This was Phase 1 of the training.

The RTC and the training company, issued certificates to participants on completion of the course. All

trainees attained the required level. The certification encouraged staff who would otherwise be reluctant

to sit exams.

Phase 2, which amounted to 60% of the training, was provided within the company through on-the-job

skills practice. In order to get the maximum benefit from this phase each fitter worked with an electri-

cian to learn the routine electrical work and visa versa for electricians. Staff spent approx. one day per

week training in this phase. The craftsmen and supervisors themselves assessed the competence of the

trainees. The chief electrical engineer signed off trainees in safety related areas.

Training is also being provided for some craftspersons, at the factory of the manufacturer of equipment

in use. Training for General Operators is being carried out on-the-job. Handover of tasks to the

Operators is happening in three phases. Computer based training was also used.

Phase 3 training is being provided by FAS (the state Training and Employment Authority) who address

specific skills needs and by E and TS who are providing higher level core skills training. 

A Facilitator was appointed for the duration of the training programme, to co-ordinate, organise, sche-

dule and follow-up.

A committee made up of Management and Trade Union representatives oversees the implementation of

the training.

Results and expectations
The programme is now almost complete and the benefits and results are now being effected.

The multiskilled technician has a broad spectrum of skills and is capable of handling most maintenance

involved in the plant.
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Demarcation between craftspeople is now gone. Technicians carry out work from start to finish. Greater

flexibility has been achieved in how work is done, work practices are more efficient as maintenance is

now carried out more quickly. Productivity has improved with less time lost while one craft waits for

another craft to do their part of the job and with resulting increased availability of plant. Lower skilled

jobs are no longer carried out by craftsmen but by non-craft personnel.

There has been a reduction in unplanned downtime.

3 - CONTEXT

The case with regard to industrial relations
The Irish Industrial relations system is noted for, among other things, it's voluntaristic nature. This means

that the parties are free to regulate their own affairs, mainly through collective bargaining, without inter-

ference from the state. However, since the mid seventies, the state has gradually adopted a more inter-

ventionist role by becoming a party, initially to bipartite, and more recently to tripartite national agree-

ments. Recent agreements relate not only to pay but also to economic policy, structural reform and edu-

cation/training. These are not binding agreements.

The case with regard to the continuing vocational training
In Ireland contractual policies regarding CVT are largely non-existent, but where they do exist, they take place

at local level and are largely informal and ad hoc. There are a few examples of joint involvement of the social

partners at enterprise level. Development and implementation of training policy are generally seen as the pre-

rogative of management. The vast majority of collective agreements do not include training.

CONTACTS

Case description made by :

Grainne CREGAN
Electricity Supply Board

79 Lower Mount St.
IRL - DUBLIN 2

Tel : 353 1 702 69 92
Fax :  353 1 676 78 56
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Training Manager or
Mr Edward WICKES
Engineering and Services Manager
UNIFI Textured Yarns Europe Ltd.
IRL - LETTERKENNY, Co. Donegal
Tel : 353 74 24455
Fax : 353 74 24265

Mr Gerry DOHERTY
Amalgamated Engineering and Electrical Union.
UNIFI Textured Yarns Europe Ltd.
IRL - LETTERKENNY,  Co. Donegal
Tel : 353 74 24455
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T H E M E 4

PARTICULAR TYPES OF EMPLOYMENT

Person responsible : Margit HURUP GROVE

CASE 1
Bahlsen Snacks Deutschland

Germany

CASE 2
MATCH Supermarkets 

Luxembourg
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An unexpectedly large proportion of the European

employees are employed in what may be called Òparticu-

lar types of employmentÓ, i.e. part time work, shift work,

temporary or seasonal work, or work with reduced or

flexible hours.

These types of employment are mentioned by implication

in several joint opinions, but only explicitly in two, where

one deals with social benefits, and the other directly with

including them in training. 

No estimates have been found on how many employees

hold these types of employment in total, but they are

reported to be increasing in a number of member states,

and part time alone is estimated to cover about fifteen

percent of the European workforce. 

In the United Kingdom, about one fourth of the workfor-

ce is employed under one or the other of these particular

types of employment, but there is considerable variation

from member state to member state - and from sector to

sector, due to dependence on factors such as seasonal

variations like harvest and weather, peak periods, sharpe-

ned competitive situations and the need to optimize the

use of capital intensive equipment.

The attitudes to these types of employment differ consi-

derably.

Some countries regard them as a means to reduce unem-

ployment, and many countries are interested in greater

flexibility for a variety of reasons.

Some unions are strongly opposed to temporary and part

time employment, fearing that it is involuntary - a ques-

tion on which reports differ - and that it reduces the cove-

rage for the employees in regard to insurance and social

benefits  - as well as to access to training, which in some

countries is linked to length of employment or number of

hours worked. Other unions advocate mandatory division

of work to create jobs for the unemployed, and some

recommend a more flexible distribution of a set number

of hours over the year to create more attractive combina-

tions of work and private life.

Employers have differing attitudes, too. But most

employers are generally interested in a maximum of

flexibility. Some see that flexibility in a diversification of

pay or in less strict employment security measures, whe-

reas others tend to look to more flexible organization of

work and time management.

As a rough generalization, these types of employment are

on the shop floor. Nothing indicates that the enterprises

using them face lesser demands on quality and competi-

tivity than other enterprises, but some reports indicate

that the employees would tend to be less well qualified

than full timers.

Several countries expect part time work to be increasing.

In a sector like retail, it is the dominant type of employ-

ment in some countries, with fifty percent or more being

part timers - on average two thirds of them women. In

Sweden, part time for women has trebled in the years

1990-94. 

Some member states have special legislation, e.g. the

Netherlands for part timers, others have restrictions on

temporary work ( e.g. Finland). France, where temporary

contracts seem to be most common, has concluded a

national agreement in 1991 to increase the general level

of qualifications and broaden employment prospects,

specifying funding and modes of access to training.

Luxembourg has legislation restricting temporary

THEME 4 : PARTICULAR TYPES OF EMPLOYMENT
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contracts (1989) and ensuring equal treatment in regard

to working conditions and social benefit. The same goes

for part time employees (1993). Greece has recently

taken an initiative in the same direction. 

Even if there are no inherent legal or agreed barriers for

access to training, employees under all these types of

employment have one problem in common in relation to

training: often not beeing there, when training is normal-

ly delivered. Part time means difficulties attending in-

house training. Changing hours and night shifts means

difficulties attending training institutions. This may often

cause extra difficulties and maybe extra costs for both

employee and enterprise.

Depending on how common the atypical types of

employment are in the enterprise or within the sector, the

training problems of these employees also risk not being

in the prime focus of the dialogue between the social

partners. 

It could perhaps even be said that the volume and 

duration of what is called ÒatypicalÓ work has changed

quicker than the attitudes towards it, and that stereotype

attitudes very nearly create a barrier in themselves. 

At any rate, attitudes like Òseasonals and part timers are

not motivated for training and careersÓ and from the

other side Òfirms are only willing to invest in permanent

or full time staffÓ are not promoting a climate for deve-

lopment, employability and Òlife long learningÓ.

New, suitable didactic methods, training with special

hours, computer- or video assisted packages to be utilized

anywhere or at any time, not to mention guidance and

motivation of these groups are needed. Not least, consi-

dering their proportion of the workforce.

In the first compendium, all the cases were at enterprise

level illustrating what may be done for training of shift and

part time employees, for women and seasonal workers,

and in a process of major technological innovation in an

enterprise, where the number of seasonal workers gets as

large as five times the number of permanent employees.

In the present compendium, the focus is still at enterprise

level, even if two of the enterprises are members of lar-

ger groups.

Experiments with more flexible time management is

most widespread in Germany at the moment. The case

from BAHLSEN in Germany (part time, shifts and

flexible time) illustrates how this can be done for all

employees, including management, without imparing the

long-standing tradition for a high level of training. 

The case MATCH from Luxembourg illustrates how all

the employees, i.e. a combination of full time and part

time employees, can be successfully integrated in a com-

prehensive training programme

References to ÒParticular Types of EmploymentÓ

in Joint opinions

Particular Types of Employment are mentioned in the fol-

lowing Joint Opinions, where * means that they are cove-

red by implication, ** means explicitly, but not training,

and *** means that they, and the necessity of including

them in training measures are mentioned explicitly:

- on Ways of Facilitating the Broadest Possible Effective

Access to Training Opportunities 20/12/91 ( I.5 and II.6,

III. 20 ) *

- on New Technologies, Work Organization and

Adaptability of the Labour Market 10/1/91 ( 3.3 ) **

- on the Creation of a European Occupational and

Geographical Mobility Area and Improving the Operation

of the Labour Market in Europe 13/2/90 ( 2 ) *

- concerning Training and Motivation, and Information

and Consultation 6/3/87 ( 1 ) *

- on the Cooperative Growth Strategy for More

Employment 6/11/86 ( 6 ) *
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- on Women and Training 2/12/93 (Intr.) ***

- on the Future Role and Actions of the Community in the

Field of Education and Training, Including the Role of

the Social Partners  28/7/93 (2.3) *

- on the Contribution of Vocational Training to

Combating Unemployment and Re-absorbing the

Unemployed into the Labour Market in the light of the

New Situation created by the White Paper 4/9 /95 *
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

Bahlsen Snacks Deutschland is a major group, containing   Bahlsen Snacks GmbH

and Co (sales and marketing), Bahlsen Snacks Produktions GmbH and Co,

Krebaer Kartoffel Verarbeitungs-und Vertriebs GmbH and KG Wilhelm Liebelt.

The whole Bahlsen group -snacks and sweets - employs approx. 10.000 persons.

Bahlsen Snacks Deutschland is an example of combining flexible time management with a high level of

training for the employees.

Production varies over the year, from low to normal to high and very high. The amount of time worked

by staff on each work station is generally between 38 and 45 hours a week), two shifts per station conti-

nues to remain the standard. Part time work (which continues to mainly concern women) is common in

the production, i.e. also on the shifts ( 17,23 per cent in 1995), and occurs in sales, administration and

management as well ( approx. 9,5 per cent in 1995). 

A new collective agreement has adopted flexible working times (working time menus) based on the

amount of work carried out over the year. Currently, in each company, each employee can work up to

45 hours a week during peak periods and return to shorter working hours, especially to follow a pro-

fessional training course.

A basic fix-time is used for the main proportion of the agreed number of hours, the rest may be used

flexibly given due notice. Pay is distributed evenly over the year. Each employee has a “time account”, and

both enterprise and employee may  “owe each other time”.  

Quality requirements in the sector are very high. All Bahlsen Snacks companies are ISO-certified.

2 - CASE DESCRIPTION

The ISO certification requires job-descriptions on all functions and an established level of training in e.g. hygie-

ne, understanding of proccess and product, safety and quality for all employees involved in the production. 

The job-descriptions contains a description of the minimum qualifications and training required. By the

end of 1996, there will be a job description (including job profile) for all employees (including those wor-

king on shifts and those working part time). It will be used as a basis for a performance evaluation inter-

view (once a year between the employees and his or her immediate supervisor). This interview will

necessarily cover job performance, training requirements and the satisfaction of the employee in his or

her contacts with the management and managers.

Actors involved and participants
The central personnel department is responsible for the company training programme, being the prepa-

ration of an annual training requirements report, including a catalogue of the corresponding training

CASE 1

Bahlsen Snacks
Deutschland

Country : Germany

Level : Enterprise
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courses available. Each year, by October at the latest, each manager submits his report on training needs

of their units after discussion with the employees, before the final plan is made. All training which is consi-

dered relevant is paid for by Bahlsen, and all employees are equally encouraged to participate. 

Last year, approx. 300 persons in Bahlsen Snacks participated in external training. About 75 per cent of

the white collars workers (full time and part time), and 25 per cent of the shift workers (full time and

part time) participated in formal training. Most of the other employees, especially in the production, par-

ticipated in less formal internal seminars or instruction. Participation in the ISO-requirement training is

obligatory. These activities are generally handled decentrally, in the individual units. 

Organisation and implementation

The catalogue describes aim and contents, as well as target group for each course. Duration varies accor-

ding to subject.

There are four sections :

1. Development concepts for specific groups.

2. Thematic seminars : e.g. customer contact, work technique and organisation, fault-finding, self-mana-

gement, specific trade knowledge, coaching and management.  

3. PC’s and edp.

4. Distance learning: e.g. accounting, marketing, language and commercial correspondance.

The catalogue only covers general courses. Training specific to particular units of the production, e.g.

technical, equipment, specific quality requirements, and team-building seminars are not announced in the

catalogue, as they are arranged and run by the individual unit, as they are needed. Team- building semi-

nars are held on a regular basis. Most production training is on- the- job or in-house training, and may

be arranged on the different shifts, or to suit the part time employees. The coaches or instructors are

internal, but external expertise is called in if necessary. If training takes place in the daytime, and someo-

ne from the late shift must participate, time off is granted. 

Distance learning is available too for employees who travel or have very changeable hours. They may then

take the course at their own pace. 

In-house training is not certified, but all employees may request a “Zeugnis” (documenting length of

employment, function and attendance of courses), in case of leaving Bahlsen.

Results and expectations 

The new time menus and work organization, with more emphasis on group-work and self-management

would not have been possible without training. Flexibility has been improved, and unnecessary costs for

overtime have been cut. Training has improved both quality and performance, and it is the general impres-

sion that it has also improved the motivation, responsability and job-satisfaction of the employees.
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3 - CONTEXT

The case with regard to industrial relations
The new “Mantelvertrag” or umbrella agreement between the employers and the sectoral union (Gewerkschaft

Nahrung, Genuss und Gaststätten) has made it possible to fix an annual working time, which permits considerable

variation over the year. Details must be agreed with the works council at factory or enterprise level.

It has been an explicit prerequisite for Bahlsen that they would not run the enterprise by “hiring and

firing”,  but be aware of its social responsibility, which goes far beyond the obvious respect of its legal and

contractual obligations to the employees.

The works council is informed about the annual training plan, and may initiate a discussion, if a problem

should arise, but the decision rests with management.

The case with regard to the continuing vocational training 
Most of the training is in-house training, but for management- and special training external institutions

are used. For the distance learning programmes, Bahlsen cooperates with AKAD (a special distance lear-

ning institution for adults). Between lessons, AKAD teachers correct papers. German law makes it pos-

sible to obtain training leave for specific purposes . Bahlsen Snacks pays the salaries and the employees

are responsible for training costs. In exchange, Bahlsen Snacks expects the employees to make a perso-

nal commitment and, should this not be the case, an implication of additional time.

CONTACTS 

Case description made by :

Margit HURUP GROVE
Kongensvej 7

DK-9560 HADSUND
Tel and Fax : 45 98 58 86 22
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The MATCH supermarkets in Luxembourg is a company with limited liability

(S.A.). The first supermarket was opened in Luxembourg in 1974, but it is now a

chain with 14 supermarkets. 

The chain is part of an international group, operating in Belgium (Louis Delhaize),

France (CORA-Révillon) and Luxembourg, where Match S.A. stands for sales and Courthéoux S.A. for 

distribution and administration.

The employees work on two shifts : normal opening hours on weekdays are from 9 - 20.00, and till 18.00

on Saturday. Some of the shops are open on Sunday as well, others are open on Fridays till 21.00. To

these hours must be added time before opening and time after closing (stocking of shelves, decoration

of the counters with fresh produce like fish, meat and vegetables and tidying up after closing). 

There are 1600 employees, approximately 80 % of which are women. 12 % have part time jobs, nearly

all of whom are women.   

Match gives young people initial training after the dual system for a CITP (certificate of initial training).

Entrants to jobs with Match must either enter a preparatory training in MATCH, or posses a CITP or

CATP (certificate of professional skills), or higher qualifications in their own profession.

Match has a complete training programme, presupposing a CITP or CATP. There is a declared policy for

the desirability of training, formulated in the collective agreement for all the Match supermarkets (art.15 ).

Arts. 12 and 15 explicitly guarantee women and part time employees the same opportunities for training

and promotion as men and full time employees.

All the Match supermarkets comply with the ISO-9000 standards.

The case illustrates that it is possible to integrate all employees in a training programme, even if there

are shifts and part timers involved. 

2 - CASE DESCRIPTION

The Match training programme is like a ladder, where the various courses are open to relevant groups,

and where the higher level of training presupposes successful completion of the lower level, e.g. the CQP-

MATCH (certificate of professional qualification) in for instance flowers or fish is open to the sales-

helpers, the semiskilled sales personnel and the qualified sales personnel in the area. After successful com-

pletion of CQP-Match in the area, they are called qualified sales persons with Match CQP, they get a wage-

increase and the next step on the ladder is open to them, e.g. courses to become responsible for a sales-

area. Successful completion of training will not necessarily led to promotion, but it is a prerequisite for it.

Successful training will, however, automatically lead to a higher classification and higher pay (art.16) 

Actors involved and participants
Over the last eighteen months, approximately one fourth of the staff, or 400 persons have participated 

in Match-training, about 80 % of these for the first level certificate, and about 20 % for the higher level

certificate.

If there are more applicants than the budget or possibilities of replacements will allow, a choice is made

CASE 2
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among the applicants on a combination of criteria, like the number of years of employment, performan-

ce and personal and functional need.

Organisation and implementation
Job-descriptions have been worked out for all functions in the supermarkets (partially through a FORCE-

project). All functions are classified in a 5-level system, where entrance qualification determines where

an employee is placed. Training leads to upgrading and higher pay. 

On the basis of the job descriptions and the qualifications of the employees, an annual training plan is

made in cooperation between the manager of each supermarket and the central personnel department. 

Each employee works out a sheet on his or her own qualifications, and the manager works out a sheet

for each employee. These sheets are put on the file of each, individual employee, and are consulted whe-

never an employee applies for a course.

Each supermarket contributes to the training plan with proposals, and when the central personnel 

department has worked out the global plan -according to the possible budget- the plan is adopted in

consultation with each supermarket manager and the shopstewards. These shopstewards are elected by the

staff every five years, and their number is stipulated by law, related to the size of the individual supermarket.

The manager of each supermarket has a personal consultation with all the employees, evaluating perfor-

mance. The manager also makes the annual training plan public, and may give guidance to the employees

about the relevance to them of specific courses. About 90 % of the participation is after application by

the employees themselves, only about 10 % are asked to go by their supervisors.

Training takes place in working hours. Training and wages are paid by Match, if the training is completed suc-

cesfully. If the employee does not attend and does not participate in tests, the employee bears the costs.

Individual training leave without pay may be obtained at the discretion of management.

No special training arrangements are made for shifts or part timers, the courses are open to them, and

the automatic bonus on the pay check makes it attactive to participate in spite of the temporary incon-

venience. Approx. 10-15 % of participants in training activities are part timers.

Results and expectations
Turnover has been increased significantly. However, this may also be attributable to other factors than

training. But the awareness of quality and the improvements in customer service, most notable with the

cashiers, has been improved because of the training.

Likewise, the motivation of the employees has increased considerably, in fact to the extent that in a sec-

tor, where a large turnover in staff is customary, hardly anyone who has had Match training, leaves. 

