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Why do we discuss institutional 

sectoral approaches? 

 Regular and systematic skills anticipation and matching is hardly 

possible without skills bodies 

 Anticipation and matching is not possible without regular 

engagement of industry in social dialogue. Sectoral bodies provide 

the platform 

 Decision making regarding identification of skills as well as often 

implementation of results rests with skills bodies 

 Accountability and monitoring is easier if there are clearly 

defined sectoral bodies 

 Sectoral institutional arrangements have been mushrooming: we 

need to understand their strengths and weaknesses, and how to 

go about them. 

http://www.istockphoto.com/stock-illustration-16282671-question-mark-magnified.php?st=e665ced


Chapter 5 of the Guide 

 Reviews sectoral institutional arrangements 

 Analyses what makes different systems 

capable of capturing and responding to 

labour market needs 

 Identifies key functions, objectives, features, 

coverage of sectoral bodies  

 Draws lessons from various case studies in 

developed and developing countries 

 

 



Definition 

Sectoral bodies are sector-based organisations 

whose overall objectives are:  

 to ensure that training in their sector meets the 

needs of employers and government;  

 and to promote skills development in their sector. 

 

Sectoral bodies engage with demand (employers) 

and supply side of training, and provide the link 

between the training system and the labour market. 



Examples of sectoral bodies 

 industry or sector skill councils (the UK, Canada, 

Australia, Bangladesh and India),  

 Knowledge Centres in the Netherlands 

(Kenniscentra),  

 National Training Services in Brazil,  

 Skills Observatories in France,  

 National Trade Committees in Denmark,  

 Skills Education Training Authorities in South Africa, 

 Industry Training Organisations in New Zealand.  



Sectoral bodies functions and 

composition 

 Go well beyond research: the primary function is to develop the sectors they 

represent 

 Some are deliberately set up to provide a better match between labour market 

needs and training outcomes  

 By definition involve employers from their sectors 

 Unions are voluntarily involved in Australia, but compulsorily in Canada and the 

Netherlands, largely employers-led in the UK 

 Government and education are represented (although voluntarily in Canada and 

the USA) 

 Sometimes experts are involved (Botswana’s expert board including 2 

international experts) 

 May include coordinating umbrella bodies (Alliance of Sector Councils in Canada) 

or transversal councils (in many smaller EU MS, Ghana and Botswana) 

 Collect, analyse (themselves or outsourced) and use LMI (their own and externally 

collected) 



Origin 

 Bottom up: where social 

dialogue is strong and 

social partner organisations 

are long present and 

mature, social partners 

initiate sectoral bodies by 

themselves (e.g. Canada’s 

steel industry, Argentina’s 

construction industry) or 

assume some of their 

functions (e.g. Germany) 

 Top down: where level of 

organisation of industry is 

low and there is no social 

dialogue tradition, sectoral 

bodies are imposed by 

Government and donors to 

provide leadership and 

generate momentum for 

broader cooperation (e.g. 

Bangladesh) 



Sectoral coverage and 

representation 

 Large industries (Australia), narrower-defined industries (N.Zealand), and often 

do not correspond to SIC (UK’s SSCs) – challenge! 

 Sometimes group of occupations (French observatories) or trades (Trade 

Committees in Denmark) , or mix of all types (S.Africa) 

 May be organised in selected industries only (S. Korea, Bangladesh) 

 Sectoral macro-level vs regional bodies (Argentina, Brazil, Canada, DK, FR, 

India, UK): local voice is important but coordination is a challenge 

 Cover as many employers as possible 

 Cover as many types of employers as possible 

 Engage key players in the sector (business associations and larger employers) 

 Challenge: engage SMEs 

 Challenge: reach SMEs in remote and rural areas (e.g. Australia, Brazil, Canada) 

 Challenge: cover informal and unorganised sector (e.g. India’s 90% of 

employment) 



Incentives: how to engage industry 

 Government subsidies for training in the sector (trainees wages, matched 

funding, compensation of costs) 

 Make sectoral bodies in charge of distribution / collecting / monitoring  of 

training funding:  

 Allow them to tap on national training funds (Ghana, India, Australia, 

Botswana),  

 tax low paid/low-skilled labour (Singapore ) 

 sectoral levy funds:   

 imposed on all sectors – Brazil, S.Africa,  

 or in selected sectors – Hong Kong, Australia,  

 100 bipartite sectoral funds in Netherlands through a levy which 

varies in size and is based on the consensus,  

 (Seed) funding for sectoral bodies’ functioning from Government 

 



Incentives: continued 

 Involve industry in defining occupational standards, competency 

frameworks, qualification profiles (decreases information 

asymmetry and increases trust in training outcomes) 

 Entrust decisions on which studies on skills to fund 

 Entrust decisions on training delivery (SENAI in Brazil, the 

Kenniscentra in the Netherlands, CET centres in 23 sectors of 

Singapore) 

 RPL (may increase unions buy-in, especially where non-certified 

training is widespread) 

 Learning from best practices within the sector (learn from each 

other) 

 All in all, sectoral bodies must be useful for the industry! 

 

 



Success factors 

 Led by industry, driven by actual needs, organised along the real divisions of the 

economy 

 Clearly defined functions and objectives 

 A shared vision for the sector (sectoral and regional observatories in France, 

SENAI’s’Antenas Thematicas in Brazil) 

 Facilitate broader and longer-term economic and development goals (Canada – 

restructuring, Singapore – new industries and high-tech products; developing 

countries – broader development and poverty reduction goals) 

 Capacity to analyse and use LMI, and implement resulting policies and measures 

 Maximise the use of financial incentives  

 Direct some of public funding for training through sectoral bodies 

 Make different elements of the system work hand in hand (complement central, 

sectoral and sub-national levels) 

 Monitoring and evaluation 



 
 

Thank you! 