3 - CONTEXT

The case with regard to industrial relations
In Luxembourg it is demanded by law that enterprises have employee-representation, graduated

according to size. In the large enterprises, employees are represented in the management board, 

and in enterprises with more than 150 employees, there are mixed commitees. Moreover, in all enter-
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prises with more than 15 employees, e.g. each individual Match supermarket, there are elected shop ste-

wards. In Match, a paritetical commitee exists as well to monitor the agreement, handle questions which

cannot be resolved by the shop stewards, and make proposals for future agreements (art. 12).

The most important level of negociation in Luxembourg is at the enterprise level. Match was the first in

Luxembourg to make an agreement on cooperation, training, and the relation between training and

remuneration. This agreement is from 1994, and its renewal is expected in February 1996.

The case with regard to the  continuing vocational training 
There are two, major regional continuing training institutions in Luxembourg, Match are using them for

between 60-70 per cent of its training activities. About 30 per cent of the training is in-house or on the

job training in Match itself, with a combination of internal and external expertise as instructors.

Match also explicitly encourages the employees to attend courses arranged by the chambers, or at other

centers of expertise ( art. 12). Special courses may also be attended, e.g. courses in fish in La Rochelle.

And courses may be arranged in cooperation between one of the training institutions and French or

German training institutions.

Match has conducted a number of the sales courses in the framework of FORCE, and the courses on

sales management is to be continued under the Leonardo programme in cooperation with United

Kingdom, Germany and France.

CONTACTS

Case description  made by :

Margit HURUP GROVE
Kongensvej 7

DK - 9560 HADSUND
Tel and Fax : 45 98 58 86 22

Mr. Michel BIRGER
Director of Human Ressources
S.A. Match and S.A. Courthéoux 
rue de Cimetière B.P. 2
L - 8001 STRASSEN
Tel :  352 31 31 33 253
Fax :  352 31 29 18

For initial training, 
the responsible partner is :
Chambre des Employés Privés
13, rue de Bragance
L - 1225 LUXEMBOURG
Tel :  352 44 40 91 24
Fax :  352 45 94 40 

There are several unions 
(OGB-L,LCGB,FEP-FIT and Cadres) involved
in the agrement, the major one being :
OGB-L, Onofhängege Gewerkschaftsbond,
Lëtzebuerg (The Independent Trade Union
Confederation).
Mrs. Viviane JEBLICK
Negociation-secretary of the commercial sector
OGB-L
19, rue d’Epernay
P.O. Box 2031
L - 1020 LUXEMBOURG
Tel :  352 49 60 05 67
Fax :  352 48 69 49
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T H E M E 5

INTEGRATION OF YOUNG PEOPLE

Person responsible : Raymond POUPARD

CASE 1
“Pilote éducatif de branche” (sectoral jobfinder scheme for young people) 

in conjunction with the Local Training and Employment Unit 
(Cellule locale embauche formation - CLEF) 
AREF - BTP Languedoc-Roussillon-Nîmes

France

CASE 2
Integrate engineering development 

and “Modern apprenticeships” - ROVER Group - Birmingham
United Kingdom

CASE 3

Cooperation and the Open School - the experience 
of the Bento de Jesus Caraça College, Lisbon

Portugal
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Unemployment among young people is one of the main

problems in Europe. All the Member States have been

concerned about it for years and have been taking 

measures to combat it but it continues to increase and will

place an increasing burden on the European Union's eco-

nomy and social structure on account of the increasing

proportion of the population who are seriously margina-

lised in this way on the employment market. The exis-

tence of the single European employment market means

that the problem will no longer be simply a national one

but will inevitably be shared by all Member States.

In December 1993 and October 1995 EUROSTAT publi-

shed the following statistics :

THEME 5 : INTEGRATION OF YOUNG PEOPLE

Introduction

3

Seasonally adjusted rates of unemployment among the under 25s, men and women

Source Eurostat : (Eurostat's statistics do not yet include the countries which recently joined the European Union).
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These statistics show a definitely worsening trend. Despite

the fact that considerable progress was made between 1985

and 1990, figures are rising again, particularly in the case

of young women; however, there was a slight improvement

last year.

The results may be divided into three groups :

- 3.9 - 9.5%, including Germany, Luxembourg, Denmark

and the Netherlands; Austria (3.9%) also belongs to this

group.

- 10 - 20%, including the United Kingdom, Portugal and

Belgium; Sweden also belongs to this group.

- >20%, including Ireland, France, Greece, Italy and Spain;

Finland also belongs to this group.

It is also observed that the rate of unemployment among

young people under 25 is approximately double that of

total unemployment (annual average for 1993: 21.0% as

opposed to 12.3%); however, this is not true of all the

Member States, notably Germany, Denmark and the

Netherlands.

In 1990 EURYDICE and CEDEFOP published an invento-

Annual average Annual average May May

1990 1992 1994 1995

Europe 16.8 19.5 22.1 21.1

Belgium 17.0 15.2 24.8 23.9

Denmark 11.1 12.6 10.8 8.5

Germany 4.5. 4.3 8.9 7.8

Greece 23.2 34.2 27.7

Spain 32.0 39.8 45.6 42.2

France 20.1 25.0 29.7 27.4

Ireland 20.9 20.8 25.7 24.1

Italy 29.2 32.9 32.5 33.1

Luxembourg 3.9 3.1 7.8 8.1

Netherlands 11.6 8.5 9.9 9.5

Portugal 10.6 10.8 14.9 17.5

United Kingdom 10.8 11.7 17.1 15.9



ry of systems applied in 10 countries of the European

Union. Germany, Luxembourg and Austria, which seem

less affected by this problem, deal with it in particular

under their dual system. It will also be possible to refer to

the results of the survey published by UNICE in

December 1995.

Explanations for this problem vary from country to coun-

try; two causes, however, seem to predominate: 

- the employment trend, which, firstly, reveals a quantita-

tive lack of employment, probably for economic reasons,

and, secondly, is changing under the combined effects of

technological progress and competitiveness. (But the

very structure of jobs and qualifications themselves is

probably also partly responsible!) 

- unsuitability of initial vocational training, which does

not give young people sufficient preparation for working

life: there is a much greater demand for it; the demand

does not reflect the actual employment situation; - school

systems are not keeping pace with the vast sociological,

technological and economic developments now taking

place. (Some systems, however, seem to be more suc-

cessful than others!)

Substantial - but inadequate - efforts have already been

made in three areas: vocational guidance - initial vocatio-

nal training - the occupational integration of young

people leaving school without any training.

The first two of these are in most cases covered by the

state education and training system and benefit from 

institutionalised structures and resources. The social 

partners provide varying degrees of support, depending

on the countries involved, in most cases on the basis of

consultation, an official opinion or their participation in

the evaluation of guidelines, programmes and results.

The third area, however, involves placing young people

directly on the employment market, either without trai-

ning or with unsuitable training; it is then necessary to

have recourse either to special public, national or regio-

nal  structures which can still assume responsibility for

these young people, with the prospect, however, of short-

term results, for which the contribution of the enterprise

is essential, or to training organised within the enterprise

itself which is based on continuing training methods.

This area requires specific assistance from the social part-

ners.

The social partners in all the Member States of the

European Union are being called upon in various ways to

help out with similar problems, either because compa-

nies' requirements are directly involved or because of the

joint or tripartite operation of training and integration

systems.

They are faced with problems of qualification of the

labour force, its availability and its potential for develop-

ment or retraining. In the case of training carried out

within a company, the questions of the status of the trai-

nee or employee are examined, along with working and

training conditions, i.e. all the usual elements of the

employment contract in the appropriate terms, in particu-

lar with regard to collective agreements. Where training

is involved, the content of programmes, training stan-

dards, the organisation of periods of training and valida-

tion procedures are often the subject of joint approaches.

The resources (especially financial resources) are some-

times administered jointly in special structures. The

social partners are often associated in the tripartite mana-

gement of training bodies.

In some States specific collective agreements deal with

these problems; the social partners may also be allocated

a role under the law (France). All parties often have

numerous years of experience backed up by specific stu-

dies and research.

Themes dealing with the integration of young people :

- Evaluation of the problem of unemployment among

young people at European level, the unemployment

trend, the risks it involves, its impact on the economic

capacity of enterprises and on the social structure, in par-

ticular in view of the provisions under the Maastricht

Treaty.

- Examination of the solutions applied in the Member

States, the methods used, the results and contributions

from enterprises and professional organisations.

- Identification of priority measures, objectives and

methods.

Three experimental projects offering widely different

approaches were presented in 1994: the training contract
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in the Plastification Industry in Oyonnax (France); the

occupational training contract for the occupational inte-

gration of young people already possessing a diploma in

Bolsano (Italy); part-time work with training for  young

people who already had qualifications but were threate-

ned with unemployment - Ruhrkohle AG (Germany).

The following cases illustrate three other approaches:

vocational training in an occupation to bring together

unemployed young people and enterprises seeking labour

(France); an integration system offering training in a

large company under a national programme (United

Kingdom); finally, the development of a partnership sys-

tem of training leading to qualifications in the field of

new occupations organised by a trade union association

(Portugal). 

This subject is illustrated here by three cases:

Case 1 : The sectoral pilot training project and the local

employment/training centre - AREF-BTP Languedoc-

Roussillon - N�mes (France).

Case 2 : The integrated development plan for engineering

(Modern apprenticeships) in the Rover Group -

Birmingham (United Kingdom).

Case 3 : Partnership and open school - the Bento de Jesus

Cara�a School - Lisbon (Portugal).

References to ÒIntegration of young peopleÓ in

Joint Opinions : 

J.O.6/3/87-4-9, J.O.19/6/90-2-3, J.O. 5/4/91-4.3-3.5.
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The system is designed to bring together young people seeking a job and

employers looking for staff whose paths have never crossed despite being in the

same employment catchment area. Adopting a new-style open access approach,

it provides an advisory, liaison and monitoring service, establishing initial contact

with employers, easing the young job seeker and the employer through the orga-

nisational arrangements and preparation of the training placement, using existing

training formulae, ensures that training progresses smoothly and oversees the

transition from training to employment, continuing to provide support services as

long as necessary. This scheme, run by an experienced professional, provides the

conditions required for successful placement and training and removes the obs-

tacles which are so often the cause of failure.

This example illustrates one possible formula for training leading to employment.

Stemming as it does from a specific occupational sector and funded by a joint continuing training body

within that sector, this case is of interest for the social dialogue.

2 - CASE DESCRIPTION

Actors involved and participants
The system involves the “pilote éducatif ” advisor, the young person approaching the latter  for assistan-

ce, the employer accepting the young person for training, the in-house instructor within the company

concerned, the training body and its teaching staff, the social and youth organisations recommending the

applicant and, where appropriate, providing back-up services, the Construction Industry Federation

which provides logistic support, and the regional or departmental public services which finance the local

employment/training unit and help with administrative problems.

Organisation and implementation
A unit comprising two people, the “pilote éducatif” advisor and a secretary, is set up by the AREF–BTP

Languedoc-Roussillon in an employment catchment area. It is supported by the construction and public works

sector. Young people can contact it either directly or via intermediary organisations such as employment agen-

cies, local task forces, etc. Employers notify the unit of their vacancies and placement possibilities, and the unit

tries to match applicants with vacancies. Several phases ensue: search for a job, probation period, integration

phase, training phase, assimilation. The “pilote” must adapt its methods to suit the particular public it is dea-

ling with: companies, young people, reception and advisory services, training bodies. The young people concer-

ned may try several options before making a final choice, thereby having an opportunity to discover occupa-

tions of which they were previously unaware and, through experimentation, finding a work environment which

suits them and in which they could envisage spending their future career. The system also gives employers

more opportunity to get to know their potential candidates. It is the direct contact and the possibility of expe-

rimentation which sets this measure apart from more abstract employment schemes for young people. 

CASE 1

“Pilote éducatif 
de branche” (sectoral
jobfinder scheme
for young people) 
in conjunction with
the Local Training 
and Employment Unit
(Cellule locale
embauche formation -
CLEF) - AREF - BTP
Languedoc-Roussillon-
Nîmes

Country : France

Level : Regional
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The job seeking and experimentation phases can last several weeks. During this period the young person

concerned is not paid but continues under whatever arrangements were already applicable. Payment begins

with the conclusion of an official training contract followed by a standard work contract. The vocational trai-

ning itself generally takes the form, traditional in France, of an employment and training contract, but there is

nothing to prevent a different course from being folowed.

The “pilote éducatif” therefore constitutes a new function, set up with the appropriate resources accor-

ding to criteria established over the first three experimental years, i.e. via the local employment/training

unit and with the necessary occupational, administrative and social back-up.

Results and expectations
The project has so far been running for three years. In 1994, 176 young people passed through its hands,

136 of whom contacted the CLEF of their own accord at least once. Of these, 76 were placed, 70% on

combined work/training contracts. 82% came from the local employment area, which shows the mobili-

ty restriction criteria to be significant. 70% of the applicants were aged over 21, and those making most

use of the system were at the lower-qualified end of the spectrum. In companies with more than ten

employees, over 80% of the contracts included training, while in companies with fewer than ten

employees the proportion was 75%.

The system was set up in Nîmes in the Gard departement in 1991. The results were sufficiently positive

for the Regional Council to extend the experiment to the whole of the Languedoc-Roussillon region, i.e.

four further départments, setting up nine new “pilotes”, each covering an employment catchment area.

The extension arrangements are currently being implemented.

3 - CONTEXT

The case with regard to industrial relations
The system was set up by a jointly run body. The project was presented to and approved by the Regional

Joint Committee for Employment (CPRE) for this particular sector. Action by the Regional Council is

subject to consultation of the Economic and Social Committee and the Regional Employment and

Training Committee (COREF) whose members include representatives of the social partners. At depart-

ment level, the body to be consulted is the CODEF (departmental employment and training committee).

Combined work/training schemes are one of the areas managed or controlled by the social partners.

Where companies are subject to the requirement to draw up a training plan, such training schemes for

young people are included in the latter. The local employment/training units therefore operate entirely

within the standard industrial relations system in France.

The case with regard to the continuing vocational training 
The system is completely in line with the standard vocational training systems. It makes most frequent
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use of the combined work/training contracts introduced by the social partners because it applies to the

same target group in similar circumstances, and contributes to optimising the resources and achieving

better results. It owes its effectiveness in very large part to the professional background of the “pilote

éducatif” advisors and their close links with the industry.

CONTACTS

Case description made by : 

Raymond POUPARD
32, Les Charmilles

F - 78590 NOISY LE ROI 
Tel and fax : 33 1 30 56 64 86
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Fédération Régionale du Bâtiment 
Languedoc-Roussillon
359 Avenue des Près d'Arènes
BP 3554
F - 34048 MONTPELLIER Cedex 1
Tel : 33 67 58 52 20
Fax : 33 67 58 23 60

Mr Jean-Claude THIERRY
AREF–BTP
29 rue Montels l'Eglise
ZA Puech Radier
F - 34979 LATTES Cedex
Tel : 33 67 58 11 70
Fax : 33 67 58 79 95



1 - OUTLINE OF THE CASE -  RELATION TO THEME

In September 1994, the ROVER Group launched its new INTEGRATED ENGI-

NEERING DEVELOPMENT SCHEME (IEDS), incorporating one of the prototype

“Modern Apprenticeships” schemes announced in November 1993 by the British

government. Within the framework of its strategy aiming to improve vocational

education and training for young people, the government has set a target as at

least 60% of young people to reach at least level 3 NVQ by the year 2000. With

the anticipated assistance from employers, the government chose fourteen pro-

totype sectors for this new training scheme, including engineering manufacture.

The setting up of a “Modern Apprenticeship” within the Rover Group is charac-

terised by its integration into the company's own development programme. The relative synergy between

the Rover Group's goals and those of national policy therefore place an increased significance on the spe-

cific way that the “Modern Apprenticeship” is applied: - partnership with educational institutions and cer-

tification bodies - qualification standards - development of the company's philosophy - development of

independent training methods - development of a core of competences in terms of communications,

numerical applications, problem solving, self-development and working with others.

Consequently, the integration of young people in the company is, in this case, based on a programme that

closely associates education and practical training, the development of personal qualities and the acqui-

sition of competences to be applied within the company, whilst referring to standards that have been duly

identified and that serve to recognise qualifications and certification. It meets both the expectations of

young people who increasingly wish to rise to higher levels and the development of the company, which

aims to increase the contribution of the workforce and release the potential of the individual. It places

value on technical and industrial careers by making them more attractive to young people, whilst provi-

ding the company with a qualification system that will ensure its own future success. The progression

leads to higher academic qualifications, but places them in close relation with industrial practices and

requirements. It offers the possibility of a career that is constantly adapted to the company's technolo-

gical, organisational and economic developments. As the aim is “employability throughout the working

life”, the young people must be able to manage their own professional development within the compa-

ny's evolving operational methodology.

2 - CASE DESCRIPTION 

Actors involved and participants
The young people are recruited by the company when they are between 16 and 18 years old, using an

appropriate method, for a company training contract. They are called “student associates” rather than

“apprentices” to clearly differentiate them from the traditional apprenticeship system.

Each company establishment receiving these young people organises the training with external partners,

essentially Colleges of Further Education or universities in cooperation with the TEC (Training and

Enterprise Councils) and the professional guidance department.

CASE 2

Integrate engineering
development and
“Modern apprentice-
ships” 
ROVER Group 
Birmingham

Country : United
Kingdom

Level : Enterprise
(Group) - National
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Each student is assisted by a “mentor”. Teaching is provided by a multi-competence team which changes

over time according to developments in the contents of the programme followed by each student. This

team is made up of company members and teachers from the college or university contributing to the

training programme.

Organisation and implantation
The IEDS training contract is available, within the terms of “Modern Apprenticeship”, to levels 3 and 4

on a continuous basis up to five years. The programme is tailored to suit the individual student, and not

all have the aptitude or the motivation, to complete the full five years but will still receive certification

for all their acheivements.

Following a three week introduction period, which includes a residential team development course, the

young people then work in the company and spend from 20 to 25% of their time in college or, depen-

ding on their level, in university.

“The Rover programme seeks to combine the vocational qualifications of levels 2 and 3 with the

generally higher national professional qualifications for key competences and other units. It intro-

duces the principle of obligatory, optional and additional elements to create a coherent modular

programme, based on national vocational qualification units and general vocational qualifications

which can be individually adapted to meet the needs of the student... This programme was desi-

gned to provide a clear and explicit route leading, from the very start, to higher level qualifications

and regularly makes use of higher education establishments to assist in the apprenticeship pro-

gramme throughout its initial phase”.

Recognition of qualifications is made using NVQ and GNVQ procedures. Access to other public educa-

tion diplomas is, depending on the programme chosen by each student, also a possibility.

Financing is essentially ensured by the Rover Group within the framework of the budget provided to each

establishment for the students' salaries and the college expenses. The TEC contributes in accordance

with the NVQ successes (levels 2, 3 and 4). The specific tax for education and training, which varies

according to location, is the same as for all the enterprises.

Results and expectations
Launched in 1994, the programme is now in its second year of operation. Of the 181 young people

recruited in 1994, 38 were recruited within this system and, of the 285 recruited in 1995, 78, represen-

ting a quarter of the total recruits. The aims of the scheme are being achieved in accordance with fore-

casts. Although it is premature to evaluate the results of the young people, integration into the compa-

ny's programme and the conversion of the company to this approach has already proven successful.

The company's functional and social structure and its operational methodology, as well as its economic

value, are developing progressively and simultaneously with the application of this programme. As from

now, the insertion of young people is no longer a way of fighting unemployment, but rather the creation

of a high level, modern and dynamic interdependence between qualifications, employment and the reali-

ties of the job market. It is the very concept of the insertion of young people that is being reviewed. 

In February 1996, the Rover group received a Special National Training Award from the Secretary of

State for Education and Employment for IEDS programme as the best “modern apprenticeship”.
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3 - CONTEXT

The case with regard to industrial relations
Although placed within the context of the national aims declared by the National Advisory Council for

Education and Training Targets and falling within those of the “Modern Apprenticeship” system defined

by the government, the Rover Group's programme is particularly innovative through the way that it is

integrated into the company's development programme and by the design of its contents. It anticipates

the requirements of a 21st century company, basing itself on qualification standards, the company quali-

ty plan and a teaching system that works with individual students.

It takes place within the Group's strategy, defined by five key principles: - quality and client satisfaction -

long term positive commitment - consensus in terms of results - investments in infrastructure - promo-

tion of continuous training.

It bases itself on the renewed practice of partnership with teaching establishment, using the experience

already acquired by the Group since the 1980s under different initiatives: education partnership centres,

skills clubs, Rover Awards for Quality in Work Experience, etc..

The case with regard to the continuing vocational training 
The Rover Group scheme is independent from academic systems and target other goals; but it specifi-

cally meets the criteria of “Modern Apprenticeship”. “Whatever the sector, the “Modern

Apprenticeships” must be distinctive and clearly stand out from what has been done in the past if

they are to attract the interest of a new generation of young people who, otherwise, would not

see practical training as a quality alternative to full time education for the career of their choice”.

CONTACT

Mr. John BERKELEY 
Manager Education and Careers ROVER GROUP LIMITED
International House, Bickenhill Lane, Bickenhill
UK - BIRMINGHAM B87 7HQ
Tel : 44 21 781 7213 
Fax : 44 21 781 7227

Case description made by : 

Raymond POUPARD
32, Les Charmilles

F - 78590 NOISY LE ROI
Tel and Fax : 33 1 30 56 64 86
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The Bento de Jesus Caraça College was created by the CGTP in 1990 to promote 

a new vocational training method intended to prepare young people more effectively

for working life and cater better for the needs of employers and the labour market.

This vocational training initiative by the CGTP was intended as an alternative to stan-

dard education in Portugal, which was considered too academic and out of touch with

young people's expectations, the world of work and the economy.

The aim of the project was to turn teaching, education, research and production

into a cohesive whole, with an emphasis on active learning taking account of the rapid development 

of science and technology, matching of pupils' skills to employers' needs by involving employers in the

system and attempting to integrate the work dimension into schools, encouraging self-confidence by

capitalising on knowledge, skills and experience gained in and out of school, using positive evaluation

models (avoiding negation and failure), ensuring constant and effective support for pupils by teachers and

by providing appropriate technical, scientific, bibliographical and teaching resources, and providing work-

based training by fostering close links between the education and production sectors.

The project is based on specific cooperation with industry – choice of training, where necessary 

creating new qualifications, participation in training and assessment, sale of services to companies in the

specalised skills of teachers and pupils and of the school's resources, simultaneous training of instructors

and company employees using the modules offered by the school.

The results expected are initial training at an earlier age, better preparation for life in the community and

the world of work and the acquisition of skills more appropriate to the current requirements of 

the labour market. The choice of specialisms is geared to the functions and jobs of the future. The goal

is therefore to provide a better and more lasting basis for employment, further reinforced by the possi-

bility of extending initial training through continuing training along the same lines.

2 - CASE DESCRIPTION

Actors involved and participants
Many partners are involved in the experiment. These include the creator and coordinator of the college,

the CGTP and, next in line, the public authorities – the college was established by a protocol signed by

the Minister of Education and the CGTP and receives funding from the ERDF. Then there are the busi-

ness links: the Barreiro section, for example, concluded 34 partnership agreements, including 25 with

companies, five with local authorities and four with local social welfare institutions. Finally, there are the

main actors in the project, the young people themselves, and their families.

The college, based in Lisbon, comprises local sections with a maximum of 150 pupils offering three or

four specialisms, each with fewer than 50 pupils. So far, nine such sections have been set up. Each has its

own programmes geared to the needs and possibilities of its environment (e.g. in Lisbon: graphic arts,

business data processing, communication for marketing, public relations and publicity, applied computing;

in Barreiro: health and safety at work and in the environment, management; in Beja: civil engineering,

CASE 3

Cooperation and 
the Open School -
the experience 
of the Bento de Jesus
Caraça College,
Lisbon

Country : Portugal

Level : National
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community education).

Around a third of the training is provided by professionals from business and industry or partner bodies.

Between March and July, pupils spend three days per week in companies. Each has two tutors, one in the

company and one in the school. The training is based on project work, the project being selected for its

educational value, with its immediate added value for the company as a further criterion. Each student

must present a final written project and support it before a mixed assessment panel. Mid-course assess-

ment is carried out on the same basis. The pupil is thus gradually assimilated into the firm, having stu-

dent and employee status simultaneously. The presence of employees following the same modules contri-

butes to exchange between students and firms to their mutual benefit.

Organisation and implementation

The young people are recruited locally. They have no employment contract but may be given help with

transport and subsistence expenses, particularly luncheon expenses. Firms are not expected to contri-

bute financially, but to cooperate in providing instructors and tutors (some companies, however, opt to

pay the young people directly according to their contribution).

The training cycle lasts for three years, organised in modules. Each student's programme is based 

around his or her project, which must have a compulsory core content. The target qualification is that

of technician (level 3/4).

The school issues a training certificate with its own assessment but the students may, if they wish, work

for official diplomas instead. Either way, the level achieved will qualify them for access to higher education.

Placements are made in the usual way via vacancies notified by the partner firms involved in the training

scheme or through the Ministry of Training and Employment.

Results and expectations

The scheme has been in operation for five years. 17 different courses are being followed by almost 800

students in nine sections distributed throughout the country. The school employs 245 teachers for

variable periods. Around 420 students have completed courses in recent years.

The results of the first complete training cycle in 93/94 were as follows: 

52% employed by the firm in which they were trained, 

22% went on to higher education, 

20% were unemployed, 

6% other destinations.

The contribution to in-house continuing training has not yet been assessed, but there has been an increa-

se in demand both for this and for the school-based studies.
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3 - CONTEXT

The case with regard to industrial relations
The experiment was originally set up by a national trade union organisation in direct cooperation with

companies, administrative authorities or employer-sponsored organisations. Although it is not based on

specific collective agreements, it is in line with existing national or sectoral agreements. It is not jointly

managed.

The case with regard to the continuing vocational training 
This kind of initial vocational training constitutes a derogation from the general rules in force in Portugal

and is based on a special agreement with the relevent government department. It is, however, in confor-

mity with the official general education programmes and the students are in a position to sit for official

diplomas, although this is not the aim of the school. It is also innovative in giving employees in continuing

training access to the schools' modules at the same time as the students.

CONTACTS

Case description made by :

Raymond POUPARD
32 Les Charmilles

F - 78590 NOISY LE ROI
Tel and fax : 33 1 30 56 64 86
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Mrs Rosa Maria MARQUES, Chairman
Escola Profissional Bento de Jesus Caraça
Rua Victor Gordon, 1
P - 1200 LISBOA
Tel : 351 347 21 81
Fax : 351 347 37 61

Mr Luis COSTA
Tecnico do Gobinete de Estudos
Confederaçao Geral des Trabalhadores
Portugueses (CGTP)
Rua Victor Gordon, 1–2
P - 1200 LISBOA
Tel : 351 347 21 81
Fax : 351 347 37 61
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T H E M E 6

NEW FORMS OF COOPERATION
AT REGIONAL LEVEL

Person responsible : Raymond POUPARD

CASE 1
“Employment foundations” in Austria : 

the ALU-Stiftung (ALU Foundation) in Braunau-Ranshofen
Austria

CASE 2
Inter-regional, comparison of transfer of technology, 

skills and training from large companies to SMEs
FORCE project  I/93B/1/3160/Q-FPC  -  SIAV SRL - Mestre

Italy

CASE 3

Creation of the ANDIKIRA vocational college - Boeotia
Greece
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The completion of the single European market has had

two effects on the regions. Firstly, it has gradually

brought to light similarities between the situations and

interests of neighbouring regions and, secondly, specifi-

cally regional problems have emerged. Whatever pre-

viously filtered through national regulations and borders

has become more apparent. The first edition of the

Compendium in 1994 emphasised the first aspect of

regional similarities; this edition complements it by deve-

loping the second aspect, i.e. the specific nature of regio-

nal problems.

Firstly, with regard to regional similarities, several pro-

jects under the FORCE programme (six in 1991-93, nine

in 1992-94 and eight in 1993-95) highlighted specifical-

ly regional problems, the responsibilities of regional

authorities and the measures which the latter were taking.

These projects relate to similarities in terms of geogra-

phy, culture, resources and initiatives, the complementa-

rity of all kinds of resources and the need to work toge-

ther to promote interregional economies which have

become interdependent. There is an obvious desire for

closer contact and cooperation. The awareness of a new

economic and social area seems very strong: new deci-

sion-making centres, new communications networks,

emergence of interregional markets, new competitors on

one's own market, development of local economic and

social statistics. The promoters of these projects either

have responsibilities at regional level or wish to contri-

bute to regional development: employers' and trade union

organisations; politicians; large enterprises supporting

regional development; training bodies; groups of SMEs;

regional development associations and agencies.

Secondly, with regard to specific regional problems:

these are the subject of important initiatives illustrated by

the three examples given below. Structural economic

changes have a direct impact on the regions and on their

development projects. Regions with only one or a limited

number of large sectors (monostructure) are left high and

dry when a crisis hits these industries. This was the case

in recent decades in a number of European regions with

traditional industries. Closure of a factory then leads to

the migration of workers and the resident population,

while elderly people, those who do not work or who are

incapable of work are left behind; the region is totally

drained. 

In order to avoid such developments, governments,

employees and employers are working together to deve-

lop a strategy aimed at creating new jobs in the region.

This process is easier in countries with decentralised

structures than in those with a centralised government.

Enterprises belonging to the traditional industries play an

important role in such strategies, providing considerable

resources to guarantee and create jobs in the region by

means of social compensation plans drawn up with the

trade unions. Such regional strategies have been develo-

ped in various European countries, especially in the steel

and coal industries in France and Germany; it has also

been necessary to tackle regional and structural changes

in East Germany and Austria, one of the new Member

States of the European Union. In the latter country, a

number of ÒFoundations for EmploymentÓ have been set

up with the help of the public labour market policy. Their

objective is twofold: firstly, to provide social protection

and to open up a new occupational future for the people

involved and, secondly, to maintain and develop the

region's pool of human resources so that new companies

are encouraged to settle there. The vocational qualifica-

tions offered to those attending the Austrian Foundations

for Employment are based on the individual's previous

history and targeted at future jobs in the region.

Employees and employers are involved in drawing up

THEME 6 : NEW FORMS OF COOPERATION 
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Introduction
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projects and implementing strategies. ACU-Arbeitstiftung

(Foundation for Employment) is an example of this

approach.

The problems of employment and training at regional

level are also dealt with in another FORCE project, ini-

tiated by SIAV SRL MESTRE and further developed in a

LEONARDO project. Employment and human resources

are generally assessed on a regional basis. Attention is

then focused on the interdependence which exists bet-

ween large enterprises on the one hand and small and

medium-sized enterprises on the other, in particular

through sub-contracting. This must be taken into account

when planning vocational training policies for which the

regional public authorities are responsible and in which

the social partners, employees and employers are or must

be involved. Drawing comparisons at European level

leads to a better understanding of the differences between

regions and countries and makes it possible to suggest

instruments to guide developments to those involved.

In a different context, the creation of the Andikira

Vocational College in Boeotia, Greece, is an example of

the direct links between an enterprise and its immediate

geographic, economic and social environment. The enter-

prise, over and above its own requirements and its own

potential for contribution, becomes a support and refe-

rence point, not only through the technological skills

which it introduces and develops in the region and the

exchanges it generates, but also through the functioning

of its own social structure which is dependent on various

aspects of the surrounding population.

Thus a new preoccupation relating to regional problems

becomes clearly apparent: regional development and the

collective management of employment problems are the

duties of those responsible at regional level, who must

often deal with them in specific joint or tripartite struc-

tures. This applies to all issues, whether they be multi-

sectoral or not covered by the professions, such as the

interface between initial general or vocational training,

vocational guidance and introduction to working life,

local unemployment among young people and older

people, retraining of the long-term unemployed, the

situation of populations at risk, the prediction of regional

employment trends and qualifications.

Structures or bodies serving the same purpose may be

increasingly called upon to cooperate across frontiers to

deal with similar common problems. But it is also pos-

sible to find similarities between national bodies respon-

sible for regional problems which include the social part-

ners, as in France the  Committee for the coordination of

regional problems of continuing training and apprentice-

ship. The social partners involved in regional structural

policies of course seek contact with their counterparts in

neighbouring regions.

The social partners are involved in all regional public

bodies concerning employment and vocational training.

They are generally consulted on public policy guidelines,

on the allocation of resources and the evaluation of

results. They themselves are sometimes responsible 

for the management of training bodies or employment

and skills observatories. Their structures of regional

representation bring them into contact with all the 

problems which are not resolved at sectoral level.

Regional matters are often linked to the multi-sectoral

domain and are sometimes associated with other non-

professional partners.

The following three cases highlight the measures invol-

ving the social partners in the search for solutions to 

problems at regional level :

- Case 1 : ALU - Arbeitstiftung - Austria.

- Case 2 : Interregional comparison of transfers from

large enterprises to SMEs (technologies, skills, training).

- SIAV SRL - MESTRE - Italy - Force I/93B/1/3160/Q.

- Case 3 : Creation of the Andikira Vocational College,

Boeotia - Greece.

Reference to ÒNew forms of cooperation 

at regional levelÓ in Joint Opinions

- J.O.5/4/91-1.8: ÒExisting regional disparities in the

basic general education offered should be reducedÓ.
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- J.O.6/3/87-7: ÒContinuing training and retraining

would be more effective if it were accompanied by a poli-

cy aimed at obtaining a more effective prediction of skills

and employment trends, particularly at regional and local

levelÓ.

- J.O.20/12/91-III-13: ÒThe social partners are of the opi-

nion that training plays a key role in regional policies

and that it should be further developed to ensure that it is

linked to economic developmentÓ.
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The past few years have seen the establishment of an increasing number 

of “employment foundations” in Austria by the various social partners within

enterprises faced with imminent closure. These foundations offer support to

employees who have been made redundant by offering them the possibility 

of acquiring further qualifications, thus preparing them for future employment.

The purpose is to enhance new employment opportunities as well as to contri-

bute to the restructuring of the affected regions. Structural changes in the 

economy are also being felt at a regional level. The closure of enterprises and the loss of jobs can be

disastrous for regions if no new jobs are created and people migrate to other areas in search of work.

The employment foundations are intended not just to provide those affected with a social safety net but

also at the same time to secure and develop the region's human resource potential. An example of this

policy is the ALU Foundation in Braunau-Ranshofen (ALU is the German acronym for Ausbildungs-,

Leistungs- und  Unterstützungsverein : training, skills and support association).

2 - CASE DESCRIPTION

Actors involved and participants
The actors involved in this case are the management and works' council of Austria Metall AG (AMAG),

the regional employment office (“employment market service”), the region's municipalities, the chamber

of trade and the chamber of employment, regional educational and training institutions and other enter-

prises in the region. 

Participants in the ALU Foundation's measures are employees who have lost their jobs due to plant clo-

sures at AMAG and other enterprises in the region.

Organisation and implementation
The ALU Foundation was established in the wake of the closure of AMAG's electrolysis plant in 1991.

The management and the works' council agreed a social plan according to the procedures laid down in

the regulations governing industrial relations in Austria. The plan encompassed details of the redundan-

cies as well as the arrangements for redundancy payments and also included the establishment of the

employment foundation. Employment foundations are not foundations in the strictly legal sense of the

term. They are, the ALU Foundation included, registered associations whose members are the various

actors from the enterprises and other organisations mentioned above. The ALU Foundation's aim is to

reintegrate into working life those employees made redundant by plant closures, through a variety of

measures : 

- A stage of job orientation (6 weeks) which includes drawing up a personal action plan.

- Active job-seeking (outplacement for up to 4 months).

- Training and further training (upgrading of qualifications or re-training) in on-the-job or off-the-job

training institutions.

CASE 1

“Employment founda-
tions” in Austria : 
the ALU-Stiftung
(ALU Foundation) in
Braunau-Ranshofen

Country : Austria

Level : Regional /
Enterprise
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- Company start-ups by the foundation's participants.

- When no job has been found after the completion of training, a stage of intensive supervision follows

(active job-seeking, specific measures for those over 50).

Employees are free to choose whether they wish to join the employment foundation or not. If they decide

to join, their previous employment contract is terminated,  they are given a “training contract” and, 

in addition to the unemployment benefit they are entitled to from unemployment insurance, a “grant” of

no more than 2,500 Austrian shillings (approximately 190 ECUs) for the duration of their participation

in the scheme for a maximum of four years. Their entitlement to unemployment benefit is, according to

Austrian regulations, also extended to a maximum of four years.

The foundation has a small workforce (one person for administrative duties and two full-time trainers)

but has full access to the personnel department at AMAG. The foundation is not a training institution in

itself but liaises with training institutions and enterprises. The aim of the training schemes - which make

up 80 per cent of the foundation's activities - is to enable participants to achieve at least one further level

of qualification. Enterprises which train foundation participants (according to Austria's vocational training

regulations) must hold out the prospect of employment after training has been completed. The founda-

tion also helps place participants in training schemes in enterprises in neighbouring German regions.    

The employment foundation is financed through funds made available from the social plan of the enter-

prise responsible for the redundancies, from the state of Oberösterreich (Lower Austria), by solidarity

contributions from the enterprise's remaining workforce and from the foundation's participants them-

selves. AMAG's remaining workforce contributes between 0.05 and 0.1 per cent of their monthly salary.

The contributions of the foundation's participants consist in a temporary foregoing of their redundancy

payments, the interest of which is used to help finance the foundation. When the participants leave the

foundation - after a maximum of four years - they receive their redundancy payments. 

Results and expectations
Experience has shown that between one third and one half of those made redundant join an employment

foundation. By December 1995, a total of 562 people had joined the ALU Foundation since its 

establishment in December 1991. 462 of these were involved in specific training schemes, 90 in outpla-

cements and 10 in projects dealing with company start-ups; a little less than 15 per cent were over 45,

the group hardest to place on the job market. Of the 407 people who have since left the foundation, 79.5

per cent have found new employment.

Braunau district (with approximately 37,000 people employed in 3,100 companies), has another four

foundations which were set up as a result of workforce reductions or plant closures as well as several

similar schemes. The ALU Foundation has provided start-up help and services to a number of these

schemes. The success of these foundations has led to discussions about establishing a regional founda-

tion which would provide immediate support to redundant workers from small companies unable to

draw up a social plan. The idea is for companies and employees to make contributions in advance in order
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for benefits to be available in the event of job losses or plant closures. The new regional foundation is

intended to contribute both to the stabilisation of the regional employment market and to the develop-

ment of the region's human resources.

The success of employment foundations throughout Austria has now led to their inclusion in the unem-

ployment insurance law: provision has been made to extend unemployment benefit to up to four years

if those affected upgrade their qualifications within the framework of a social plan and a foundation finan-

ced by the company in question.

3 - CONTEXT

The case with regard to industrial relations 
Industrial relations in Austria have a strong co-operative tradition. The establishment and successful prac-

tice of employment foundations have been based on this policy of co-operation between all the parties

concerned. The statutory regulations governing industrial relations ensure that social plans must as a rule

be drawn up when companies - large companies at least - intend to shed staff in order to provide those

affected with a social safety net. The employment foundations have extended what had previously been

only financial security to include a co-operatively based policy of developing human resources together

with the additional important goal of encouraging regional development. This is guaranteed by the co-

operation practised at a sectoral and national level as well as by the tripartite co-operation with the

public employment office, the states and the municipalities.

The case with regard to the continuing vocational training 
The case is first and foremost an example of an active employment market policy which, through quali-

fications and the development of human resources, is working towards the creation of new jobs at a

regional level. The existing further training system is also being used for this purpose: training and other

courses organised by employment foundations take place in vocational schools, in enterprises, in training

centres of the Wirtschaftsförderungsinstitut (run by business associations to promote and assist business

activity) and the Berufsförderungsinstitut (a trade union institution to promote employment), which 

together form the foundation of Austria's co-operative further training system. It is hoped that the

employment foundations will become an instrument enabling the newly-unemployed to find jobs more

easily in the region. In this way they would play an active part in dealing with the problem of structural

change in the regions as well as in developing new regional employment opportunities.
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CONTACT

Case description made by :

Winfried HEIDEMANN
Hans-Böckler-Stiftung

Bertha-von-Suttner-Platz 3
D - 40227 DÜSSELDORF

Tel : 49 211 777 8 171 172
Fax : 49 211 777 8 188
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

Origin
SIAV has recognised the problems encountered by Venetian companies in fin-

ding the young workforce they need, and that there is therefore a need to pro-

mote vocational training and human resource management in SMEs.

Confindustria Veneto (industrial confederation) has twice undertaken research

at regional level to identify the skills required by industry: in September 1990,

when the economy was in a phase of expansion, and in February 1993, during a

period of recession. The results on both occasions were the same, and the

trends similar, or if anything more accentuated in the second survey.

In the Venice region, training is generally only provided in large companies, and rarely in SMEs, despite

the fact that the latter constitute most of the local economic fabric. The SMEs are, however, unable 

to acquire the resources needed for their development i.e. the latest technology, innovative capacity 

and entrepreneurial initiative without training and skills management initiatives. The aim of the project

was therefore to promote transfer of know-how between large companies and SMEs, comparing the

situation and practices with those of other similar regions in Europe.

Objectives
- To study development patterns for certain vocational skills in the main reference companies.

- To highlight the differences (and similarities) between the situations of the regions in the three partner

countries (Italy, France, Belgium).

- To study the links between large companies and SMEs (particularly in the field of subcontracting) 

especially in terms of staff training.

- To prepare instruments based on the experience of the large companies for job analysis and determi-

ning how jobs are likely to develop.

- To supplement these with instruments to establish training needs.

- To transfer these systems to SMEs, thereby transferring know-how from the large companies to the

SMEs and assisting small firms (which have obvious problems in developing training programmes) with

human resource development.

The regional question
This case is relevant to the question of regional or local measures on three counts – firstly, under Italian

law, the Regions are responsible for the whole field of vocational training; secondly, the situation of

employment and manpower resources is assessed on a local basis, and there are considerable differences

between regions, particularly in Italy; and finally, it takes account of the influence large companies exert

on SMEs locally, either through subcontracting or through their shared interests and problems which are

of concern to workers' and employers' organisations.

CASE 2

Inter-regional, compa-
rison of transfer of
technology, skills and
training from large
companies to SMEs -
FORCE project
I/93B/1/3160/Q-FPC  -
SIAV SRL - MESTRE

Country : Italy

Level : Regional
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2 - CASE DESCRIPTION

Actors involved and participants
- Employers' organisations in the three partner countries: Confindustria in Italy, Union des Entreprises de

Bruxelles in Belgium, Union Patronale Régionale Nord-Pas de Calais in France.

- The COPIRE in Nord-Pas de Calais (Joint Regional Committee for Emploment), representing France.

- Trade union organisations in Belgium: GCSLB (General Federation of Belgian Free Trade Unions), CSC

(Brussels Federation of Christian Trade Unions), FGTB (Belgian General Workers' Federation).

- AGFOL, Agenzia di formazione dei lavoratori (vocational training agency), representing Italy.

- Representative companies: – for Belgium, Volkswagen S.A.; for France, Française de mécanique ; for Italy,

Aprilia SPA.

- The Venetian Chambers of Commerce Community Information Office, Eurosportello veneto.

- The promoter, SIAV (Venice Confindustria business services company) with the assistance of specialist

consultants.

Organisation and implementation
It was considered best to implement this research in the form of a project under the Force programme,

subsequently incorporated into the Leonardo programme.

Results and expectations
The conclusions of the international research can be summarised as follows :

- There are very close and sometimes binding relations between large companies and SMEs (particular-

ly in the form of subcontracting) and especially with regard to the quality of the products and services

supplied by the SMEs to the large companies, which has a bearing on staff training.

- There is a close but flexible link between companies and the public or private training system (parti-

cularly in France) which poses no problems for companies except the need to analyse training require-

ments and make appropriate preparatory arrangements.

- There is a certain degree of dialogue between workers' and employers' representatives on the subject

of training, except in Italy (apart from personal contact).

- This social dialogue has given rise to joint regional bodies which work together on common problems.

- The unions adopt a more cooperative approach in some countries, a more antagonistic one in others,

to the links between large companies and SMEs in respect of the demand for quality and skilled staff and

therefore the need for training (“they will have to change their ideas if they want to keep the contract”).

The results of the project have been set out in diagrammatic form on both paper and diskette (in Italian,

French and English) for job analysis, the tasks to be performed, existing and required skills and identifi-

cation of the resulting training needs in SMEs. The system has been tested in the mechanical engineering

sector and other sectors such as sports equipment.
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3 - CONTEXT

The case with regard to industrial relations
This is one example of the efforts undertaken to implement the agreement signed in Italy on 23 July 1993

by the employers (Confindustria) and the trade unions (CGIL, CISL, UIL) on subjects including vocatio-

nal training.

The case with regard to the continuing vocational training 
In Italy, training activities are governed by Law 845 of 21 December 1978, which is a framework act dele-

gating jurisdiction to the regions, which have legislative powers and duties in this field. As a result, the

situation differs in each region in terms of both strategy and management of activities. The various pro-

cedures, forms, questionnaires and documents to be completed differ from region to region (and are sur-

rounded by a great deal of red tape). As a result, while large companies have specialists in their human

resource management teams able to present and coordinate projects, the SMEs have to fall back on the

services of consortia, advisory structures and various other bodies.

Similar implementation problems arising from delegation of jurisdiction to the regions are encountered

in Belgium and France by the social partners and by companies. This means that account must be taken

of the actual economic and social conditions of individual employment areas and the specific way in which

regional administrative subsystems operate.

CONTACTS

Case description made by :

Raymond POUPARD
32 Les Charmilles

F - 78590 NOISY LE ROI
Tel and Fax  : 33 1 30 56 64 86
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Mr Nebridio MASSARO (CISL)
President of AGFOL (Agenzia Formazione Lavoro
Soc. Coop arl)
Via Querini, 27
I - 30174 MESTRE (Venice)
Tel : 39 41940944
Fax : 39 41940478



1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The case is concerned with the vocational training and employment problems 

of young people within a single employment catchment area, extrapolated to

regional level, the approach of the social partners, steps taken, results obtained

and the resulting prospects. The social dialogue arrangements within a specific

Greek aluminium manufacturing firm have been taken as the basis for action to

promote training provision and provide job prospects for the children of staff 

of the company and young people in the immediate environment.

It is an example of the role played by the social partners at local level and how local problems relate 

to national or Community vocational training structures.

2 - CASE DESCRIPTION

Actors involved and participants
The project was initiated by the staff and union representatives at Greek Aluminium and involves the

company management, regional and national bodies representing trade union and professional organisa-

tions, local councils, regional and national public authorities and OAED, the Greek vocational training

body. The Community also made a financial contribution.

Organisation and implementation
In the course of their annual meetings in the company in 1984, the trade union representatives reques-

ted that action be taken to provide vocational training for children of company staff to prepare them for

the future. Greek Aluminium is the main employer in a relatively isolated employment area between

Mount Parnassus and the Gulf of Corinth. On the basis of an agreement, joint measures in this respect

were taken with the support of the regional and national trade union and employers' organisations invol-

ving the local authorities and other employers, initially in the neighbouring districts and subsequently in

the whole of Viotia. The aim was to determine employment needs and possibilities, the skills required,

and the physical, teaching and operating resources needed.

After eight years of preparation, the Andirika college was able to open its doors. Its construction was finan-

ced by contributions from various sources, the company itself having contributed the land. OAED was put in

charge of the project, which has now been operational for two years in conjunction with the national pro-

grammes, catering for between 100 and 150 students per year divided into three sections: SME accounting,

office automation, hotel and catering. The students, aged between 15 and 18, work for national diplomas in

liaison with firms in the region, although there are no actual apprenticeship-type contracts.

Results and expectations
There are various considerations to be taken into account when assessing the results :

The college was duly established, in line with the expectations of the company staff and general 

population. This introduction of training resources into an area which would probably not have been

CASE 3

Creation of the
ANDIKIRA vocational
college - Viotia

Country : Greece

Level : Regional
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considered in regional or national public plans contributes to the stability of the local community by

encouraging young people to stay longer, and provides opportunities for improving the general level of

training and obtaining qualifications relevant to jobs in the region and to general developments in tech-

nology and skills. It also provides resources offering potential for expanding the local economy.

The scope of the college itself is, however, limited, and it will have to be assimilated into the general public

spending budget. Furthermore, there is no commitment by employers to provide jobs for the college's trai-

nees and recruitment is still necessarily subject to companies' actual needs. Needs are therefore best met by

continuing dialogue between the parties concerned, each partner's contribution being of cumulative benefit.

Thus, the proximity of Greek Aluminium provides support for the school in the shape of skill resources.

The courses of study are of two years' duration, the first due for completion in summer 1996. There

is therefore no information on results as yet, but the courses are progressing satisfactorily and the orga-

nisers are very confident.

3 - CONTEXT

The case with regard to industrial relations
Although formally outside the sphere of industrial relations, the project originated through social 

dialogue and has found subsequent support from this source, the social partners taking into account

the employment situation in the company's immediate environment, resources available for young 

people's vocational training, and the quality of such training.

The case with regard to the continuing vocational training
Although independent in its origin and aims, the school falls within the standard Greek vocational 

training system, using the same programmes and preparing its students for the same examinations.

CONTACTS 

Case description made by :

Raymond POUPARD 
32 Les Charmilles 

F - 78590 NOISY LE ROI
Tel and fax : 33 1 30 56 64 86
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Mr N. DENAXAS
Head of Training Service
Greek Aluminium
Saint Nicolas Plant
Paralia-Distomo
32003 SAINT NICOLAS
Viotia Greece
Tel :  30 267 42 502
Fax :  30 267 49 180

Mr Georges KOTOULAS
Training Officer
Greek Aluminium
Saint Nicolas Plant
Paralia-Distomo
32003 SAINT NICOLAS
Viotia Greece
Tel :  30 267 49 390
Fax :  30 267 49 180
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T H E M E 7

VALIDATION / ACCREDITATION

Person responsible : Jean-Marie LUTTRINGER

CASE 1
Recognition of real qualifications 

in the clerical sector
Denmark

CASE 2

Competence-based qualifications
Finland

CASE 3

“Technifutur”  Training College
Belgium
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A precondition for the organisation of continuing voca-

tional training for employees is that the conditions rela-

ting to access to training and its financing must be met, as

well as the conditions relating to its validation and legal

accreditation by the employer.

Validation of the knowledge acquired during training is

an official act which involves recognising a diploma, an

accredited certificate or a certificate attesting skills. It

makes it possible to verify that an individual possesses

knowledge and know-how in a specific field.

However, this procedure is not applied as a matter of rou-

tine to contractual training agreed between the employee

and the employer.

Skill accreditation is the subject of varying procedures,

depending on the country concerned, and is provided for

in general by collective agreements and classification

systems.

The social partners and the public authorities are often

involved in both these procedures. They may also be res-

ponsible for direct management through collective bar-

gaining.

This is one of the main topics of the European Social

Dialogue and is dealt with in six joint opinions. The joint

opinion of 13 October 1992 deals with the validation and

accreditation of the knowledge acquired during vocatio-

nal training and is aimed at creating a transparent system,

which enables the transfer of qualifications and diplomas

in Europe.

Various projects (Portfolio, Euroqualification) have been

launched by the European Commission in order to pro-

mote the accreditation of qualifications in Europe. For

this purpose, the White Paper ÒTeaching and learning:

towards the knowledge-based societyÓ (European

Commission - Directorate-General XXII) draws attention

to the fact that Member States must identify a number of

general or vocational forms of knowledge, define valida-

tion systems for each of them and offer new, more

flexible means of recognising skills. A plan to introduce

a personal skills card is being studied, which would

enable each individual to have his/her knowledge and

know-how recognised as they were acquired.

Observation of existing national practices reveals the

variety of skill validation and accreditation procedures.

METHODS OF VALIDATING 
THE KNOWLEDGE ACQUIRED
DURING CONTINUING TRAINING

Certificate of attendance

Certificates of attendance issued to those attending trai-

ning courses are the most commonly used method and are

issued by private or public continuing training bodies in

most countries. Such certificates may even be the only or

principal means of validation (Greece, Belgium, Italy).

Case No 3 ÒTechnifuturÓ which relates to the issuing of

skills certificates to job-seekers in Belgium is indicative

of the trend to involve the social partners to a greater

extent in the process of validating continuing vocational

training.

Greece, Spain, Italy and Portugal, where continuing trai-

ning systems are being reformed, are seeking more

sophisticated methods to enable them to adopt validation

procedures involving the social partners instead of sim-

ply issuing attendance certificates.

Attendance certificates may also be issued by firms orga-

nising job adaptation or refresher training schemes for

their employees (Germany, France ...). No formal gua-

rantee of accreditation outside the firm is given for quali-
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fications obtained under this procedure.

Two countries - the United Kingdom and France - provi-

de examples of validation (United Kingdom) or accredi-

tation (France) of the knowledge acquired and the occu-

pational experience accumulated throughout one's pro-

fessional career.

Training and vocational skills certificates

Most countries are either already familiar with the proce-

dure of issuing training or vocational skills certificates to

validate knowledge acquired during continuing training

(Germany, Spain, France, Ireland, Italy ...), or intend to

introduce such a scheme (Greece, Portugal).

In Spain, vocational training certificates linked to the

employment market are issued by the INEM (National

Employment Institute) under the auspices of the Ministry

of Employment. As in Germany, the State alone is autho-

rised to validate (accredit) training, while the social part-

ners are involved in defining training courses.

France also applies this mixed State accreditation proce-

dure under the auspices of the Minister of Employment

(certificates issued by the AFPA (Association for Adult

Vocational Training)), which includes the social partners,

though not in a decision-making capacity. The same

applies to Portugal with the IEFP (Institute for

Employment and Vocational Training) under the auspices

of the Ministry of Employment.

It is in France that the collective approach seems to be the

most important in recent years. The State's monopoly on

the accreditation of vocational qualifications is being

broken down. The law on continuing training has partial-

ly transferred responsibility to the social partners in this

field at their request.

Certificates and diplomas

The awarding of certificates and diplomas by an authori-

ty duly empowered by the public authorities represents

the traditional means of recognising the knowledge

acquired during initial training. In the case of certificates

and diplomas awarded for technological education, the

social partners may be consulted in respect of their crea-

tion, their content and the methods of assessment used

(Germany, France). They may participate as ÒexpertsÓ

without any particular mandate on the examining board.

In Denmark, they share the initial responsibility for the

definition and accreditation of young people and adults.

The involvement of the social partners varies from one

sector to another, the tradition being most developed in

the metalworking industry and commerce for employees'

qualifications. Case 1 of the current Compendium on the

accreditation of real qualifications of employees in

Denmark illustrates this theme.

This traditional method which is applied in all countries

may be adapted somewhat when applied to continuing

vocational training.

ROLE OF THE SOCIAL PARTNERS

In all countries the social partners are involved on one 

or more occasions during the process which extends

from defining frames of reference for training, including

the organisation of activities, validation or accreditation

for employees, to the traditional accreditation of know-

ledge acquired during training in individual employment

contracts.

The nature of this involvement varies depending on

national traditions (system of professional relations, rela-

tionship between the education system and the world of

employment...).

The involvement of the social partners in public bodies

seems to be the most common approach and takes place

through tripartite administration or simple consultation

(Greece, Italy, Spain, Belgium, France, Germany,

Finland ...). Case 2 on skill-based qualifications in

Finland illustrates this tripartite association with the

introduction of a system for recognising the skills gained

through experience. Case 1 on the accreditation of real

qualifications of employees in Denmark is along the

same lines.

The autonomous intervention of the social partners is

rarer and involves the negotiation of national multisecto-
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ral agreements on vocational training in some countries

(Spain, Greece, Italy, France).

Some of these agreements deal with the subject of vali-

dation and accreditation of the knowledge acquired

during training (France, Italy, Greece), while others do

not (Spain). This is of interest to the social partners in

several countries.

This subject is included in some LEONARDO programmes

for 1996 on qualifications and their accreditation.

Faced with the diversity of methods of validating and

recognising qualifications, it is proposed to examine

three specific cases which highlight the approaches

involving the social partners :

- Case 1 : Accreditation of real qualifications of

employees in Denmark.

-  Case 2 : Skill-based qualifications in Finland.

-  Case 3 : ÒTechnifutureÓ: awarding of skills certificates

to job-seekers in Belgium (Province of Li�ge and

Luxembourg).
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The possibility of getting recognition of practical experience and courses is an

incentive for adults who did not get an initial vocational training certificate to

undertake training, and it is a guarantee for the currency of the qualification.

Documentation is useful, if the employee is considering a change, or if employ-

ment is lost or at risk.

In Denmark, a large proportion of employees in the clerical and commercial sector enter this sector

without a proper certificate of initial training - typically as typists or cashiers - often women who want

to re-enter the labour market. In other cases, employees are faced with a need to assess and up-grade

their skills because of redundancy or re-organizations.

Taking account of this fact, the trade committees in the clerical and commercial sector have established

rules for recognition of informal qualifications and practical experience. 

The clerical and commercial sector is the second largest sector, covering both private and public employ-

ment. At the moment the interest seems greatest in the clerical profession, if measured by the number

of applicantions to get recognition.

( In 1993, it was 461 from the private and 268 from the public sector, and in 1994 it was 761 from the

private and 392 from the public sector, in 1995 it was 1127 and 482 respectively).

2 - CASE DESCRIPTION

Actors involved and participants
The competence to grant the recognition belongs to the autonomous paritetical trade committee, i.e. to

a joint body established by the social partners.

Potential participants are unskilled employees with relevant courses and practical experience. (They may

or may not have employment at the time of application, the commitee is not considering employment

status, and the exact proportion of applicants without current employment is not known, but the impres-

sion is, that it is large).

Of a test population of 200 applicants last year: 91 percent were women, nearly 80 percent were uns-

killed, a few percent had some type of formal training in the clerical and commercial sector, 15 percent

were skilled but in a different area. Two thirds were between 35 and 55 years of age and had in average

ten years of experience.   

Organisation and implementation
A written application is sent to the trade commitee (Fagligt udvalg for Kontor, FUK), if it is for recogni-

tion of practical elements, and to a commercial school if it is for theoretical elements. The trade 

committee has authority to grant or refuse recognition, after rules formulated by them, but codified and

published by the Ministry of Education.The commercial schools have the authority of granting the certi-

ficate for theoretical parts, which is a prerequisite for the total recognition under the authority of trade

committee.

CASE 1

Recognition of real
qualifications in the
clerical sector

Country : Denmark

Level : Sectoral
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In the rules, paragraph 25, specific modules are mentioned from e.g. general education or courses, espe-

cially from the continuing training system, where a series of AMU courses are listed, and together equal

the initial training qualification.  

Persons of more than 25 years of age who have not completed initial training may, nevertheless, have the

certificate if :

- They have proof of having the theoretical parts after the rules of open learning, or proof of dispensa-

tion for parts of this by having some other kind of theoretical education or training of relevance. ( The

commercial school evaluates the theoretical part and issues this part of the certificate).

- They have at least two years of documentable full time employment (or part time of equal duration)

conforming to the rules of practical training in the particular type of profession chosen, or equal Danish

or foreign job experience.

The trade committee may issue certificates to persons under 25 years of age, if they fill the criteria men-

tioned above, except for the age, and if they -  according to the judgement of the committee - have the

necessary training and experience.

Results and expectations

This type of recognition has been practiced by the trade commitees in the clerical and commercial sec-

tor for nearly twenty years. The sector was among the first to set up rules and codify the practice.

This practice has amply documented its value, and it is used by an increasing number of employees, near-

ly 1200 applicants in 1994 and more than 1600 in 1995. (A project is run with the ministry to document

the results and dessiminate the practice).

3 - CONTEXT

The case with regard to industrial relations

There are two trade unions and three specific sectoral employer organizations, but because the

employees are spread out in all sectors, there is one general,national collective agreement, which is

managed by the umbrella employer organization (Dansk Arbejdsgiverforening) and the main sectoral trade

union( Handels- og Kontorfunktionærernes Forbund, HK).

The social partners in those organizations formed and financed a joint secretariat (Uddannelsesnævnet),

nearly twenty years ago to be the umbrella for the joint commitees in the area,(pt.10), and to develop

and promote the common interests of the social partners in vocational training. 

The organizations are represented in the committees in relation to their interests in that particular field,

but always on the principle of parity. 

The secretariat has a joint board, with alternating presidency. The commitees are autonomous and deal

with national level tasks stipulated in the legislation of the area.

3Social Dialogue Support System                    on Continuing Vocational Training96



The case with regard to the continuing vocational training
Courses from many parts of the training system occur in applications.

The authority to recognize qualifications and grant certificates is regulated in a law announcement from

the Ministry of Education, last revised on 15. april 1994.

This authority may be exerted by any trade commitee within their own trade, but the practice is most

well developed in the clerical and commercial sector and in the iron and metal industry.

The question of merit, recognition and adult apprenticeship is generally discussed in Denmark.

CONTACT

Det faglige udvalg for Kontor
Uddannelsesnævnet
Ny Vestergade 17
DK - 1471 KØBENHAVN K
Tel :  45 33 36 66 00
Fax :  45 33 36 66 33

Case description made by :

Margit Hurup GROVE
Kongensvej 7

DK - 9560 HADSUND
Tel and fax :  45 98 58 86 22
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

On 1 May 1994, the Act on Vocational Qualifications was passed in Finland and a

basic reform of the recognition of vocational qualifications thus introduced. It is

the result of the tripartite co-operation of trade unions, employers and the

government, and the two sides of industry are also participating in the application

of the law. The objective of the reform is the establishment of a competence-

oriented method of testing in adult education that provides certification for vocational skills, knowledge

and experience independent of how they were acquired. The competence employees have gained while

working, without having previously attended a specific training course, can also be evaluated and certi-

fied. Therefore, this new system continues a development that was initiated in the United Kingdom

through the NVQ system; in Finland, however, the nation-wide qualification standards are set by the

Ministry of Education, the new qualifications integrated into the existing adult education system, and the

testing carried out within the required further training courses.

2 - CASE DESCRIPTION

Actors involved and participants
The actors involved are the Ministry of Education, the social partners, the National Board of Education,

the educational committees of the branches, the examination boards and training institutions. The par-

ticipants of the system are the adult employees who will thus receive the opportunity to have their voca-

tional qualifications recognised and/or to receive certification for initial training courses already 

completed.

Organisation and implementation
The new qualification system includes two levels: the first level are qualifications for adults in initial 

and training - they are equivalent to the recognised training certificates awarded to youths; the second

level is for specialised qualifications and occupational qualifications (both occupation based). The Ministry

of Education determines the title of the recognised qualifications; educational committees for the indus-

trial and service sectors make proposals for the qualification requirements and standards; the National

Board of Education verifies the requirements, makes decisions on vocational fields in which examination

boards are set up, and appoints the members of the examination boards; the examination boards are res-

ponsible for the organisation and monitoring of the tests. The examinations are given by different kinds

of schools, training centres and institutes -appointed by the examination boards - in accordance with pre-

determined standards. 

The basic examination standards for the sectorial vocational fields are set by the National Board of

Education on the proposal of the educational committees. Two-thirds of the members of the sectorial

educational committees are representatives of the two sides of industry, in addition to teachers and scho-

lars. The examination boards are composed of representatives of management and labour, the teachers

and, if appropriate, self-employed persons; the majority of the members must be representatives of

CASE 2

Competence-based
qualifications

Country : Finland

Level : National /
Sector
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management and labour. The examination boards are financed through contributions of the training ins-

titutions, and the cost of the examinations themselves through diverse public funds or contributions of

the examination participants. A special role in this context is played by the Training and Severance

Payment Fund administered jointly by management and labour: it provides financial support to persons

participating in examinations or further training measures that lead to examinations for new qualifica-

tions. 

Results and expectations
Since 1994, the following results have been achieved :

- The Ministry of Education has formulated the titles of 260 qualifications in all industries.

- The National Board of Education has defined the standards for approximately 200 qualifications on the

proposal of the sectorial educational committees. 

- Appr. 160 examination boards (of 200 planned) have been set up.

- More than 2000 certificates have been awarded for the new qualifications.

- In August 1995, the first courses began that provide preparation for the new qualifications.

- Together with the National Board of Education, the social partners have set up a pilot project for deve-

lopment of standardised tests.

3 - CONTEXT

The case with regard to industrial relations
The case is an example of the organisation of tripartite industrial relations in Finland. The content of the

Act goes back to talks between the government and the two sides of industry. The social partners par-

ticipate considerably in implementing the Act. They provide the majority of members of the examination

boards and contribute decisively in defining the prerequisites for qualifications. Thus, the needs of the

industrial sectors are included in the new qualifications. The qualifications acquired in the system are pro-

tected by law, i.e. are licenced.

The case with regard to the continuing vocational training
The system of competence-based qualifications is part of the extensive system of adult education in

Finland. Through the recognition of qualifications that, as a principle, are independent of previous trai-

ning, a new structural element is introduced. This is, however, linked with the implementation of the trai-

ning measures. Examinations and certificates are going to become part of an emerging second level qua-

lification system, aiming at the increase of skills and competences, support of dynamisation of vocational

careers and harmonisation of training for employed and unemployed persons.
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CONTACTS 

Case description made by :

Winfried HEIDEMANN
Hans-Böckler-Stiftung

Bertha-von-Suttner-Platz 3
D - 40227 DÜSSELDORF

Tel : 49 211 777 8 171 172
Fax : 49 211 777 8 188
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Jari-Pekka JYRKÄNNE
SAK (Confedaration of Finnish Trade Unions)
P.O.Box 157
Siltasarenkatu 3A
FIN - 00531 HELSINKI
Tel : 358 0 77 21 432
Fax : 358 0 77 21 447

Kari PURHONEN
TT (Confederation of Finnish Industry 
and Employers)
P.O.Box 30
Eteläranta 10
FIN - 00131 HELSINKI
Tel : 358 0 68 681
Fax : 358 0 68 68 25 16



1 - OUTLINE OF THE CASE - RELATION TO THE THEME

Technifutur was founded as the result of an agreement signed on 14 March 1989

by the social partners in the metal manufacturing sector in the Provinces 

of Liège and Luxembourg. The aim was to pool human, technical, logistic and

infrastructural resources to enable regional know-how to be adapted to the

technological changes affecting both large and small companies.

Technifutur is based at the Faculty of Applied Sciences at Liège University and covers all the techniques

and disciplines connected with mechanical enginering and computer integrated manufacturing (robotics,

electronics, informatics, pneumatic technology, etc.).

Technifutur has established a system of skill certificates and official diplomas for job seekers. The system

is jointly implemented by FOREM (Office communautaire et régional de la formation professionnelle et de

l'emploi), the adult education authority, through which individuals can obtain secondary and higher edu-

cation diplomas, and Technifutur.

This is an innovation in Belgium because Technifutur is recognised by the metal manufacturing industry

and the diplomas it issues to job seekers are accepted as having real value by employers, who are invol-

ved in running the centre.

It is a particularly important experiment, since employers in the industrial sector and, a fortiori, the social

partners had, until now, taken no initiative in this field, although moves had been made in other countries.

For workers in active employment, the Technifutur centre offers short training courses (50 hours on ave-

rage) for which no official diploma is issued. Trainees following longer or more general courses receive

certificates of participation, which are recognised by employers in the sector.

2 - CASE DESCRIPTION

Actors involved and participants
The main actors are the social partners (Fabrimétal, the CMB–FGTB, the CCMB–CSC), Liège University,

employed workers and job seekers in the metal manufacturing sector. Technifutur is managed by the trai-

ning institute for the metal manufacturing sector in the provinces of Liège and Luxembourg.

Technifutur does not aim to compete with traditional colleges or existing training and retraining courses

by offering conventional basic training. It caters for very specific needs identified by companies in the 

sector.

CASE 3

“Technifutur”
Training College

Country : Belgium

Level : Enterprise
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Organisation and implementation
Technifutur is financed by ERDF contributions (sectoral funds for the region of Wallonia) and the

European Social Fund. Companies within the sector sending trainees on courses pay a contribution of

0.1% of their total wage bill.

For job seekers, Technifutur offers a long (one-year) training programme leading to a certificate, in res-

ponse to demand from companies in the sector. The programme is adopted by the adult education autho-

rity, which presents it in accordance with the official procedure and determines the level of training.

Relations between the parties and their respective contributions are governed by an agreement. The

adult education authority provides the teachers or recruits them in consultation with Technifutur and

FOREM. The teachers are paid from the adult education budget, while Technifutur covers the operating

costs and FOREM provides grants for the trainees to cover travel expenses and a training allowance of

Bfrs 40/h.

At the end of the course, on the basis of exam results, the adult education authority, in association with

all the partners, issues certificates or official diplomas. Three types of certificate are currently awarded

by Technifutur: maintenance technician, fitter-machinist and apprentice boilermaker.

Technifutur provides follow-up within the company, training is evaluated at the workplace, and the trai-

nee is called upon to apply the skills learnt immediately, under the guidance of a Technifutur instructor.

Result and expectations
The centre awarded 86 certificates to job seekers in 1995.

Also in 1995, Technifutur received 3 456 trainees and provided almost 169 546 hours training.

Technifutur hopes to extend its activities in the near future by creating a second Technifutur centre, in

association with FOREM, specialising in construction techniques in liaison with a research centre in the

region.

3 - CONTEXT

The case with regard to industrial relations
There are two innovative features in this project. The originality of Technifutur lies in its organisational

role and its technical resources. The centre was created through an agreement involving the social 

partners, Liège University and the metal manufacturing sector in the Liège and Luxembourg regions.

The diplomas awarded by Technifutur are of interest to several hundred companies wishing to keep up

with developments in metal manufacturing techniques.

The case with regard to the continuing vocational training
In Belgium, a distinction is made between academic and vocational recognition of diplomas. Academic
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recognition involves approval by a body other than that awarding the certificate of the validity of the lat-

ter to qualify the holder to continue his or her studies within that establishment. Vocational recognition

involves acceptance of a diploma as a condition of access to a job. Technifutur is recognised by the metal-

lurgy sector and the certificates it awards to job seekers carry weight with employers, which is the

exception rather than the rule in the Belgian system generally.

CONTACTS

Case description made by : 

Jean-Marie LUTTRINGER
in cooperation with Virginie BOUTIER

CIRCÉ
74 - 80 rue Roque de Fillol

F - 92800 PUTEAUX
Tel : 33 1 41 45 08 80
Fax : 33 1 41 45 08 76
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Mr Georges CAMPIOLI 
Director of Technifutur
Rue Ernest Solvay 19
B - 4000 LIÈGE 
Tel : 32 041 52 12 32
Fax : 32 041 52 14 08

José VERDIN 
Director of the André Renard Fundation
Place St Paul, 9 - 11
B - 4000 LIÈGE 
Tel : 32 041 21 95 11
Fax : 32 041 22 05 98 
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T H E M E 8

MEANS AND METHODS

Person responsible : Grainne CREGAN

CASE 1
Qualifizierungszentrum Rheinhausen 

Germany

CASE 2
Non-traditional women

Ireland

CASE 3

Inkleuren
Netherlands
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There are two major issues which are driving the rapid

development of new methods of training.  Firstly, the

increasing demand from existing employees at all levels

of the enterprise, as well as from those aspiring to entry

to the labour market, for access to training programmes. 

Secondly, the developments which are constantly taking

place in new technology in communications are providing

an increasing array of options for delivery of training.

With the introduction of these, new means and methods,

often in combination with applications of new technolo-

gy, new possibilities, new challenges and new advantages

have appeared.

The use of Computer Based Training along with distance

learning, open learning and interactive video, for

example, has some interesting advantages :

- it is cost-saving;  employees do not have to go on training

courses elsewhere if the company has its own material,

and more people can be trained in a shorter period of time.

The introduction and further application of new techno-

logies call for vocational training related to new techno-

logies and training in generic skills and knowledge. The

newly required qualifications are not restricted to techni-

cal aspects but also involve areas such as problem sol-

ving, team work etc.

Various European Programmes have played a very

important role in facilitating the advancement of the

concept of open learning throughout the training and

development arena. There are many examples in these

programmes of training institutions collaborating with

industry in the development and dissemination of new

training products, employing a multimedia approach to

programme delivery.

The Leonardo Programme also underlined the importan-

ce of Open and Distance Learning (ODL). ODL

embraces a wide range of learning methods, from tradi-

tional correspondence courses to state-of -the-art interac-

tive computer programmes. Their common feature is that

they allow learning to take place at a variety of locations

and times as opposed to on-the-job learning or conven-

tional training. It is particularly useful in the flexible

labour market where individuals are likely to want to

learn at a time and place of their choosing. Thus, this

method can make a considerable contribution to raising

the levels of education and training in an economy.

The use of multimedia in instruction has revolutionised

training in that the process of learning by the trainee is

significantly enhanced through the combination of video

and text on the computer screen, as well as the provision

of the facility for self assessment.  Computer managed

learning provides the added facility of allowing a tutor to

manage a programme of distance learning through a com-

puter network and of allowing a student to study at times

appropriate to them. Many companies have established

Learning Centres within the company and have develo-

ped work-related computer packages.

The 1994 compendium includes a case. United Kingdom

multimedia Training for TQM (a FORCE Pilot Project)

which illustrates the use of highly innovative training

methods.

Both ODL and Multimedia can be readily integrated with

standard methods of training to provide more flexible and

attractive training solutions.

The increased use of Organisation Development in com-

panies generates new means with regard to location and

timing of training, and in relation to who delivers it. It

THEME 8 : MEANS AND METHODS

Introduction

3Social Dialogue Support System                    on Continuing Vocational Training106



also leads to more involvement of staff in the selection of

the means and methods used.

The National Vocational Qualification system (UK) is a

method of getting accreditation for actual work experien-

ce. European Gas Turbines (1994 Compendium) is a

good example of this.

Examples are also to be found which illustrate a flexible

response by training providers to the needs of employees

who work within the constraints of tight manning levels,

shift work, etc. organising training at times which accom-

modate the needs of both the companyÕs production sche-

dules as well as those of the trainees.

The proliferation of new training methodologies has not

been matched by an increase in evaluation techniques

whereby the effectiveness of training initiatives can be

measured. While much work has in fact been done at the

level of training programme validation, and many

advances are being made in relation to the certification of

training, the wider issue of the measurement of the bene-

fits of the training to the individual and to the organisa-

tion would appear to have been largely ignored. It is

important that we develop systems whereby alternative

forms of training interventions, can be compared in terms

of costs and benefits. It is also important that the overall

effectiveness of a particular training programme can be

assessed in terms of criteria such as improved productivity

and quality, given the contribution which is expected of

training in enhancing the competitiveness of the enterprise.

In this compendium Qualifizierungszentrum, Rhein-

hausen, a German training company, developed a Òlear-

ning group conceptÓ for employees of Krupp Stahl,

where supervisors facilitated small work groups through

an on-the job learning process which very effectively

addressed a knowledge/skills gap.

In Ireland, where the Irish Congress of Trade Unions

developed an initiative to promote employment of

women in non-traditional professions, the initial  promo-

tion was through the public media, unions and employers

associations; this was followed by contact workshops

which identified needs and in turn resulted in training

courses. The result being awareness-raising for all

concerned.

Reference to ÒMeans and MethodsÓ in Joint

Opinions :

On Education and Training (19/06/90)

Point 1, 2, 3, 3A, 4B

On Vocational qualifications and certification 

(13/10/92)

Point I.3,  II.2,  II.3,  III.1.1.2,  III.1.1.4,  IV.6

Annexe 2 :

EUROTECNET objectives 1 and 2

FORCE objectives 2 and 3

COMETT means A and B

On ways of faciliting the broadest possible effective

access to training opportunities (20/12/91)

Point 3, 4, 9, 13, 14, 19

On new technologies, work organisation and adaptability

of the Labour market (10/01/91)

Point 3.1

Concerning training and motivations and information and

consultation (06/03/87)

Points B2, B5

On the contribution of Vocational training in combatting

unemployment and re-absorbing the unemployed into

labour market in the light of the new situation created by

the White Paper (04/09/95)

Point 9

On the future role and actions of the community in the

field of education and training, including the role of the

social partners (28/07/93)

Point 2.5 
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

It is now accepted that standard classroom training is not always the most appro-

priate means of meeting an identified training need. In this case the majority of the

training was carried out on-the-job in an innovative group training/learning process.

2 - CASE DESCRIPTION

Actors involved and participants
Qualifizierungszentrum Rheinhausen GmbH (QZR) was originally the training facility of the Krupp Stahl

AGs Rheinhausen plant, but is now an independent company. It provides training and consulting services

to a range of companies including Krupp Stahl.

QZR worked very closely with both the Personnel Department and the Works Council of Krupp Stahl

(Rheinhausen plant) during the development and implementation of a learning group concept for pro-

duction workers and industrial supervisors.

The Rheinhausen steel workers were particularly affected by rationalisation and change-over measures.

Many staff left the plant. Higher technical requirements in the steel industry and ISO9000 standards

required by the automobile industry highlighted the need for a qualification course concerned with ensu-

ring competence and motivation of employees and quality production in the process itself.

Organisation and implementation
The aim of the training programme was to promote flexibility and mobility of employees, to increase pro-

duct and process quality and to make work organisation more efficient. An end result being the guaran-

tee of a new generation of skilled workers.

Several factors had to be taken into consideration : the target group was not used to learning; the majo-

rity did not have school leaving qualifications; a proportion of foreign workers had language problems.

The initial step was for QZR to train supervisors as moderators (facilitators). They then headed up lear-

ning groups made up of both trained and untrained production workers. There was 3 four day learning

sessions at intervals of 4 to 6 weeks.

At these sessions an aspect of the plant was investigated in detail e.g. Block 1 took an overview of the

entire product production from start to  finish; Block 2 concentrated on quality; while Block 3 dealt with

the requirement for close working relationships between the different manufacturing areas.

The results of these investigations were written up, presented and analysed by the participants. Thus, the

learning groups exchanged their own work experiences and learned from each other. The moderators

and managers provided information as required.

CASE 1

Qualifizierungszen-
trum Rheinhausen 
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The trainers supported the moderators during the process and took part in the learning group discus-

sions at the end of each learning block and discussed the results with the moderators.

The model used was the “Teaching and Learning Organisation Model”, where “The Learning Objective” was :

Getting to know the plant. 

“The Learning Method” was :  Basic information and inspection of the plant.

“Learning Assessment” was:  Presentation and assessment with the moderator.

“The Learning Activity” was:  Gaining an overview, answering basic questions, preparing and discussing in

the team, discussing basic questions with experts.

A total of 180 staff were trained using this method.

Results and expectations
The benefits of this method of learning were :

- The active self learning techniques involved in the investigation process reduced the impediments to

learning.

- Communication between participants led to improved communication skills and increased self esteem.

- In the preparation and assessment phases as well as during the presentations the success of the lear-

ning could be judged by the participants themselves. They had to give considerable thought to their rou-

tine activities in order to make sense of them for others.

- They also felt acknowledged for their work.

- Supervisors gained a new understanding of their roles and improved their role in dealing with other

workers. Their new role as moderator was a new challenge and they felt recognised by being selected

to carry out this role. Their position as supervisors was consolidated rather them being jeopardised.

- A focal point of the course concept was the autonomous organisation of the learning process by the

learning groups.

3 - CONTEXT

The case with regard to industrial relations
In Germany participation and co-determination rights of the Betriebstrat (employee council) are

governed by Industrial Constitution Law which allows them draw up company-level agreements

with management.

In recent years there has been an increase in the number of such agreements, to cater for the the increa-

sing pace of change in the fields of technology, work organisation and industrial structures. 

The case with regard to the continuing vocational training
Collective agreements at sector, company or plant level provide for consultation rights of the Works

Council with regard to the type, extent and performance of Vocational Training measures. This case is

an example of such consultation.
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The NTW Project is an ICTU (Irish Congress of Trade Unions) initiative forming

part of the EC’s Initiative Program. Its aims are to promote the employment of

women, both employed and unemployed, in professions traditionally occupied by

men.

One of the interesting aspects of the Project lies in the decision by its sponsors

to encourage debate amoug both employers and unions. Its methodology combines information, adviso-

ry services, guidance and training.

Another important feature of this Project is the variety of organisations involved : employers’ associa-

tions, employers, training centres, job centres and trade unions.

2. CASE DESCRIPTION

Actors involved and participants
For the design and set-up of the Project, the ICTU created a Project Advisory Group, of which it was

itself a member alongside two employers’ associations - the IBEC (Irish Business and Employers

Confederation) and the Construction Industry Federation - and two official training institutes - the FAS

(Foras Aiseanna Sauthair) and the CERT (Council for Education, Training and Recruitment in the Hotel,

Catering and Tourism Industry).

The Project gave advice and guidance to 1.674 women during a total of 878 hours and training to 905

during a total of 75.5 days.

Organisation and implementation
The NTW Project took place between January 1993 and December 1994 and included a number of acti-

vities aimed at supporting female employment in professions which are traditionally the preserve of

males. Sectors covered included trade, construction, electronics, hotels and catering.

The Project was co-ordinated by a Project Manager who met fortnightly with a Management Committee

(both were chosen by the ICTU) and every three months with the Project Advisory Group. Activities

covered were the following :

- Publicity in the form of leaflets and other literature aimed at employers’ associations, unions and local

media.

- Introductory and contact workshops aimed at debating women’s experience in the working world, dra-

wing up strategies for the creation of an assistance structure and discussing the possibilities and requi-

rements of training.

- Training action on personal development, working conditions, sexual harassment and continuous 

CASE 2

Non-traditional
women
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training options.

- Skills sampling actions, such as basic welding techniques, electronics assembly, building and painting and

decorating.

- Complementary training actions or developement of positive action in the fight against female unem-

ployment and discrimination, health and safety, child-rearing, creation of assistance structures and nego-

tiating capacities.

- An amployers’ conference aimed at debating employer requirement and strategy in the field of training

and improvement of qualifications, equal opportunities and positive action.

Results and expectations

As a result of this Project, the Employers’ Confederation approved a series of measures on employers’

attitudes and decisions likely to favour the development of female employment in non-traditional areas.

Among these recommendations, the most important were :

- Company financing of equal opportunities and positive action programs.

- Inclusion of higher management in the above programs.

- Development of communication, including via transnational partnerships, on female employment in non-

traditional areas.

- Creation of an employers’ organisation favourable to these objectives.

- Reassessment of the physical requirements associated with traditionally non-female jobs.

- Creation of conditions for girls and women to enter academic and vocational training areas traditio-

nally pursued only by men.

- Assessment of the chances of setting up a PME association aimed at evaluating the development of trai-

ning towards these goals.

- The sharing of creches between different companies and the adoption of time management systems at

work which allow men and women to share responsability at home as well as in the workplace.

3 - CONTEXT

The case with regard to industrial relations
The Project’s sponsors believe that it has placed the issue of access of women to non-traditional employ-

ment on the negotiation agenda of both employers and employees.

The Project will therefore have contributed towards changes in the traditionally conflictive way in which unions

approach industrial relations, with their attitudes now more positive and geared towards cooperation.

However, since the industrial relations system in Ireland functions on a voluntary basis, profound changes

in collective work conventions should not be expected.

The case with regard to the continuing vocational training
The issue of female access to non-traditional professions begins right at the start of schooling, since many

educational establishments are girls-only and offer curricula which exclusively or predominantly cover
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traditionally feminine subjects.

As for vocational training, the access of women to non-traditonal training depends on the adoption by

state training institutes of attitudes more suited to training needs and less dependent on the habits and

institutional ways of the trainer.

The Project’s sponsors believe it to have positively influenced such a change, since it succeeded in imple-

menting training initiatives geared to the needs of the women who attended them.

CONTACTS

Case description made by :

António DORNELAS
Trav. Paulo Martins, 42-3°

P - 1300 LISBOA
Tel and Fax : 351 1 363 73 88
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The objective of the Inkleuren project is to integrate women from ethnic mino-

rities into the labour market. The project targets both women seeking employ-

ment for the first time and those reentering the labour market. For this particu-

lar target group a specific method for further training has been developed

enabling the women to get a job within a relatively short space of time working

for public house-building associations. Basically it is a project combining practical experience in the work-

place with theoretical knowledge, hence the term “sandwich” method. The social partners, that is the

two employers’ associations and the trade union responsible for this sector are cooperating in this pro-

ject. Funding is provided by a biparatite fund.The project combines further training for the women par-

ticipating in the project and further training of supervisors from all participating institutions as well as the

organisation of events intended to inform potential new employers from the house-building associations.

2 - CASE DESCRIPTION

Actors involved and participants
The project has been initiated ansd funded by a bipartite fund of the relevant employers’ associations and

the trade union. The employers association (Nationale Woningraad) and the responsible construction

workers’ trade union (Bouw en Houtbond FNV) are represented in the decision-making body. The actual

further training programme is being implemented by the various specialised further training centers for

women in the respective regions of the Netherlands, cooperation with the labour market authorities is

intended, wherever possible. At the respective regional levels close contact is being established with the

local house-building companies.The target group of these further training measures are women from eth-

nic minorities with an average previous professional training in the administrative sector.

Organisation and implementation
The further training programme is implemented by specialised training centers for women, having  lot of

experience in specific target group oriented training and education activities.

The further training programme includes two phases:

• For a period of three months the participants attend training courses three days a week at the further

training centers. The syllabus includes the following modules :

- Introduction into public housing administration

- Information technology

- Dutch

- Administration and management

- Communication and presentation

CASE 3
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The course requires an average previous professional training in administration at MBO level.

• The second part of the programme lasts for five months and focuses on the link between work and

training. The women have either a job for three days a week at one of the house-building companies or

- if possible - work under a training contract at a company. One day a week they attend class at the fur-

ther training center for women. The main focus of these classes is to integrate and discuss the practical

experience at the workplace and to place it in a broader context. 

The central element of this programme is the link between employment and training. For this reason the

preparation of this further training programme requires an analysis of the employment situation in the

housing sector. This programme can only be started if there is a sufficient number of jobs or at least a

minimum availability of traineeships. Therefore cooperation between employers’ associations, trade

unions and those offering employment on a regional level is a vital prerequisite for this project. Each 

institution participating in the project nominates a responsible person who is then prepared for this

assignment by the further training center and who will work as suprervisor throughout the project. The

programme combines therefore in an ideal manner further training of this specific target group with 

further training and involvement of the staff members of the companies who are responsible for the

women participating in the project.

Results and expectations
The objective of this programme is to find employment for the women undergoing further training. For

this reason the further training course does not provide training for a specific profession or a specific

field of work, but rather to prepare the participants for a wide range of professional activities within the

public house-building associations. The close cooperation between employers both at the level of asso-

ciations and federations as well as the level of individual companies on the one hand and trade unions on

the other, as well as the further training centers for women and especially the employment of women

even during their further training period ensures a close correlation between the requirements of the

labour market and further training activities. The fact that an analysis of the employment situation in the

housing sector preceeds the further training activities and that the further training centers are in close

contact with the companies ensures a high success rate.

In view of the specific target group, i. e. women from ethnic minorities, the availability of childcare faci-

lities during the training programme, low cost and the duration of the programme which is compatible

with family obligations of the women participating are important for the success of the programme.

3 - CONTEXT

The case with regard to industrial relations
The case history of “Inkleuren” is an example of how the policy of Dutch trade unions on a sectorial

and/or regional level by means of bipartite agreements may improve the situation, especially for those

3Social Dialogue Support System                    on Continuing Vocational Training115



target groups that so far had only limited access to further training programmes. The programme des-

cribed above is to be considered as part of a trade union policy to promote equal opportunities and a

multicultural society.

The case with regard to the continuing vocational training
In the Netherlands there is no standardised formal system for further training. In some sectors, howe-

ver, there is a collective agreement on the right to further training and appropriate measures have been

taken. From this point of view this particular case may also be considered as part of a policy regulating

further training. It is interesting to note that the link between the innovation of methods in further trai-

ning is being tested in the context of integration of disadvantaged minorities in a specific employment

sector.

CONTACTS 

Case description made by :

Angela PAUL-KOHLHOFF
Technische Hochschule Darmstadt

Hochschulstrafle 1
D - 64289 DARMSTADT
Tel : 49 6151 165106

in cooperation with António DORNELAS
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T H E M E 9

ALLOCATION OF RESOURCES

Person responsible : Jean-Marie LUTTRINGER

CASE 1
Training leading to EDF-GDF (Electricité de France et Gaz de France)

qualifications and co-investment system
France

CASE 2
Financing of the group training programm 
for agricultural cooperatives in Catalonia

Spain

CASE 3

Bildungskonto training account
Austria
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In most European countries, financial responsibility 

for the acquisition of an initial qualification is borne 

principally by the public authorities. Job adaptation and

refresher training, on the other hand, is the responsibility

of the employer.

With regard to the retraining of the unemployed, busi-

nesses, unemployment funds, public authorities and indi-

viduals share financial responsibility.

In the case of a qualification obtained as a result of 

training by an employee, there are several possibilities.

The employee may attend a training course outside 

working hours (evening class, distance learning, unpaid

leave, etc.).

However, the employer may make a financial contribu-

tion in the hope of a Òreturn on investmentÓ where 

the training leads to a qualification and the career plan

coincides with the interests of the company.

It may also be the subject of a Òco-investmentÓ decision

made between the employee and the employer and 

may take various forms: sharing out of working time, 

the training being carried out partly during working

hours, partly outside and/or sharing of the financial cost

between the employer and the employee.

Allocation of resources is one of the subjects included in

the social dialogue. The European social partners deal

with the subject in joint opinions. These concern initial

and continuing training but also cover such varied issues

as information, the labour market, mobility and employ-

ment policies.

Paragraph 5(2) of the Joint Opinion of 19 June 1990

draws attention to the fact that vocational training must

be encouraged depending on the opportunities available

and the nature of the needs to be met by various means,

in particular through the use of tax incentives. In the joint

opinion of 20 December 1991 (III-16), the social partners

request the Commission to undertake a study on existing

or proposed tax incentives in the Member States which

might supplement all the measures proposed by covering

all or part of the training costs.

In this context, the guidelines for action of the White

Paper on ÒTeaching and learning: towards the knowled-

ge-based societyÓ suggest that investment in skills should

be considered a prime factor in competitiveness and

employability. The White Paper recommends in particu-

lar the development of Òtraining fund schemesÓ devised

for those who wish to update their knowledge or re-

embark upon training. Finally, it wishes to ensure that

training is generally perceived as investment and not as

operating expenditure.

Observation of national practices reveals that financing

procedures can be classified into several categories:

mixed joint funding allocated to unemployment and the

training of employees, joint funding allocated only to the

training of employees, financed either by contributions

from companies or by contributions from employers and

employees; finally, training fund schemes financed sole-

ly by employees' contributions. The State often contri-

butes to the various funds.

In Austria a training fund scheme for employees was

launched in the province of Upper Austria in 1994.

Employees may request reimbursement of up to 50% of

their expenses for a period of five years (cf.

Bildungskonto Case). Similar arrangements are currently

under discussion in other Austrian provinces.

THEME 9 : ALLOCATION OF RESOURCES

Introduction
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In Denmark, the Law of 1 January 1994 introduced

employee participation in training via a ÒtaxÓ equivalent

to 5% of their salary.

In Germany, training is financed primarily by companies.

The Federal Institution of Labour finances retraining for

job-seekers and employees.

In Belgium, the social partners are involved in the mana-

gement of joint sectoral funds in the construction, ban-

king and metalworking industries.

In Spain, there is a legal obligation to contribute to voca-

tional training (0.6% from the employer, 0.1% from the

employee). Contributions are paid to INEM, the National

Employment Institute.

In France, companies are obliged to contribute financial-

ly towards the training of their employees (1.5% of the

wage bill). The State may assist companies through the

National Employment Fund (restructuring of companies).

A proportion of the contributions from companies is

administered in joint funds created by collective agree-

ment at sectoral level or at regional multisectoral level

(cf. Compendium 1994, Case 1: Training insurance fund

in the building sector in France: GFC-BTP). In France,

co-investment is the term used by the social partners to

describe training measures which are carried out partly

outside working hours while being included in the com-

pany's training scheme. Case 1 - training leading to qua-

lifications at EDF-GDF - of the current Compendium is

an example of this.

In Greece, the General Collective Agreement of 1988

introduced a deduction of 0.20% from the wages of all

employees to be paid to the National Employment

Institute (OAED). The establishment of joint funds is

being studied.

In Ireland, most training is financed by companies. In the

production, building and automobile engineering sectors,

companies must pay a contribution of 0.1% of the wage bill.

In Italy, vocational training is financed by the State, the

regions, contributions from enterprises (contribution of

0.30% of wage costs), co-financing by the beneficiaries.

Joint funds are envisaged.

In Luxembourg, companies finance the training of their

employees. The public authorities finance retraining and

further training, general training, training initiatives 

taken by professional associations (co-administered) in

enterprise management. The principle of co-investment

in training is currently the subject of debate (cf.

Compendium 1994, Case 3: Co-investment in training in

Luxembourg).

In the Netherlands, companies finance the training of

their employees partially with the aid of joint sectoral

funds (cf. Compendium 1994, Case 2: Funds to develop

training in the metalworking and electronics industries in

the Netherlands). The State finances training for the

unemployed and grants subsidies and financial assistance

to companies and employees.

In Portugal, enterprises finance continuing training and

the State finances initial training. Employers and workers

contribute to the overall funding of the training system

through payment of the Single Social Tax.

In the United Kingdom, enterprises finance most of the

training for their employees directly. The State contri-

butes to the cost of training for the long-term unem-

ployed, people experiencing difficulties, new categories

of job-seekers, young people entering the labour market.

Careers Development Loans have financed training at

local level.

Given this wide variety of situations, it is proposed to

examine the following financing arrangements in more

detail :

- Case 1 : Training leading to a qualification at EDF-GDF

and the co-investment formula in France.

- Case 2 : Financing of the group training plan for agri-

cultural cooperatives in Catalonia, Spain.

- Case  3 : Training fund scheme in Austria (Bildungskonto).
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

Two major French public companies, Electricité de France and Gaz de France,

encourage, as part of their training policy, individual initiatives by employees who

are prepared to undertake training largely outside working hours to increase their

own potential and upgrade their vocational qualifications.

An internal circular of 27 June 1995 established training courses leading to 

qualifications enabling operatives and supervisors who so wished to work, on their own initative and

irrespective of hierarchical status, for a diploma in a technical, technological or vocational subject or a

general baccalaureate.

This circular is an example of “co-investment” by the employee and the employer. The term co-invest-

ment was coined by the social partners to define training activities undertaken partly outside working

hours while being covered by the company's training plan.

It can take various forms: partially within, partially ouside working hours, and/or sharing of the cost by

the employer and the employee.

2 - CASE DESCRIPTION

Actors involved and participants
The main actors are the social partners within EDF–GDF, management and staff. On-going or envisaged

training in the various skill groups is discussed by the secondary staff committee in connection with the

company training plan. The committee is subsequently informed of the number and nature of the courses

and the results obtained.

To be eligible for such training, the employee must meet the criteria established by the training body, i.e.

he or she must be a permanent employee and have completed at least two years actual service with the

EDF–GDF, and undertake to remain with the company for three years from the date on which the diplo-

ma is obtained.

Organisation and implementation
All training applications meeting the criteria pertaining to the staff member, the training and the training

bodies are accepted. In the case of exceptional requirements, the application may be the subject of a

report.

Staff taking up such training courses are given 250 paid hours training leave per year or a “time bonus”

to enable them, where necessary, to prepare work for courses which take place outside normal working

hours and to participate in seminars in connection with distance learning courses. The 250-hour time

CASE 1
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3Social Dialogue Support System                    on Continuing Vocational Training120

THEME 9 :
ALLOCATION OF RESOURCES



bonus is a minimum open to negotiation between the employee and the management.

The rest of the training takes place outside normal working hours in the form of courses organised by

educational establisments (day or evening courses) or distance learning (mainly correspondence courses).

The EDF–GDF departments provide staff with information and help in choosing a diploma of real voca-

tional value which offers high quality training. Such guidance generally takes the form of a pre-course

interview during which the employee's aptitudes and skills are considered in relation to the envisaged

training, for which purpose self-assessment facilities may be provided.

The training fees are reimbursed by the employer, on condition that the employee concerned chooses a

training body offering good value for money in comparison with other bodies providing similar training.

Results and expectations
Financial incentives have been introduced by the EDF–GDF in the form of a Bfrs 25 000 bonus for obtai-

ning a diploma of a higher level than that held when commencing the course of study, and a Bfrs 7 500

bonus for obtaining a diploma of the same group.

Completion of such training does not automatically qualify the employee for promotion, but heads of unit are

expected to take such initiatives and additional knowledge and skills acquired by staff into account when they

apply for vacant posts. There is no automatic recognition of additional skills acquired through training, except

in that the employee concerned can make use of those skills at any time to apply for a vacant post within the

company. The results to date are currently being evaluated and will probably be available by the end of 1996.

3 - CONTEXT 

The case with regard to industrial relations
The co-investment arrangements are provided for by the law of 31 December 1991 which incorporates

the provisions on co-investment set out in Article 70–7 of the national multi-sectoral agreement of 3 July

1991, defined as “specific provisions on training leading to diplomas or qualifications undertaken as part

of the company training plan”. The Article specifies that such training must be of at least 300 hours' dura-

tion and that, where there is no company agreement, the co-investment arrangements must be presen-

ted to the works council at one of the two obligatory meetings.

The case with regard to the continuing vocational training
Use of the co-investment formula enables the company to build up a contractual training programme

with an employee and reduce the costs incurred by the duration of the training. The system is catching

on in large French companies which, like EDF–GDF, are setting up long training courses qualifying staff in

the skills needed by the company.
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

In December 1992 two employers organisations, the CEOE and the CEPYME, and

two trade union confederations, the CC.OO and the UGT, signed a National

Agreement on continuing training (the CIG signed up to the agreement subse-

quently), which the state underwrote in a tripartite agreement. This agreement

has significantly changed the arrangements for funding continuing training in Spain.

By setting up the Foundation for Continuing Training - the FORCEM - the social

partners which signed the national agreement have provided enterprises and their

employees with a flexible, jointly-administered funding system.

The aim of this system is quickly to enhance training in Spanish enterprises through the use of four types

of training programme : training programmes in enterprises (employing more than 200 employees), group

training programmes, cross-sectoral training programmes and individual educational leave.

In 1995 the Federation of Agricultural Cooperatives of Catalonia (FCAC), which represents 430 coope-

ratives in the region in all forms of agriculture - wine, cereals, milk, rice, fruit, rearing of livestock, etc. -

took up the option of receiving funding from the FORCEM via the system of group training programmes.

The system specifically covers SMEs. The promoters should be either employers’ organisations, trade

union organisations or organisations representing the social economy sector.

The group training programme system covers the following type of agricultural cooperatives in Catalonia :

- those with very localised operations and a small work force (over 80 % of the firms have less than 25

employees);

- those with very little vocational training provision owing to dispersion, isolation, lack of motivation or

lack of financial resources. 

Funds are provided by the FORCEM for setting up a training programme for a network of small and

medium-sized cooperatives. It is an example of the new system for organising training which the Spanish

social partners have set up.

2 - CASE DESCRIPTION

Actors involved and participants
The aim of the group training programmes is to allow SMEs joint access to the FORCEM’s funds.

A group training programme is organised by a promoter. The requirement is to bring together enter-

prises which together employ at least 200 people.

The promoter submits the training project and the application for funding to one of the 38 sectoral joint

committees of the FORCEM, which considers and gives its verdict on the application.

The social partners are involved in the project at two levels. In enterprises with workers’ representatives

the latter are consulted and countersign the application for participation in the programme. At national

level the social partners are involved via the food industry joint committee.

The main players are the FCAC  the promoter- the 172 cooperatives involved in the training program-

me, the FORCEM’s “food industry” joint committee and 1025 employees, i.e. 26% of the total work force
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in this groups of enterprises.

Organisation and implementation
In accordance with the procedures laid down in the National Agreement, the application is based on a

precise evaluation of the situation and the prospects in the sector, the drafting of guidelines on qualifica-

tions and content of training, and the involvement of employers and workers representatives (where the

size of the company allows for such representation).

This application has also taken into account the priorities established by the joint committee with regard

to the people involved, qualifications and training needs.

The FORCEM is financed by the vocational training contribution paid to the Social Security department

by enterprises and workers. The current payment is 0.7%, based on occupational accidents and illnesses.

The funds are divided into 2 parts : one for training of job seekers and the other for training of

employees.

In 1995 0.45% was allocated to job seekers and 0.25% to employees. The allocation has regularly been

adjusted in favour of employees since 1993. The Social Security department is responsible for collecting

these funds. Each year the INEM transfers the “employees” funds to the FORCEM.

The FCAC has based its application to the FORCEM on 14 training themes, for 43 millions of Pesetas

approximately. The budget is slightly lower than the contribution made by the group of enterprises

concerned. The budget is submitted to the promoter. An initial payment of 50% of the total budget is to

be made once it is approved.

The promoter, the FCAC, will receive assistance from various training centres in drawing up a program-

me covering the different themes in the training plan. The programme will then be offered to the 172

cooperatives in the group.

The promoter, the FCAC, will handle some of the human resources questions involved (planning of trai-

ning, helping staff with adaptation, forward-looking employment management) on behalf of the SME

cooperatives, which are unable to handle such work on their own.

In accordance with the principles of the FORCEM all educational costs will be met, i.e. the cooperatives

will receive the various courses for free. Travel expenses will be covered where the group programme

requires meetings to be held between different enterprises. Expenses related to participants’ salaries are

to be borne by the enterprises; such costs cannot be met by the Foundation.

The cooperatives in the group may ask for a “cross-enterprise” course to be organised on one of the

approved themes as long as a sufficient number of employees are interested. The same financial terms

apply. Enterprises may not claim special treatment based on the level of their contribution. All the money

is put in a mutual fund. The principle applying at national level also applies within the group of coopera-

tives concerned.

A technical committee chaired by the FCAC is in charge of monitoring the project, in particular its finan-

cial aspects. The committee may decide to moderate certain requests, e.g. if too many requests are recei-

ved from the largest cooperatives.   
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Results and expectations
The creation of the FORCEM and the instrument of group training programmes has enabled the FCAC

to provide information to and establish contacts with the agricultural cooperatives in Catalonia. This

work has brought more than 40% of the cooperatives in the region together behind a genuinely collec-

tive training project. The case study shows how a structure for funding training, which the social part-

ners clearly wanted, can help push forward high-quality vocational training. One particular sector has

appreciated the importance of continuing training. The number of employees from cooperatives partici-

pating in a training course has doubled in one year. Individual SMEs are developing an interest in training.

3 - CONTEXT

The case with regard to industrial relations
Investment in continuing training is still too low in Spain. The Agreement on training leading to the crea-

tion of the FORCEM is a very important achievement by the social partners and a sign that the leading

players in Spanish society are aware that training needs to be made a priority.

The case with regard to the continuing vocational training
This case introduces a new means of organising vocational training, which is a novelty in Spain since it

provides for joint responsibility of employers and workers for the planning and organisation of training. 

CONTACTS

Case description made by :

Jean-Marie LUTTRINGER
in cooperation with Yves MONTEILLET

CIRCE
74 - 80 rue Roque de Fillol

F - 92800 PUTEAUX
Tel : 33 1 41 45 08 80 
Fax : 33 1 41 45 08 76
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The training account system is part of an employees promotion programme laun-

ched by the provincial government in cooperation with the social partners in the

autumn 1994 in the province of Upper Austria. The annual budget is 27 M. ATS.

Employees are entitled to apply for a 50 percent reimbursement of expenditure

on vocational oriented training within a maximum of 20.000 ATS within a 5 years

period from 1st October 1994 to 31st December 1999.

Training often takes place in evening courses. Leave for day-time training may be obtained by individual

arrangement.

This case represents an interesting alternative to the various methods of financing continuing vocational

training throughout the european community.

2 - CASE DESCRIPTION

Actors involved and participants
The principal actors are the provincal government and the social partners at regional level. 

The opportunity is given to all employees, living or working in the province, with the exception of

employees who are qualified to start academic studies. Also excluded are persons without employment,

as they are covered by measures from the Arbeits-marktservice (AMS). An original age limit of 25 years of

age has been removed.

Organisation and implementation
The Bildungskonto is a personal education and training account system promoting vocational oriented

training for men and women.

The conditions for application are set out in guidelines appendixed to the law (Richtlinien für die

Arbeitnehmer(innen)-Förderung durch ein Bildungskonto des Landes OberÖsterreich) : the employee must

either have a documented vocational qualification from a technical or commercial school or wish to

obtain one. Hobby - and health courses are explicitly excluded.

Up to 50 % of the cost of courses, seminars, diplomas from  university or “masterschool” etc. may be

covered. It may be continuing vocational training or re-training (excepting certain types of re-training

already supported by the ministry of labour).

There are two types of Bildungskonto :

- Allgemeine (general) Bildungskonto with maximum reimbursement of 10.000 ATS, where the training must

be useful to working life or personal development. It must give qualifications or serve as a prerequisite

for getting higher qualifications. 

As a rule, the training providers must be members of The Adult Education Forum in Upper Austria (OÖ-

EB-Forum). Exception to this rule may occur, if the desired course is not on offer within reasonable 

CASE 3

Bildungskonto
(Training account)

Country : Austria

Level : Regional
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distance of the home or workplace of the applicant.

Participants costs must exceed 2.000 ATS, and the institution must confirm a 75 percent attendance at

the course by the applicant.

- Speziellen (special) Bildungskonto with maximum reimbursement of 20.000 ATS. This type of training

account aims at more formal qualifications with diplomas or at training leading up to such (meisterprü-

fung or similar). The applicant must obtain the diploma or pass the appropriate exam.

The provincial government may include other target groups or training measures under the special

account system, if it - in consultation with the social partners - finds this necessary.

Expenses ( participation fees) may be covered in the general system, whereas these, but also instruments,

books, and in special cases costs of living may be covered under the special system, with an additional

15.000 ATS p.a. in three years.   

Applicants may contact the provincial government in Linz  or the chambers to get the application forms.

Application for reimbursement must be sent in to the provincial government at the latest three months

after the training has been completed. 

Requested documentation must be provided, and the money must be paid back in full, if spent contrary

to the intention, or if incomplete or false information is wilfully given by the applicant.  

Results and expectations
In 1994, about 6000 applied for support and 4500 applications were granted. It is estimated that the two

types of Bildungskonto are equally represented. It is likewise estimated that about 60 % of the applicants

are men and 40 % are women. The Bildungskonto was originally intended to last till the end of 1995, but

it has already been extended till the end of 1999. 

At present, Bildungskonto exists only in Upper Austria, but similar arrangements are discussed in Styria

and Tirol and the federal Council for Economic and Social Affairs is working on a report about the need

for improving the qualification standards of the Austrian workforce. The Council will probably recom-

mend this initiative, which mirrors a general need in a sharpened competitive situation.

3 - CONTEXT 

The case with regard to industrial relations
Betriebsräte ( works councils) may or may not be involved, if the employee is seeking leave for training. It

is possible to get one months training leave without pay, without affecting the social security coverage.

Leave must be obtained individually.

The social partners were involved in the formulation of the proposal and in the criteria for its use, they

monitor developments and may propose changes if needed. 
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The case with regard to the continuing vocational training
As a rule, participants must choose training at institutions which are members of the OÖ-EB-Forum,

which encompass training institutions recognized by the state to give training and certificates to

employees, but which is dominated by the training institutions founded by the chambers of both of the

social partners : WIFI (Wirtschaftsförderungsinstitute der Wirtschaftskammern) and BFI

(Berufsförderungsinstitute der Arbeiterkammern). The latter two stand for by far the largest part of conti-

nuing vocational training of adults in Austria already.

CONTACTS

Case description made by :

Margit HURUP GROVE
Kongensvej 7

DK - 9560 HADSUND
Tel and Fax : 45 98 58 86 22
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Political decision-makers and the social partners are atta-

ching increasing importance to education and training

policies and, in this context, to the development of new

solutions to individual requirements in the field of

training.

Various factors are encouraging this trend.

Firstly, European businesses are facing increasing 

competition as a result of the internationalisation of the

economy and the transition to an information society.

However, strategies which tend to increase the competiti-

veness of businesses and adapt our societies to the

processes of change taking place often lead to a further

increase in unemployment and the risks of marginalisa-

tion and social exclusion of some European citizens.

Against this background, increasing importance has 

been given in recent years to the coordination of policies

designed to increase growth, competitiveness and

employment, placing active employment policies at the

centre of the current debate on these problems.

The particular importance placed on education and 

training policies has encouraged the development of

improved training models and techniques which attempt

to ensure better coordination of the interests and require-

ments of businesses and employees.

In the case of businesses, the development of the techni-

cal skills of employees, while still very important, has

been inadequate at a time when market trends are highly

unpredictable and variable, which means that they have

to deal with increasingly complex situations.

Faced with the need to respond rapidly to market fluctua-

tions, to improve quality and manufacture new products,

firms must make increasing use of the possibilities 

offered by technological innovation and the adaptation of

organisational structures, which is incompatible with a

restrictive approach to qualification and training.

For individuals, there is of course substantial develop-

ment of training systems which pay more attention 

to individual requirements.

Firstly, this development is linked directly to the indivi-

dualÕs capacity for employment, i.e. as individuals, they

find employment compatible with their interests or they

adapt to their changing employment situation. Secondly,

this development of training systems conditions the pro-

cesses of individual and professional development, social

integration and the definition of social status.

Thus, as the European social partners have stated, the

development of vocational training is necessary for social

cohesion, either from the point of view of the personal

development of individuals or with regard to improving

the competitiveness of firms.

The planning and implementation of new responses to

individual needs offered by training systems is linked to

the planning and adaptation of training programmes with

regard to the specific requirements of the various target

groups, but also to the question of access to training and

to the problems of recognition and transferability of the

skills acquired in the firm or outside.

The search for new responses to individual needs is for

all these reasons linked to the possibility of developing

more demanding methods of training which provide

more scope for basic knowledge and personal skills for

communicating, taking initiatives and working in a team.

Consequently, the capacity to find new responses to indi-

THEME 10 : NEW RESPONSES 
TO INDIVIDUAL NEEDS

Introduction
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vidual needs is very important for the creation and deve-

lopment of training systems throughout working life and

for an effective second chance in the field of education

and training.

For these reasons, the European social partners have

stressed the importance they give to various matters

directly related to the need to find new responses to indi-

vidual needs.

In order to encourage the consideration of individual

needs and interests in the context of increasing differen-

tiation between types of employment and labour, social

legislation, the social dialogue and collective bargaining

comprise various approaches, including the following :

- consideration of individual needs and interests internal-

ly within the enterprise ;

- the development at different levels of specific training

programmes and activities for specific groups ;

- establishment of an individual right to training, time off

or leave for training granted by companies and supple-

mented by grants from the public authorities.

With regard to the right to training, an individualÕs right

to training derives from ILO Convention 140. It is also

included in the legislation of some countries and is part

of contractual agreements in others. It is appropriate to

mention the French system as an example of contractual

organisation of the individualÕs right to continuing trai-

ning, where the individual has the right to paid leave for

training, in combination with another type of leave for

the individual assessment of skills.

As far as the direct consideration of individual interests in

continuing training in association with the firm are

concerned, the social partners in numerous countries

have introduced various innovative solutions.

One example of such good practices is Denmark, where

a job rotation system was introduced which facilitated

workersÕ access to training and, at the same time, made it

possible to integrate persons looking for work in the wor-

king environment, giving them an additional opportunity

for social integration and occupational improvement.

The other examples come from three other Member

States :

- the Belgian case is an example of a decision taken by

the social partners within the context of a multisectoral

agreement, granting resources to promote womenÕs

employment by improving child care facilities. In the

case examined, the resources were used at local level to

train workers for new jobs, bringing about the desired

effect ;

- in Italy, a training programme designed by a joint trai-

ning body set up by the social partners, in which the

necessary language training and motivation of emigrants

from non-Community countries are coordinated in a spe-

cific method of training ;

- The Greek case illustrates the desire of the social part-

ners to find adapted solutions within a given professional

sector (banking sector) through collective negotiation ;

- The Swedish case shows how the social partners in the

building sector have jointly created a real reinsertion

company, combining work and training for salaried wor-

kers threatened with exclusion from the work market in

this sector.

References to ÒNew responses to individual

needsÓ in Joint Opinions :

- Improving coordination between the school system and

systems of initial and continuing training (Joint Opinions

on ÒBasic education, initial training and vocational trai-

ning for adultsÓ (19 June 1990) and on ÒThe transition

from school to working and professional lifeÓ (5 April

1991) ;

- Development of broad-based training schemes, not

strictly limited to the workstation (Joint Opinion on

ÒMethods of granting effective access or the broadest

possible access to training Ò (20 December 1991) ;

- Specific needs of women (Joint Opinion on ÒWomen and

TrainingÓ (3 December 1993) ;

- Specific needs of groups at risk of social exclusion

(Joint Opinion on ÒBasic instruction, initial training,
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vocational training and training for adultsÓ (19 June

1990) ;

- Making individuals, firms and the public authorities res-

ponsible for the development of training systems throu-

ghout working life (Joint Opinion on Òthe actions and the

role of the Community in the fields of education and trai-

ning, taking into account the role of the social partnersÓ

(24 October 1994).
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

One of the conditions of the 1992 multisectoral agreement in the field of employ-

ment promotion measures was that companies should contribute a percentage of

their wage bill for 1993 and 1994 to finance employment promotion initiatives.

The case described here is is a training project carried out by the Charleroi regional employment office

(Mission Régionale pour l'Insertion et l'Emploi à Charleroi - MIREC) intended to create a new occupational

profile which will enable women in long-term unemployment to gain access to the labour market.

The MIREC initiative is particularly interesting in that it demonstrates that creating the right conditions for the

development of training programmes catering for individual needs can have a positive impact on employment

on two counts – extending the daily and annual availability of publicly-run child care facilities on the one hand

makes it easier for the mothers of the children concerned to find employment, and on the other provides

work for unemployed women whose qualifications would otherwise be inadequate.

2.CASE DESCRIPTION

Actors involved and participants
At national level, this project involved all the social partners who signed the 1993 and 1994 multisecto-

ral agreement and the opinion of the National Labour Council setting up specific guidelines on measures

to improve women's position on the labour market by improving child care facilities.

The bodies involved at regional level were the trade union (CSC and FGTB) and employers' (UWE)

representatives on the sub-regional employment committee, FOREM and the public social welfare centre,

also party to the dialogue arrangements.

The training programme for child-minders (“Surveillantes animatrices”) was designed and implemented by

MIREC, responsible for placement in Charleroi, with the help of a supporting committee comprising

representatives of the town of Charleroi, FUNOC and FOREM.

Fifteen women in long-term unemployment took part in the programme, all of whom held a nursery

nurse certificate (“Brevet de Puéricultrice” - minimum of 12 years' education) or experience as daily help

(“Aide à la Vie Journalière”).

Organisation and implementation
Under the 1993 and 1994 multisectoral agreement, employers had to contribute between 0.25% and

0.3% of their total wage bill to subsidise employment promotion projects.

Two subsequent Opinions of the National Labour Council further recommended that 0.05% of the wage

bill should go to finance child-minding initiatives, and the government was also requested to contribute

Bfrs 1 000 million to this objective.

CASE 1

Child care facilities

Country : Belgium

Level : National, multi-
sectoral and regional
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According to the recommendations made by the social partners, projects financed on the basis of these

decisions should meet the following criteria:

- cater specifically for local employment needs as identified by surveys carried out by the sub-regional

employment committees;

- include training as far as possible, particularly in the fields of teaching and health and safety;

- have the approval of the social partners represented in the sub-regional employment committees.

In the wake of these decisions, a round table was held in Charleroi to assess the potential and needs of

the local employment market, as a result of which fifteen different projects were implemented.

The MIREC project had the agreement of the social partners throughout its development and realisation.

The aim of the project was to match supply and demand on the local employment market through the

development of a training programme.

On the supply side, the need for local authority run child reception facilities to open longer hours was iden-

tified, particularly in the most disadvantaged districts, to take children earlier or later in the day than usual,

and for these services to stay open during the school holidays. There was also room for improvement in the

quality of the service, which meant making vocational qualification requirements more stringent.

On the demand side, MIREC presented the project to 120 people who either held a nursery nurse diplo-

ma or had experience as daily helps. Of these, 15 women in long-term unemployment were selected for

training, there being 20 available vacancies.

Results and expectations

From March 1995, the 15 women concerned followed short (three-month) training courses organised

by FUNOC (training for Charleroi Open University). The training objectives, defined in conjunction with

the potential employer, were:

- familiarity with the socio-economic background;

- methods and instruments for organising play and educational activities;

- updating of basic knowledge;

- child development activities (psychology and communication);

- motivation to take up the proposed post immediately.

The programme comprised 150 hours teaching and 120 hours practical work.

After starting work, the qualified child-minders asked for and obtained supplementary training totalling

64 hours, which was carried out during working time.

The effectiveness of the initiative is demonstrated by the fact that 14 of the 15 trainees took and kept

the job on offer, while there was a very high turnover in the five other vacant posts taken by persons

who had not undergone this training.
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3 - CONTEXT

The case with regard to industrial relations
This example highlights the role of the Belgian social partners and industrial relations system in establi-

shing priorities, finding financial resources and monitoring application of decisions intended to tackle the

challenges the labour market presents for vulnerable groups.

It also demonstrates that the Belgian social partners consider training a priority instrument of active

employment policy.

The case with regard to the continuing vocational training
This example illustrates the advantages in terms of both employment and qualifications, of developing training

programmes geared to the needs of employers and employees, and highlights the value of this option.

It also demonstrates the value of stringent but flexible arrangements to ensure that local potential and

needs are taken into account when implementing objectives defined at national level.

CONTACTS 

Case description made by :

António DORNELAS
Travessa Paulo Martins, 42-3º

P - 1300 LISBOA
Tel and Fax :  351 1 363 73 88
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

The increase in the number of immigrants from non-Community countries resul-

ted in their concentration in certain regions and economic sectors, including

construction, civil engineering and public works. As a result, the social partners

in this sector decided to set up a joint vocational training structure, FORMEDIL,

to provide training specifically designed to help such workers of non-Community

origin enter the regular labour market.

In this particular training model, teaching of the Italian language is used as the vehicle for imparting the

fundamental concepts essential for the success of specialised vocational training.

The project enabled appropriate training materials for both instructors and trainees to be developed and

the results of the experiment to be analysed, revealing considerable potential for application both in the

design by FORMEDIL of other training programmes  for Italian workers and in the participation by this

joint training body in cooperation at Community level.

2 - CASE DESCRIPTION

Actors involved and participants
FORMEDIL (Ente nazionale per la formazione e l'addestramento professionale nell' edilizia) is a joint

vocational training structure which was set up via collective agreement in the construction and public

works sector, signed by the ANCE (Associazione nazionale costrutori edili) Intersind and the national

workers' federations FENEAL UIL, FILCA CISL and FILLEA CGIL.

This body coordinates a network of 97 training centres (Scuole edili) in 19 Italian regions. Its human

resources include 500 permanent staff, 35% of whom are teachers, and 800 external teaching staff.

The 92 training projects for migrant workers from non-Community countries between 1990 and 1992

involved 22 Scuole edili and around 1 500 trainees, who were selected according to pre-established cri-

teria based on their language knowledge, general training and specialised vocational training.

Organisation and implementation
The project was in three phases :

- general identification of training needs: quantitative and qualitative aspects of supply and demand;

- identification, planning and development of training materials: identification of the target group and 

training methods, assessment of needs in terms of cultural familiarisation and vocational training, 

development of teaching materials;

- design of specific models: design of structured vocational courses and materials management instru-

ments, training of the instructors appointed.

CASE 2

Training for nationals
of non-Community
countries

Country : Italy

Level : Sector
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After the initial test, FORMEDIL implemented training projects of varying duration.

Results and expectations
The project resulted in the development of integrated training modules and actual training projects based on

those modules, involving 11.5% of the migrants of non-Community origin registered with the Cassa Edile.

The basic language teaching modules were designed for use either in conventional classroom teaching or

distance learning courses and comprise:

- A basic text with step-by-step introduction of specialised terminology, communication skills and ico-

nographic messages of increasing complexity. The vocational content is transmitted on the basis of a basic

conceptual plan including the space/time aspects, measuring systems, geometry, and content specifically

related to civil engineering/construction. The material is presented in a logical sequence based on these

concepts (instruments - materials - functions) culminating in concrete examples of work situations on

construction sites. A strong safety at work element was deliberately included.

- An instructor's guide presenting the structure of the course and instructions on the teaching aspects;

- An iconographic atlas presenting the key terminology from the course in conjunction with pictorial

representation;

- An advisory booklet on occupational risks.

These materials were designed with a view to the future production of audio-visual materials appropria-

te for distance learning.

The duration of training based on these materials varied between 120 and over 800 hours and included

classroom, laboratory and on-site instruction.

The trainees were predominantly young job seekers (aged up to 25) although there were a significant

number of participants over 25, some of them already in employment. Qualifications covered by the

training included operative (operaio commune) skilled operative (operaio qualificato polivalente) and

certain specialised vocational skills.

FORMEDIL has so far distributed around 200 000 copies of the training material on safety at work for

use in distance learning.

The training materials developed by this project are currently being used by FORMEDIL in the coopera-

tive networks of training centres in the civil engineering sector in which it has participated in the past

(PETRA and FORCE programmes) or is participating at present (LEONARDO).

3 - CONTEXT

The case with industrial relations
In the early 90s there was a wave of immigration into Italy, much of it illegal, with particularly heavy

concentrations in sectors such as agriculture and civil engineering, and in regions such as Bologna, Genoa,

Milan, Modena, Parma, Rome, Turin and other northern and central areas.

In a significant number of cases, integration into the labour market took the form of undeclared work,
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which caused considerable problems in the regular labour market.

The move by the Italian social partners in asking FORMEDIL to develop this project was therefore

prompted by recognition of the benefits for both sides of facilitating access for workers of non-

Community origin into the regular labour market, which would also help solve the labour shortage in

this sector in certain Italian regions.

The case with regard to the continuing vocational training
The project enabled training methods to be developed which could be adapted to other disadvantaged

social groups within and outside Italy and gave rise to a tripartite debate resulting in proposals to make

changes to the “150 hour” institute (cf. “Italy” information sheet), through cooperation between the

vocational training establishments and the public education system and based on the needs of this target

group and the potential offered by educational establishments in the public sector.

The project thereby demonstrates the capacity identified by the social partners in Italy to develop inno-

vative training methods capable of finding new ways of meeting individual needs.

CONTACTS 

Case description made by :

António DORNELAS
Trav. Paulo Martins, 42-3º

P - 1300 LISBOA
Tel and Fax : 351 1 363 73 88
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1 - OUTLINE OF THE CASE - RELATION TO THE THEME

Construction work is hard work and the exclusion of building workers from the

labour market is considerable. The main cause of exclusion is damage to arms,

legs and shoulders caused by wear, but exclusion due to social-medical factors

is also high. 

This marginalization has many negative consequences, primarily for the individual, but also for the sector

which gets a bad name, making recruitment more difficult. Marginalization and early retirement are also

very costly for the economy.

In recent years, marginalization problems have been tackled in different ways. Firstly by pure work-envi-

ronment measures aimed at preventing the wear. Labour market legislation and other measures have

been introduced to ensure longer periods of notice for older and disabled workers in order to keep them

in production, despite reduced working capacity. "Adaptation groups" have been set up in companies to

find lighter and more suitable tasks for workers who can no longer function in a production team on a

building site. This is, however, not always easy in the varying work places of construction industry , each

with its own prerequisites.

Since the end of the 1980's, a special organization in the construction sector has been working to take

care of disabled building workers and, if possible return them to normal production. Construction com-

panies in Sweden have jointly (on the basis of an agreement between the social partners) formed a com-

pany, Galaxen, with the task of creating employment and rehabilitation for disabled building workers. 

When workers can no longer play their role in normal production because of physical or social -medical

disablement, it is their employers'duty to try to find other suitable work for them in the company. If this

is not possible, a county-wide construction industry adaptation group is contracted. These adaptation

groups are composed of representatives of employers, employees, the occupational health service and

the local employment service.

The aim of the adaptation group is to find a suitable solution for the worker in question. This could be

retraining for another occupation, less strenous physical work and finally, if no other solution can be

found, early retirement.

A rehabilitation plan, which is conceived for each individual working for Galaxen, is the answer to indi-

vidual needs giving a collective answer from all the actors of a profession. Vocational training is part of

this rehabilitation plan. Its aim is adaptation to existing jobs or reconversion towards new jobs in the buil-

ding sector or in other sectors. 

CASE 3

Galaxen

Country : Sweden

Level : Sectoral
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2 . CASE DESCRIPTION

Actors involved and participants

Galaxen is composed of a company, LGB, and of 24 subsidiaries, one in each county. LGB is owned by

the five largest construction companies in Sweden. The practical work is carried out by county compa-

nies, which are jointly owned by LGB and the local construction companies. LGB employs the disabled

workers, but "lends" them to a construction site of the local construction companies which are part-

owners of Galaxen. 

Organisation and implementation 

The disabled worker will do building work and at the same time, be rehabilitated. This is where the pre-

viously prepared rehabilitation plan comes in. It could be a question of avoiding certain jobs, of getting

regular physiotherapy, of getting special equipment or aids to facilitate the work, and so on. Site super-

visors are the company's while the responsability for rehabilitation lies with Galaxen staff, in cooperation

with the adaptation group. Companies running Galaxen sites receive government grants representing

about 50% of the disabled workers' wages. The sites are selected from the companies' normal produc-

tion.

When a building project is completed, disabled workers return to their nominal employer, the Galaxen

company, to await a job on a suitable new site.  

The goal is for at least 10% of disabled workers to return to ordinary production annually.

Results and expectations 

1.200 disabled construction workers are currently employed by Galaxen. Rehabilitation results have been

very good. Of those who have finished their Galaxen employment, 25% have been able to return to a job

in the construction sector without any form of wage subsidy. 8% have, with the help of Galaxen been

able to remain in building until normal retirement age, a few have been transferred to lighter work in

another sector. 

For society, Galaxen has meant considerable savings since Galaxen employment has often been an alter-

native to sick leave or early retirement. 

Construction companies have, through Galaxen, kept numerous experienced workers in production. For

the individual, Galaxen has meant the chance of remaining in their old occupation and at the same time

benefitting from rehabilitation.

In Sweden, Galaxen is considered to be an excellent example of what can be done when companies, orga-

nizations and responsible authorities effectively cooperate. A particularly important observation is that

both the employers and employees have assumed active responsability for creating rehabilitation in the

vulnerable construction industry.
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3 - CONTEXT

The case with regard to industrial relations
The case is caracterised by the involvment of numerous parties concerned about the success of the 

project. Social partners of the building sector have made Galaxen possible by signing an agreement and

adapting the legislation. They are involved in the selection of candidates and their evolution (adaptation

group). However, the management of the project is dictated by economic criteria. In this case, social part-

ners facilitate the process but do not manage it. 

The case with regard to the continuing vocational training
Vocational training is a simple mean, among others, to reach the goal of individual rehabilitation. It is clo-

sely linked to the employment and reconversion policies and the role that it will take in the future

depends on individual needs.
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1 - OUTLINE OF THE CASE – RELATION TO THE THEME

The Greek banking sector employs 56 156 workers in 47 banks and 2 395

branches. The sector is of the “administration” type and offers security of

employment. Between 1991 and 1995, employment increased significantly, by

around 8.17%. Within a changing society, enterprises in the banking sector need

to modernise their management of human resources to handle the necessary changes and to increase

their competitiveness. Adapting and developing staff qualifications is a crucial factor here. For some years,

the social partners have therefore been committed to the modernisation of vocational training in ban-

king, through collective bargaining at sectoral level, together with other forms of social dialogue on

bodies responsible for the management of training, and at enterprise level, where the trade unions have

the right, under the law and under collective-agreement provisions, to be consulted on training.

This development was encouraged by the introduction in 1990 of a law on collective bargaining, which

extended bargaining to cover not just earnings but other topics such as training. It reinforced an already

old tradition of informal social dialogue within the banking sector.

Within the sector, the themes of social dialogue may be summarised as follows :

- analysis of jobs most at risk from restructuring as a result of the modernisation of banking services, the

implementation of new technologies or organisational modifications ;

- formulation of a training policy based on forecasting tools with a view to safeguarding jobs ;

- efforts to ensure the rationalisation and transparency of criteria for access to vocational training and

to introduce a modern educational approach and methods for following up and evaluating training ;

- taking account of training in the professional career of staff .

Encouraging individual initiative to take up training, in order to meet the challenges mentioned above, has

for some years been one of the key points in the annual negotiations conducted by the social partners.

2 - CASE DESCRIPTION

Actors involved and participants
The actors are the social partners in the banking sector: the enterprises and the workforce. The work-

force is represented by the Banking Employees Union (OTOE), which is affiliated to the General

Confederation of Greek Workers. Unionisation in this sector is 78% on average (90% in the publicly

owned banks and 30% in the private-sector banks, which employ around 20% of the workforce).

The employers are organised in the Association of Greek Banks (EET). However, this is not an employers’

union, but a consultative body that provides technical assistance to its members. To circumvent this problem,

the law provides for banks employing more than 70% of the workforce in the sector to appoint repre-

sentatives authorised to negotiate and conclude agreements that can be applied to the sector as a whole.

CASE 4

Collective bargaining
in the banking sector

Country : Greece

Level : Sectoral
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Organisation and implementation
Annual negotiations on training priorities and resources, taking into account the findings of an “employ-

ment observatory” in the banking sector, enable the training apparatus to respond to new needs. An

inter-bank training centre has already been set up by the Association of Greek Banks (EET). The

employers’ association (OTOE) is represented on its administrative board by two members out of a total

of six.

Staff access to training is promoted and encouraged by several provisions in the collective agreement.

For example, all banks are obliged to inform its staff of its training programmes. Every member of staff

has the right to apply for a place on any training scheme in the annual plan. The principles of equal access

and equal opportunities are affirmed by the agreement, which calls for the creation of a joint equal

opportunities commission in each enterprise. This commission may be called upon to deal with cases of

discrimination, particular where staff access to training is concerned.

In order to take account of training in the professional careers and advancement of staff, it was decided

in 1994 to set up a management training centre for prospective management staff.

For the 1996 annual negotiations, the trade unions have proposed the principle of ‘credit hours’ for all

staff in the sector, amounting to 30 hours a year and accumulable over several years, in line with the

requirements of their professional advancement.

Results and expectations
The policy pursued in modernising vocational training, closely linked with the preventive management 

of employment and the modernisation of human resources, may in the medium and long term enhance

the banking sector’s ability to cope with changes without placing jobs at risk.

In the short term, the growth of the banking sector will allow it to absorb the effects of change. However,

the modernisation process is far from complete, hence the importance of continuing with the moderni-

sation efforts in enterprises.

Results may also be achieved in the quality and permanence of social dialogue, which is considered 

an appropriate method for managing the changes. In this respect, the process begun five years ago is star-

ting to bear fruit. Vocational training has to become a full part of social dialogue.

3 - CONTEXT

The case with regard to industrial relations
The negotiation process is characterised by the willingness of the Greek social partners engaged

in sectoral bargaining to modernise training. However, it should be emphasised that the intensity of 
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negotiation in this sector is due to the exceptional representativeness of the staff trade unions and the

importance of the public-sector banks.

The case with regard to the continuing vocational training
This is a “rich” sector, able to respond with its own financial and organisational resources to the training

needs conditioned by the environment and individual requirements.
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